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[bookmark: _Toc168653185]Introduction 
For global hotel chains like Radisson, human resources management  is essential. HRM helps a company get a competitive edge by including the strategic approach to the efficient management of people inside an organisation (Armstrong and Taylor, 2020). Because the hotel business focuses so much on providing excellent services, which in turn depends on the effectiveness and happiness of its staff, human resource management is essential (Torrington et al., 2020). Planning the workforce is forecasting and controlling the labour supply and demand to guarantee that the appropriate amount of workers with the appropriate skills are on hand when needed (CIPD, 2023). While selection is selecting the best applicants from a pool of applications, recruitment is the process of drawing in and finding possible individuals to fill job openings (Galagher, 2016). This proposal will examine how Radisson's strategic development has been made possible by the evolution of HRM, emphasising the shift from conventional practices to more strategic and technologically advanced HRM methods.

[bookmark: _Toc168653186]Overview of the hotel 
The Radisson Hotel Group has a long history, having started out as a division of Carlson Companies. After being renamed as Radisson Hotel Group in 2018 and then purchased by Jin Jiang International, it ranks amid the leader hotel groups in the world in terms of rooms and hotels (Radisson Hotel Group, 2017). Across more than 95 countries, Radisson runs more than 1,320 hotels and 221,150 rooms, including the well-known brands Radisson Blu, Radisson RED, and Park Inn by Radisson. In addition, Radisson has concentrated lately on strategic expansion and innovation. With a 40% rise in hotel registrations over 2021—including 80 new hotels in China—the group had tremendous growth in the Asia Pacific area in 2022 (Radisson Hotel Group, 2018). The creation of specific business units in important locations like Sydney and Bangkok to improve local market knowledge aided in this expansion. Radisson has strategically upgraded its HRM procedures as well to accommodate its international activities (Radisson, 2023). One noteworthy effort is the updated Radisson Rewards programme, which debuted in late 2022 and provides special advantages and encourages sustainability by allowing stays that are carbon neutral. This initiative links HR procedures with more general business sustainability objectives, therefore highlighting Radisson's dedication to employee and visitor happiness (Radisson, 2022).

[bookmark: _Toc168653187]Socio-economic factors impacting hospitality 
Socio-economic factors have a substantial power on the progress of companies, such the hotel industry. This sector is highly impacted by the changing work patterns, such as the shift to remote and hybrid labour arrangements. According to research the COVID-19 pandemic has accelerated the adoption of hybrid and remote work arrangements, which in turn affects hotel industry demand and customer behaviour (UK Parliament, 2022). People now use hospitality services in society in different ways thanks to the emergence of hybrid and remote working patterns. As more individuals take workcations—when they combine work and vacation—fast internet and quiet work spaces at hotels and resorts are becoming necessities for remote workers. This tendency highlights flexibility and combining work and leisure, suggesting a shift in consumer preferences (Chevtaeva, Neuhofer, and Rainoldi, 2022).  Economically speaking, the changing workforce patterns affect the revenue streams and operational frameworks of the hotel industry. Demand for hotels and restaurants may vary; in the middle of the week, for example, they can see greater occupancy rates as remote workers seek for temporary offices or a change of scenery (López-Andreu and Hamedani, 2019).  To attract to this new customer group, the industry needs to make financial adjustments, such as reevaluating pricing strategies and investing in remote worker infrastructure. The socioeconomic effects are also clearly seen in the personnel of the hotel industry. freedom required by remote and hybrid work arrangements might lead to employment problems since workers could want the same degree of freedom in their jobs. In a cutthroat market, this calls for a review of benefits and employment practices to draw in and keep workers. Socioeconomically speaking, the hotel sector has both potential and challenges with the shift to hybrid and remote working arrangements (Shin and Shin,  2020). To meet the evolving demands and preferences of customers and workers, employment policies, operating procedures, and services offered must be adjusted. To take use of the possible advantages of this revolution, like opening up new markets and increasing operational efficiency, the industry must appropriately handle these changes.

[bookmark: _Toc168653188]Industry trends 
The hotel sector is going through a lot of changes and issues right now, especially with regard to staff turnover and retention. Performance and stability of organisations are greatly impacted by these tendencies. High staff turnover rates have long been a hallmark of the hotel industry, frequently topping 70% yearly, which is far greater than the norm for other businesses (Ghani et al , 2022).  The difficult nature of hospitality work, seasonal employment patterns, comparatively low pay, and little chances for career growth are among the reasons for this high turnover. Additionally noticeably poor retention rates exist in the hotel sector, with many workers quitting their jobs in the first year. These problems have been made worse by the COVID-19 outbreak, since many workers fled the sector during lockouts and have been hesitant to return (Deloitte, n.d.).The epidemic brought attention to the job security, and working conditions—areas where the hotel industry has historically lagged. The pandemic's disruption has forced many workers to reconsider their professional paths in search of more steady and fulfilling alternatives (CIPD, 2021).

[bookmark: _Toc168653189]Emerging work modalities 
Given the hotel industry's reputation for providing in-person customer service, implementing remote, hybrid, and flexible work arrangements has proven challenging. The COVID-19 pandemic and technological advancements have caused a dramatic shift in work habits inside the company throughout the past five years. Increased use of technology, a reevaluation of labour management, and a greater emphasis on work-life balance characterise the shift. Corporate and administrative roles in the hotel sector are increasingly using hybrid work models, which combine in-person and remote work  (McKinsey Global Institute, 2023). With remote labour for tasks that do not require physical presence, this model combines on-site presence to maintain the hands-on, customer-focused part of the industry. By enabling administrative personnel to efficiently work from several locations through reservations, inventory management, and customer relationship management, digital technology, including cloud-based systems, has made the hybrid model possible  (Battisti, Alfiero and Leonidou, 2022).  Although it is less common in frontline jobs, remote work is growing more and more common in sectors including digital marketing, customer support, and some administrative activities. The epidemic brought attention to how well remote work can maintain, and in some cases even improve, employee happiness and productivity. In competitive job markets in particular, this awareness has led to a more deliberate use of remote work to attract and keep talent. More workers want different schedules to improve their work-life balance, hence flexible working choices are becoming more and more important. Increasing schedule flexibility, part-time options, and seasonal employment are now offered by the hotel industry (Bieńkowska et al., 2022). These solutions handle the yearly variations in demand for the sector while also meeting the individual needs of the workers. A more general transformation in the global labour market is reflected in the hotel industry's move towards hybrid, remote, and flexible employment arrangements. Although the core of the business is still physical locations and direct customer contact, these new working practices offer opportunities for creativity, resiliency, and happier employees (CIPD, 2022). Adoption of these models successfully requires careful planning, open communication, and a commitment to maintaining the hotel industry's well-known high standards of service.

[bookmark: _Toc168653190]Industry examples 
Radisson Hotel Group has taken a number of calculated steps to oversee staff performance in various work modes, particularly in reaction to the changing demands of a hybrid workforce. Using sophisticated performance management systems that stress ongoing feedback and progress is one noteworthy tactic. Regular check-ins between managers and staff members are one feature of these systems that guarantees performance goals are precisely matched with company objectives and modified as needed to reflect shifting market conditions (Radisson Hotel Group, 2023). Radisson has included technology as well to help with efficient performance management. Digital platforms allow team members to collaborate and communicate easily from any place. This method guarantees that workers get prompt feedback and acknowledgment, which are essential for sustaining motivation and engagement, in addition to supporting remote and hybrid work arrangements (McKinsey & Company, 2018). Inside its performance management system, Radisson also stresses the value of coaching and mentoring. It is the training of managers to offer their staff members constant assistance and direction, therefore promoting a culture of ongoing development and personal development. In a agglomerate market, keeping top talent requires that employees feel appreciated and encouraged, which is what this emphasis on leadership development helps to provide (Radisson Group, 2022). Radisson's dedication to matching performance management with more general company principles like sustainability and corporate social responsibility complements these efforts. Through incorporating these principles throughout its performance management procedures, Radisson improves employee engagement while also fortifying its competitive edge and brand reputation.

[bookmark: _Toc168653191]Conclusion
In conlusion, global hotel chains depend on human resources management which, by strategic people management, gives them a competitive advantage. Excellent service quality in the hotel industry is dependent on the efficacy and contentment of the personnel, hence HRM is crucial. Predicting and controlling the labour supply is part of workforce planning, which guarantees that the appropriate skills are available when needed. Selection finds the top applicants; recruitment draws in possible ones. Socioeconomic variables like hybrid and remote work trends have a big impact on the business and have changed operational plans and consumer behaviour. This change requires changes to employment practices and service packages to satisfy new needs from both staff and customers. Reducing high turnover and retention is still important, and two important tactics are better working conditions and career prospects. The industry is adopting flexible work schedules as a result of the epidemic and technical developments, which emphasises the requirement of creative HRM techniques to sustain competitiveness and operational effectiveness.

[bookmark: _Toc168653192]Recommendations
In order to deal with these issues, hospitality businesses are implementing a number of strategic plans meant to raise staff retention and lower turnover. Improving the experience and involvement of employees is one important strategy. Improved benefits packages, more flexible working arrangements, and improved training and development programmes are some examples of this (Armstrong and Taylor, 2020). Because training and development provide workers the abilities to carry out their responsibilities well and progress in their careers, they also boost job satisfaction and loyalty. Companies are also using technology to simplify procedures and lessen the workload of staff members, which can raise job satisfaction and retention. By ensuring more equitable and predictable work schedules, for example, stress can be reduced and workers' work-life balance can be improved (Torrington et al., 2020). More effective feedback and communication systems made possible by technology can also make staff members feel more appreciated and connected. An additional noteworthy development is the matching of company ideals with employee values. Talent seeking more than simply a salary can be drawn to and employee loyalty increased by an emphasis on sustainability, diversity, and corporate social responsibility. Actively promoting and implementing these principles, companies often have better retention rates since staff members feel happy to work for a company that shares their own ideals and views  (McKinsey and Company, 2023). Comprehensive employee wellness programmes have also been demonstrated to increase retention rates. These initiatives include a range of facets of the financial, emotional, and physical wellness of employees. Companies may lower burnout and boost work satisfaction, which raises retention rates, by giving staff members tools and assistance to manage their health and well-being (CIPD, 2023). Additionally important to employee retention are management and leadership techniques. Giving staff members clear instructions, encouragement, and acknowledgement is part of effective leadership. Regular coaching and feedback sessions by managers assist staff members learn their responsibilities, establish reasonable objectives, and feel valued for their efforts. Good work atmospheres and increased employee loyalty to the company are promoted by this kind of supportive management (Marchington and Wilkinson, 2016). 
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