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Introduction
Human resource management (HRM) is a term which is used to explain organisational activities related to recruitment, selection, work designing, training, and development, appraising, directing, rewarding, and motivating employees. In simple work, HRM is related with policies and procedures for managing the relationship among employer and employee (Stredwick, 2013). This case study is related with Hotel International which is based in United States of America (USA). In this case study, a PESTLE analysis would be conducted to understand the business environment in which employees work. By using the examples from Hotel industry, the significant of recruitment and selection would be discussed. Moreover, impact of factors such as equality, culture and diversity would also be discussed. Recommendations would also be provided to Hotel International.  
Task 1
[bookmark: _Toc38204829]PESTLE Analysis 
PESTLE analysis is a strategic tool which is used for analysing the external business environment. CIPD (2020) has defined PESTLE analysis as a framework for analysing factors such as economic, social, political, technology, legal and environment. This framework also offer HR professionals with insights about external factors that might affect the business. Senior managers also use this tool for guiding strategic decisions. PESTLE analysis for Hotel International is explained below:
[bookmark: _Toc38204830]Political 
In the U.S. some of the major political factors which might HR professionals include nature of employment contract, labour legislations, employee unions and changing political atmosphere in U.S. Other political factors which can affect Hotel International comprise of taxes, minimum wage rate, and quality and quantity of staff. As the hotel industry is largely based on tourism therefore government regulations broadly affect the organisation (Mohebbi, et al., 2015). Moreover, when employees are sent to another country on international assignment it is important to consider the political situation of the country. Some of the major labour laws which might affect Hotel International in the U.S. include Industrial Relations, Data Protection, Employee Privacy, Discrimination and Termination. 
[bookmark: _Toc38204831]Economic Factors
Economic factors are critical for the success of an organisation and comprise of age structure, income level of employees, disposal income, employment rate, and literacy rates etc. Other economic factors which might HR personnel in Hotel International include salaries, training cost, equipment and resources for human resource planning. In U.S. the minimum wage rate is $7.25 per hour. The provision regarding minimum wage is available in Fair Labour Standards (U.S. Department of Labour, 2018).  Moreover, employees who work more than 40 hours in a workweek must be provided with overtime. Another economic factor affecting hotel industry is employee retention. In the U.S. there is an annual employee turnover rate of 73.8% in the hotel industry. This is around 6% of the staff departing during a single month (Hotel Management , 2016).
[bookmark: _Toc38204832]Social Factor 
Different social factors which might affect Hotel International in the U.S. include worker unions in the workplace, people belonging different minorities, social status, social mobility, and social practices in the company. Other social factors that might affect Hotel International include diversity and inclusion in the workplace, support from upper management, workload, and stress at the workplace. It is also important for organisations to consider the culture, beliefs and attitudes of employees and develop a culture of respect (Chitescu & Lixandru, 2016). Moreover, hotel organisation work in a globalised environment and face challenges such as language barriers, and cultural barriers in the organisation (Stone & Deadrick, 2015). Other social and cultural factor which can affect Hotel International include working ethics, attitude of employees towards work and employee motivation. 
[bookmark: _Toc38204833]Technology 
Different organisations are looking to improve their performance and fill skill gaps. HR department is using new technologies for the benefit of organisation and reducing the cost of HR operations (Martin, 2008). Different technologies which might affect the Hotel International include business intelligent, Skype for meetings, big data, mobile applications, and social media and cloud technologies. The increase in the use of technologies can improve the image of the company. New technologies can also help the HR department in Hotel International to select and recruit staff using online job portals, provide online education, and manage their performance (Genc, 2014). One survey conducted in the U.S. during 2018 found that around 77% of the HR leaders utilise data analysis for understanding ways to communicate with employees. Moreover, 79% of the HR professionals use automated HR solutions (Paychex, 2018). Moreover, hotels can use online communication tools to allow employees to work remotely irrespective of time and geographic limitation. There are also technologies such as Featherlight is a software which can employee HR managers during employee performance reviews and provide them with real-time data. 
[bookmark: _Toc38204834]Environment
Different environmental factors affecting Hotel International include green practices adopted by the HR department. It is the responsibility of HR department to strengthen green behaviours and attitudes in the organisation. Green HR is associated to contributions of HRM department to politics and practices for environmental protection. HR professionals can play their role in support sustainable working practices in the organisation and increase awareness among employees (Muster & Schrader, 2011). 
[bookmark: _Toc38204835]Legal 
HR department in Hotel International is required to follow all the laws such as employee confidentiality. Legal issues faced in the organisations include sexual harassment, performance appraisal, discrimination and employment termination. HR is also required to carry out thorough background check of new hire to verify there is no criminal background. Other legal laws which affect hotel organisation are Equal Opportunity Act, Equal Pay Act, Anti-Discrimination Act, and Labour Relations. Another important law is Occupation health and Safety Act which intended to protect employees from hazards on the job (Woska, 2007).  
[bookmark: _Toc38204836]Task 2
[bookmark: _Toc38204837]Significance of Recruitment and Selection 
Effective human resource planning place the HR function in a position of being proactive. Effective HR planning is critical for a positive change in the organisation. According to CIPD good recruitment is essential for every organisation as it involves finding the right people for the right roles in the organisation. Effective recruitment ensure that the workforce possess all the relevant skills and expertise to successfully carry out their responsibilities. Research has identified that modern employee selection has shifted from a traditional approach to using situational judgement tests and Skype interviewing (Nikolaou & Oostrom, 2015). There are two different types of recruitment methods to be used in the hotel industry which include external recruitment and internal recruitment. 
In internal recruitment, International Hotel can fill the positions from inside the organisation. Internal recruitment can also be done by direct appointment, promotion of a staff members, employee referrals, and internal advertising. Some of the key benefits of internal recruitment is that it is less costly and organisation already know the candidates who are familiar with organisation’s culture and practices. Though, there are also some drawbacks to this method such as limited talent pool, internal politics, and conflict among employees. Internal recruitment is done through internal job positing, nominations by the managers and using succession planning strategies to identify potential candidates. External recruitment is when a company assess the available candidate pool other than its existing staff. During this process, the company search outside its current employee pool and identify talent from outside the organisation. The table below highlight the benefits and drawback of internal as well as external recruitment. 
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Figure 1: Internal and external recruitment
There are different methods for external recruitment such as web advertising, print advertising, social media, and recruitment agencies. Marriott International (USA) has its own career search website where candidates can find attractive jobs and apply for the position which suits them. The image below shows Marriott’s Career Website where candidates can search jobs based on their regions and interest areas (Marriott Careers, 2018). 
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Figure 2: Marriott Careers: Source (Marriott Careers, 2018)
Moreover, Marriott International also used external recruitment process and post jobs on online job searching marketplaces such as Indeed. With the help of Indeed, people can search for millions of jobs in different sectors and read company’s reviews and gain information about the company. Nowadays, social media platform such as LinkedIn is also being used for recruitment and selection purposes. According to Zide et al. (2014) social networking websites are a tool to gather information about potential employees. These platforms also users to present their qualifications and skills in a more dynamic manner than the traditional resume format. Recruiters benefit from this because they gain access to large candidate pool in a very short time.
[bookmark: _Toc38204838]Task 3
[bookmark: _Toc38204839]Factors which Affect Culture, Equality and Diversity 
It is important for organisations to adjust their culture which respect with equality and diversity. If an organisational climate is positive, then employees tend to accept the culture whereas a negative culture comple employees to leave the organisation and find another job (Ravazzani, 2016). One of the most important factor which affect culture is diversity and equality. Organisations who include employees from various cultural background do good as it improve their productivity. For effectively implementing diversity policies in the workplace, it is important for Hotel International to understand the attitudes of employees towards diversification. According to CIPD (2018) diversity in the workplace recognise through people have some common features, but they are also different in many ways. The ways in which people can be different include values, beliefs, sex, personality, appearance, language, color, culture and expectations. 
HR is required to hire people which belong to different cultures in order make the organisation more diverse. HR in Hotel International must focus on building a diverse workforce through recruitment or employee development. Workplace diversity means that people understand, accept and value difference such as race, ethnicities, ages, gender, religion, disability, education, skills, experiences and knowledge (Klarsfeld, et al., 2016). 
[bookmark: _Toc38204840]Task 4
[bookmark: _Toc38204841]Methods of Performance Management
According to AMO theory, it is suggested that there are three work systems which shape employee performance and contribute towards success of the company. These include; ability, motivation and opportunity (Bos‐Nehles, et al., 2013). AMO theory has been used for defining the relationship among HR and performance management. Performance management systems in Hotel International are used for increasing employee’s performance, with an objective to increase the performance of company. In Hotel International line managers are responsible to implement performance management system and involve employees in the process of gaol-setting, coaching, feedback and performance appraisal (Van Waeyenberg & Decramer, 2018). 
Different methods of performance management which are used by Hotel International comprise of rating scale, behaviourally anchored scales (BARS) and critical job analysis. There are other methods which can be used such as KPIS-MBO and linking performance to pay and development opportunities. Rating scales are very common during employee reviews and performance checks. These scales help Hotel International to quantitatively measure employee’s performance. One of the key benefit of this performance measurement method is that it allow for a simple comparison among employees and speed up the appraisal performance (Aggarwal & Thakur, 2013). BARS is intended to bring benefits as it provide quantitative as well as qualitative data about an employee’s performance. Hotel International can also utilised KPIs and management by objective (MBO). Employee performance KPIs which can be used by Hotel International include revenue per employee, profit per employee, overtime and employee capacity. 
[bookmark: _Toc38204842]Task 5
[bookmark: _Toc38204843]Recommendations
Following are the recommendations for Hotel International:
· The company is recommended to carry out internal and external recruitment which would allow Hotel international to have access to a diverse pool of candidate. 
· Hotel International is recommended to use LinkedIn and social media platforms for employee recruitment which would help save the cost of recruitment process. 
· Hotel International is also recommended to implemented diversity and inclusive policy in the workplace and also reflect diversity in recruitment by hiring candidates from other ethnic backgrounds.
· The company is recommended to use some other performance management systems such as employee performance KPIs and MBO. Performance appraisal will help employees get positive feedback about their performance and identify areas of professional development. 
· Hotel International is recommended to implemented laws such as Equality Law 2010, Anti-Discrimination Law, Civil Rights Act of 1964, and Equal Employment Opportunity Act 1972.
· Provide diversity training in the workplace to increase cultural awarness
[bookmark: _Toc38204844]Conclusion
Employee resourcing and developing is one of the critical function of HR which include recruitment, selection, and employee retention and employee development. In this case Hotel International was used a business case and different HR practices were analysed. PESTEL analysis was carried out to analyse the effects of external environment on HR. Equality and diversity are also important for hotel organisations to improve their performance and build employer brand. Performance management of employees is also significant as it allow them to get feedback and further improve their performance through feedback. 
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