



Abstract

This report addressed four main themes on the effectiveness of Sandals Resorts in sustaining competitive advantage. They are 1). The PESTLE analysis is affecting the organisation and the government interest in tourism. The laws governing Jamaica with which HRM are obliged to follow. 2). The process of recruitment and selection with the steps taken by Sandals ensuring the right candidates get the right job at the right time, selecting by pooling applicants meeting the job specification from CV and online applications. Partnerships with local and global hospitality schools and participation in job fairs. 3)The culture, equality and diversity programmes in educating staff on ethical conduct and the inclusion of people with disabilities into the workforce. 4) The effective planning and execution of management staff in conducting strategic PM, ensuring competitive advantage is sustained. Results indicate that Sandals continues to sustain competitive advantage by adhering to these themes.
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List of Abbreviations

CPD – Continuous professional development
CV – Curriculum Vitae
FDI – Foreign Direct Investment
GDP – Gross domestic product
HRM – Human resource management
PM – Performance Management
USA – United States of America
UWTSD – University of Wales Trinity and Saint David



























Introduction

Active PM attributes to 58% of employees more likely to stay with the organisation after three years (Aking, 2015).

The report aims to address the macro environment affecting Sandals Hotels Jamaica, outlining recruiting policies, the effectiveness of culture, equality and diversity; with performance management strategies for sustainable competitive advantage. The report highlights issues raised in the presentation with recommendations.


Methodology

Despite the present epidemic of COVID-19, attempts were successful in contacting the Sandals Hotel Resort in Montego Bay Jamaica, which proved useful in providing vital information concerning performance management (PM) and sustaining competitive advantage.

Academic journals were used to analyse and evaluate secondary research, collected from various sources, including subscription from academia.edu; Mendeley; Athens and UWTSD online library. 


















PESTLE  

Outlined are the macro environment using a pestle analysis, which demonstrates the link between the business environment and personnel professionals.

Political 

The issues of Jamaica's slow economy and rising debt, contribute to the tremendous publicity from government Ministers, releasing funds to upgrade roads and airports (Scobie, 2016 and Brice 2019). Johnson and Gentles-Peart (2019) state that in following political norms, organisations gain competitive advantage. The geopolitical reality with the American Presidency degrading developing countries can affect tourism. Alternatives are to increase development and enhance economic growth, looking to the global south, which eventually can place Jamaica on leverage with America (Charles, Roberts 2019). However, with Jamaica being one of the worlds most recognised brands and a significant player in world culture, the country is yet to benefit from its brand and culture (Johnson and Gentles-Peart 2019). Frankly, the country is out of sync with its international fame, with poverty on a high and debt to GDP target set to reach 60 per cent by 2026 (Schmid, Malcolm 2016).


Economical
 
 Negatively, there is a high poverty rate. Kondo (2008) states that all-inclusive resorts, including Sandals, act selfishly like islands unto themselves, supporting enclave tourism, with little benefit to locals (Kondo, 2008). Conversely, feelings amongst locals are mixed, with Sandals donating to local schools. The livelihood of local fisherfolks is affected, resulting from rising inflation cost (Macfarlane-Morris 2019).  Additionally, inefficiency in the local economy leads to the misallocation of capital overseas, reflecting negatively between actual GDP growth and FDI (Haughton 2017). 

Social

The local economy plays a significant role in the social lives of employees’ cultural trends with Sandals adapting the Big Five Personality Model (Sign, Ramgulam, and Ramdeo 2019).  The model predicts work engagement, increasing job satisfaction and reducing turnover (Ongori, 2007). Employment within community balances demographic change concerning age, gender and education, increasing satisfaction (Taylor and Woodhams, 2012).


Technological

Employment satisfaction equals the satisfaction of guests. Technological advancement creates online bookings, utilising various platforms and apps. Meetings have increased through zoom; with alternative Skype interviews portraying digital development (Curwen and Whalley, 2017). Productivity and performance meet the expectation of guests coming from developed countries (Spencer, Chevers 2018). 


Legal 

The Jamaica Hotels Law was passed by parliament in 1890 with stringent legislations being periodically updated (Murray 2018). Parity of wages between genders and the national policy on gender equality gives women the same right to work and equal payments. (Thame, Thakur 2016) 


Environmental

Emphasis is on green tourism, reducing emissions (Johnson, Koebrich, and Singer, 2019) and (Pham, Tuckova and Jabbour, 2019). The overarching question is, what is the environmental impact on the organisation? Sandals have been innovative, being the first Jamaican hotel providing electric car charging ports, sustaining competitive advantage. However, with beach erosion a primary environmental concern, the focus is on businesses, government and local communities, to collaborate in restoring and managing the fight against biodiversity loss (McDougall 2017).


Recruitment and Selection

Local communities are involved in the recruitment process. Recruitment is the process of finding new employees to join organisations, which requires locating, attracting, shortlisting and identifying suitable prospective candidates (Robbins, Coulter, Decenzo and Woods 2018). 

Importance 

The importance of effective recruitment and selection process is to strategically ensure the right people get the right jobs at the right time (Goldstein, Pulakos, Passmore, and Semedo 2017). However, they are challenges within this process involving societal changes, legal requirement and the host country associated with employment laws (Ployhart, Tippins 2017).

Ployhart, Schmitt and Tippins (2017), refers to Halls (1917) stating recruitment challenges as the Supreme Problem, with macro forces as a game-changer in recruiting policies, presently affecting the recruitment and selection process.

Recruitment critically affects the performance of the organisation in achieving its end goal (John 2019). Sandals have been fostering talents working with schools, offering work placements bringing prospective candidates on par with industry level. Also, lifespan perspectives are taken into account and have little impact on recruitment and selection, which would be age discriminatory. Lifespan and career theories can add to the Personal-Organisation [P-O] fit, enabling the experience of the candidate to add value to the organisation (Dovespike, Flores and Vanderleest 2019). 
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Selection 

Selection is the next stage of the recruitment process. Candidates who meet the job criteria advertised are shortlisted from within a pool (John 2019). The recruitment process should not be complicated, but rather precise in assessing future recruitment needs, formulating training programmes, and developing promotion and career development paths (Ongori 2007). 




Advantage Structure

Sandals focus on educational development programmes, resulting in reduced labour turnover (Mitchell 2016). Sandals partners with international hospitality schools, including the Swiss Hotel Management School in Leysin Switzerland. Participation in local and international job fairs have been ongoing in pooling prospective talents (Burtaverde, 2016). Sandals sustain a competitive advantage, in attracting suitable candidates and retaining them (Bull, Catalan and Martinez 2020).



HRM understands the benefits of hiring overqualified candidates. Understanding the concept that overqualified employees add to the organisation's human capital depth, is crucial (Sikora, Thompson, Russell and Ferris 2016).  

Locally, many talents are taken from HEART [a government entity] after developing a vocational skill, giving opportunities to unqualified school leavers (Mitchell 2016). Adaptation of recruiting policies in changing labour markets, enable the effectiveness of recruitment (Ongori 2007). 

Prayesh and Farouzandeh (2016) exemplify that HRM does not apply marketing approaches portraying company image to help recruitment. However, firms with excellent brand recognition attract better employees. Rehman, Salleh (2019) and Murphy (2016) agree with the image of the organisation as an internal factor.

  Organisations are always implementing strategies which conform to changes in society; given rise in digital recruitment and selection, compared to traditional recruiting trends (Bucker 2019).

Sandals maintain a competitive advantage over competitor Riu Hotels, originally from Spain. Sandals have used their knowledge of the locals, recruiting reception staff locally enhancing the culture and authentic experience of guests (Banerjee, Farooq and Upadhyaya 2018).

Sandals provided care packages to staff; paid a forty per cent 40% wage and provided online training as a result of Covid-19. Conversely, Riu Hotel has failed to support its employees, which has resulted in many employees leaving the Riu Hotel.




Culture

While agreeing globally that culture within organisations exists and play an essential part cultivating behaviours, the agreement to come up with a single or straightforward reasonable definition of culture has never been so removed (Watkins, 2013). Additionally, without a concrete definition, linking culture with the organisation's structure becomes difficult, prohibiting effective analysation and preservation of cultures (Watkins 2013). 

 Hofstede and Minkov (2011) counteract, stating that psychological environments contribute to the culture of an organisation. Culture is defined as a collection of thoughts programmed into the mind of individuals, that recognises people of one tribe or category from individuals of another. 

Trompenaars, Turner (1993) culminated the model on the seven dimensions of culture, differentiating cultures based on preference. Conversely, Wood (1998) has explicitly criticised the problem of hegemony, emphasising culture adds to social life and calls for an account of cultural formation. 


Principal Factors 

Principal factors are values, beliefs, and norms affecting the micro and macro environment of the organisation's Culture, Equality and Diversity (Armstrong et al. 2010).


Factors affecting culture 
· Gender
· Workforce diversity
· Recruitment methods
· Cross-cultural issues
· Organisational development 
· Employee relation





Hospitality Sector

Employees contribute to the culture of organisations, based on beliefs, ideologies or religions. Good leadership ensures communication across cultures is effective. Hospitality gradually adapts some of these traits (Collins, 1995).


With the hospitality sector operating globally, the culture of the host nation must be recognised, enabling organisations to sustain competitive advantage. Sandals have demonstrated these factors through selection criteria. However, with Jamaica's buggery law on sexual orientation, workforce diversity has impacted negatively on hospitality.

Equality
The equality act of 2010 was implemented in the Caribbean for the equal and fair treatment of employees (Stephenson and Persadie 2019). Adhering to the law has been challenging for regions where norms and beliefs outweigh the consequences of breaking the act (Thame, Thakur 2016). Trannoy (2017) concludes, Marc, Fleurbaey (1994, 2008) and John, Roemer (1993, 1998) formulated ideas, transforming them into models of social justice. However, injustice within equality needs addressing. Masser and Abrahams (2004) justified that the higher people scored in hateful sexism, females were hired for a managerial position over males. 



Factors affecting equality
· Sexual orientation
· Discouraging equality
· Race and religion
· Laws of the countries and organisations
· Gender re-assignment

Equality is essential to the hospitality industry to send positive messages that stamping out inequality is vital, as people with disability are seldomly employed (Walters, 2018).




Diversity

Diversity is a set of conscious practices that involve understanding and appreciating mutuality of humanity and cultures; recognising that personal and cultural discrimination creates and sustains privileges for some while creating disadvantages for others. Gilbert, Stead, and Ivancevich (1999) found that women who were hired in organisations that valued inclusion, qualified for the job; however, the majority are denounced regardless. 

 Diversity Factors
· Size and policy of the organisation
· Socioeconomic status
· Age
· Recruitment process
· Gender

Opportunities for partnership within hospitality sectors require polite behaviour along with customary rules of conduct. The management philosophy and mind-sets of the host nation are essential (Hofstede, 2011). 
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Performance Management

Organisations conduct PM by evaluating and documenting the progress of employees (Altin, Koseoglu and Riasi 2018). The role of PM is defined as a systematic process, which focuses on goals in ensuring the performance of employees are managed effectively against efficient targets, documenting and providing feedback (Farokhi and Roghanian 2018). Additionally, employees can address any dissatisfaction without fear of reprisal (Armstrong, 2017). However, PM requires two-way cooperation between management and staff, otherwise posing threats, resulting in failures (Horn 2009).
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Maslow's theory culminates intrinsic behaviours in human motivation, helping to eliminate threats resulting in failures.


[image: maslow's hierarchy of needs five stage pyramid]
Figure 1.3 


Additionally, Herzberg's two-factor theory contributes to factors acting independently of each other. Surprisingly, some managers view appraisals as isolated duties. However, this should be included in daily roles.
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Principal Methods of PM                                                      Description
	Performance Feedback
	Positive sandwich with negative feedback

	Peer Reviews
	Reviews by team members

	Performance Monitoring
	Meetings and observations

	Progress Checks
	Reviews and summary updates

	CPD
	Workshops and mentoring programmes

	Setting expectations
	Define expectations on how to achieve 

	Evaluation Appraisals
	Performance review questionnaires

	PERT Chart
	Estimation of time to complete project

	Pre-emptive Management 
	Rewards and recognitions 





Methods Conducted

Performance evaluation - Evaluation tool focusing on strategies implemented. Individual performance reviews are conducted quarterly on employees, measuring development and reviewing their responsibilities in the organisation (appendix 1).


Monitoring performance – Monitoring is conducted through regular observation, documenting strengths and weakness. Challenging tasks are addressed with methods of improvement communicated (Torrington, Hall, Taylor and Atkinson, 2009). Checklist and activity log self-monitoring tools enable employees to monitor goals and deadlines.

Pre-emptive management and recognition – Goals are clearly outlined in ensuring targets are met, presenting employees with the organisation's vision and statement. Employees should be aware of what is expected to eliminate the need for guessing. Psychology plays a significant role in boosting morals; therefore, recognition is awarded for tremendous performance in the employee of the quarter, month and year (Moullin 2017). Therefore, this enables underperformers to be spotted, eliminating future problems. 

Issues from Presentation 

Recruitment and Selection 
The issue regarding this theme is the approach taken in the process to hire overseas candidates for positions deemed not suitable for locals. Biased recruitment has given rise to the high level of members on management teams being recruited from hospitality schools globally. 

A hospitality Management degree is offered in local universities. Therefore, collaboration should happen with these entities, ensuring ongoing internships programmes, giving unbiased opportunities to local graduates (Guest, 2017).

The recommendation is to invest in local universities, providing state of the art practical learning facilities. Appelbaum, Batt (1994); Appelbaum et al. (2000) concluded an approach initially proposed by Baily (1993), centred on the AMO model, with practices to enhance employees. 
(A) abilities, 
(M) motivation
(O) opportunity 

This contributes to enhancing economic performance. 

Culture, Equality, and Diversity

The issue regarding this theme stems from cultural norms discriminating against people with disability [supernatural cause, witchcraft] and people of diverse sexual orientation (Meadows-Haworth, 2017). Additionally, this makes it challenging to have a diversified workforce. 
Firstly, organisations should educate employees on ethical conducts, then include these groups within organisations, enforcing a safe work environment. 

Additionally, with tourism being the primary economic earner, organisations should form lobby groups adding pressure on the government to do more to include these people into society. Based on the meta-analytic review, educating employees is a significant step in rectifying the problem (Kalinoski et al., 2012).


Conclusion

In concluding the evaluation and analysation of culture, equality and diversity, the buggery law upheld in Jamaica need addressing, in a country where hospitality and tourism are deeply rooted, with vast economic importance. The organisation needs to continue effective performance management and recruitment and selection strategies, maintaining a competitive advantage. 
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Steps in Recruitment and Selection Process

The recruitment and selection process is a series of hurdles aimed at
selecting the best candidate for the job.
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