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[bookmark: _Toc34138224]Introduction
Personnel resourcing and development is considered a significant aspect of personnel and development that is focused on the recruitment and release of individuals from organisations along with managing their potential and performance as long as they are an employee at the organisation (Ekuma & Akobo, 2015). There is no exception to the hotel industry and internal and external factors tend to have a major impact on personnel resourcing and development. The aim of this assignment is to conduct a PESTLE analysis, discuss the significance of an effective recruitment and selection procedure, assess factors that influence culture, equality and diversity, and discuss fundamental approach for performance management for the Hotel International based in the United Kingdom. This assignment further includes recommendations for the identified issues.
[bookmark: _Toc34138225]PESTLE Analysis
According to the Chartered Institute of Personnel and Development (CIPD) (2020), the key external factors influencing an organisation include political, economic, social, technological, and environmental and the framework to analyse these key factors is identified as PESTLE analysis. The influence of the external factors on Hotel International is presented below:
· Political
The political setting is a domain, which hotel industry is particularly required to continuously monitor as politics can be highly unpredictable and persuasive at times. The new immigration policies as a result of the United Kingdom leaving the European Union (EU) have become a major area of concern for the hotel industry of the United Kingdom. Restraints in immigration within the European Economic Area would raise the concerns of shortages of skills within the hospitality industry of the United Kingdom. The shortage of skills has been identified in operational roles such as kitchen staff and housekeeping as well as managerial roles. Skill shortage in the hotel industry of United Kingdom continue to exist with only six percent of restaurant managers an 10 % of hotel managers have been identified to have required managerial qualifications (McMenemy, 2020).
· Economic
Salaries and employment benefits are the key economic factors that influence the hotel industry of the United Kingdom. The economic factors have been identified to have a strong impact on personnel relations as a survey of international employees within the hotel industry identified that more than 60 % of the employees consider leaving their jobs because of low wages (Naylor, 2019). Employees working in the hotel industry of the United Kingdom have been identified for not being suitably rewarded for their hours with common trends of long working hours and low pay. According to a report by the Trades Union Congress (TUC) (2019), the average employee in the hotel industry of United Kingdom receives £8.15 per hour that is approximately £4 less as compared to the average hourly wage in the overall economy. More 50 % of the employees the hotel industry of the United Kingdom earn below the actual living wage (TUC, 2019).
· Social
Social factors that influence management and business environment of hotel industry within which personnel professionals work include cultural standards and outlooks of employees and diversity. Organisational culture offers a foundation for understanding the difference among successful hotels operating within similar national culture and distinguishes high performing hotels from others (Mushtaq, et al., 2013). Individuals from diverse backgrounds have been identified to work in better harmony with more new viewpoints (Korjala, 2013). While within corporate environment it is considered a benefit, diverse cultural backgrounds could also result in conflict (Mushtaq, et al., 2013). The hotel industry of the United Kingdom specifically has great dimensions in terms of diversity (Korjala, 2013). This implies that effective management of diverse workforce at the Hotel International can be viewed as successful tool for achieving business objectives.
· Technological
Technological factors tend to have a great influence on the cost of doing business and the work environment of personnel professionals. Influence of adoption of new technology have been identified to have a positive influence on the efficiency and productivity levels of the employees (Law & Jogaratnam, 2005). Effective use of technology to support personnel professionals work may include online communication and data sharing technologies to promote flexible working. 
· Legal
Legal factors such as employee protection laws, anti-discrimination laws, data protection act, employee health and safety regulations tend to have direct influence on management and business environment within which personnel professionals work (Bowie, 2018). 
· Environmental
The environmental factors that could influence management and business environment within which personnel professionals work include the organisational practices related to effective use of natural resources, waste management, recycling procedures, and practice aimed at adopting green practices (Tarí, et al., 2010).
[bookmark: _Toc34138226]Recruitment and Selection and Competitive Advantage
A more planned approach to recruitment and selection is being implement across the hotel industry of the United Kingdom as more hospitality firms are getting more advanced and gaining better awareness regarding the fundamental significance of aligning the strategic human resource (HR) structure with business goals (Manzoor, et al., 2019). This implies that there has been a greater emphasis on the HR department within the hotel industry of the United Kingdom. On the other hand, the positioning of strategic HR system with business goals has been identified to become a key element in a number of larger hospitality firms (Tiwari, et al., 2019). In addition to that, strategic HR management entails a number of features while recruitment and selection can be highlighted as one of the highly crucial aspects (Manzoor, et al., 2019). It is significant for organisations within the hospitality industry to stay up to date with the continuous modification in the job roles, technological advancements, and work setting (Tiwari, et al., 2019). 
[bookmark: _GoBack]Strategic HR management actively contributes and makes sure that clear business goals are set (Manzoor, et al., 2019). This implies that strategic HR management is required to take all the time required to establish an effective recruitment and selection policy. The vision of the organisation is highly significant at this point and requires to be aligned with the recruitment and selection procedure (Manzoor, et al., 2019). The baseline for this is conducting a thorough job analysis because it exhibits the effectiveness of a job role and the way it is integrated with the organisational vision. One of the effective means for the Hotel International to stand out from its competitors in attracting required talent is to establish a lucrative career web page (Ladkin & Buhalis, 2016). The career web page of Marriott UK can be considered as a great example:
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Figure 1: Marriott's Career Webpage, Source: http://www.careers.marriott.co.uk/
Social media is considered the second most effective means for recruiting skilled professionals within the hotel industry. Social media has been identified as one of the fastest and most economical and highly effective means for attracting professional within the hotel industry (Ladkin & Buhalis, 2016). In terms of marketing jobs at social media, Marriott UK is again considered as the leading example. The below image represents how Marriott promotes itself as an employer of choice at Instagram:
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Figure 2: Marriott's Instagram Post. Source: https://www.instagram.com/p/B9O23A3AcML/
[bookmark: _Toc34138227]Factors That Affect the Culture, Equality and Diversity
The factors that affect the culture, equality, and diversity of an organisation include organisational leadership and performance appraisal. The modifications in the workforce diversity due to demographic variations such as number of female employees, organisational structure, equal opportunities for employment and affirmative action laws demand organisations to modify their administration policies and establish innovative and inspired methods for people management (Triguero-Sánchez, et al., 2018). Positive changes in this regard has been identified to enhance productivity at work and allows the organisation to portray a better brand image (Sarvaiya & Eweje, 2016). Leadership tends to actively contribute to addressing the concerns associated with diversity within an organisation (Triguero-Sánchez, et al., 2018). The involvement of high level leadership for addressing the concerns related to diversity are considered crucial for an organisation to have positive influence on overall organisational behaviour (Buttner & Lowe, 2017). It has been identified to be a common practice for most of the present organisations in hospitality sector to assess the performance of the personnel through a performance appraisal system (Sarvaiya & Eweje, 2016). Performance appraisal has been identified as the practices followed by the HR department to assess workforce and determine their capability, help them improve their performance, and offer performance based rewards (Buttner & Lowe, 2017). A major issue that has been identified to be persistently affecting the culture, equality and diversity is biasness in performance appraisals (Sarvaiya & Eweje, 2016).
[bookmark: _Toc34138228]Performance Management
Key performance indicators (KPIs) and metrics offers a way to assess how efficiently organisations, business units, project, or personnel tend to perform in association with their strategic aims and objectives (Smith & Bititci, 2017). In addition to KPIs, performance appraisals are possibly the most extensively preferred tool for performance management (Sarvaiya & Eweje, 2016). When performance appraisals are utilised in an appropriate and unbiased manner, they hold exceptional force to align the personnel aims and objectives with strategic business goals of the organisation (Buttner & Lowe, 2017). Management by objectives (MBO) entails assessing individual performance and making a comparison with the predetermined standards (Bititci, et al., 2016). It is referred to as the procedure of outlining particular goals and afterwards determining ways to accomplish every individual goals. It is specifically effective for particular tasks that requires to be completed by taking one step at a time and is considered an exceptional way to establish values of working to achieve common objectives (Bititci, et al., 2016). 
[bookmark: _Toc34138229]Recommendations 
· The Hotel International is recommended to use the official website of the hotel to create a webpage for careers. It is recommended to showcase the exceptional working culture of the organisation, career opportunities, employment perks and benefits, and to highlight the organisational vision.   
· The Hotel International is also recommended to make use of social media channel to promote the organisation as an effective employer brand in the best possible manner. 
· The HR department at the Hotel International is recommended to maintain focus on the potential applicants when there is a position vacant at the firm and demonstrate them the benefits of working with the Hotel International. 
· The Hotel International and its administration is recommended to adjust the workforce in accordance with the organisational changes and evolution. 
· It has been identified that diversity and equality management is an essential challenge for the organisation; therefore, HR managers for the Hotel International are recommended to make required adjustments to house a diverse workforce. 
· The Hotel International has been identified to be required to adopt diversity and seek ways to imbed diversity across the organisational culture that can be the representative of the organisational approach of the Hotel International aimed at helping the organisation to accomplish higher productivity levels and sustain competitive advantage.    
· Managers at the Hotel International are recommended to identify their personal cultural preferences and biases to embrace the evolving workforce setting. 
· The HR managers at the Hotel International are recommended to be open towards addressing issues associated with diversity.  
· The HR managers at the Hotel International are recommended to decisively contribute in promoting diversity because HR managers have been identified for being able to establish details of practice implementation.
[bookmark: _Toc34138230]Conclusion
A number of internal and external factors have been identified to have a major impact on personnel resourcing and development within the hotel industry. The influence of the external factors on Hotel International, including political, economic, social, technological, legal, and environmental elements, is presented with the help of PESTLE analysis. It has been identified that there has been a greater emphasis on the HR department within the hotel industry of the United Kingdom, while the positioning of strategic HR system with business goals has been identified to become a key element in a number of larger hospitality firms. The modifications in the workforce diversity due to demographic variations such as number of female employees, organisational structure, equal opportunities for employment and affirmative action laws demand organisations to modify their administration policies and establish innovative and inspired methods for people management. •	The Hotel International has been identified to be required to adopt diversity and seek ways to imbed diversity across the organisational culture that can be the representative of the organisational approach of the Hotel International aimed at helping the organisation to accomplish higher productivity levels and sustain competitive advantage.
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