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The Evolution of HRM and its Strategic Impact on Retaj Hotel and Hospitality’s Development through Workforce Planning, Recruitment, and Selection
HRM has a strategic role in facilitating the success and growth of international hotel chains. In this regard, Retaj Hotels and Hospitality – an international Qatari hotel chain can be considered a good illustration (Boxall, 2022). Based in Qatar, Retaj Hotels manages more than 25 hotels located throughout the Middle East and North Africa. By planning for further international growth, this company is heavily relying on strategic HRM. The highly labour-intensive hospitality industry requires efficient talent management that creates outstanding guest experiences driving brand value. HRM allows activities, including opening of hotels in new locations, training staff in local standards, and creating a uniform pattern of service culture among an international workforce. The following discussion aims to elucidate how the changes in strategic HRM practices assist the growth of international hotel chains based on Retaj Hotels as a case study. It will document the progress from HR as a cost-saving function to an enabler of success elements such as workplace culture, talent development, and workforce planning with illustrative process examples like recruitment and selection. It will further explore how high-level alignment between human capital priorities and business growth goals enables hotel chains to realize the full potential of global opportunities.
Human Resource Management (HRM) means the policies, practices, and systems used in managing people at work. Workforce planning comprises forecasting labour requirements and talent development to align with strategic goals; recruitment is aimed at the attraction of qualified candidates for vacancies; selection refers to assessment based on skills, cultural fit and competencies (Catana, 2021). Such HRM functions contribute to the growth of hospitality brands operating in international markets such as Retaj Hotels and Hospitality.
Headquartered in Qatar with more than 25 properties throughout the MENA region, Retaj Hotels utilizes efficient HRM to support its growth into new markets (Rosenthal, 2018). Quality employee experiences are needed by the hospitality industry to ensure excellent guest services, particularly in the case of international chains (Nair, 2022). Thus, strategic HRM supports key tasks such as opening new hotels in other countries, staff training concerning regional service standards and the development of a unified brand culture across employees from different parts of the world. Post-pandemic, the travel industry is expected to be disrupted; having a polished workforce planning, recruitment and selection can assist Retaj in its future international development (Guest, 2021).
In recent decades, HRM has evolved into a strategic tool that drives business success. The traditional aspect of personnel management is limited to such administrative activities as payroll, compliance, and basic hiring requirements (Dessler, 2015). On the other hand, current HRM functions as a strategic partner at all levels of the organization.
Among the key steps was a transition from tactical staffing to strategic workforce planning, aligned with the business strategy. For instance, in the Retaj Hotels growth into new regions, there are 3-year projections of labour needs and budgets by location as a result of forecasted requirements within functional departments (Arasanmi, 2019). The breadth of workforce analytics also expanded, from metrics reporting to trend-based predictive functionality.
Furthermore, technology integration provided process efficiency significantly along with remote accessibility. Retaj uses a cloud-based applicant tracking in global candidate sourcing and incorporates video interviewing and onboarding that normalizes experiences. Big data analytics uses algorithms that are capable of extracting patterns from the current dataset and providing insights into key HR decisions (Kaurav, 2021). Digitization guarantees that the HR staff does not need to waste time on admin work, but rather on value-added strategic programs.
More importantly, the very phrases contemporary professionals use point to critical ‘human capital’ and ‘talent management’, which means that human resources optimization contributes to strategic outcomes. In addition, Retaj employee lifecycle management is designed to increase productivity and loyalty to reduce turnover costs to provide quality service for customers (Khatri, 2019). Business growth decisions are data inputs against metrics that indicate employee engagement and satisfaction.
First of all, the emergence of technology-mediated, analytical and strategically integrating HRM functions helped transform this field from being a support function to contributing significantly to competitive advantage and overall performance. HRM is one of the central elements in the successful performance of global hotel groups such as Retaj through effective talent management, employee development frameworks and workforce planning that are aligned with business growth goals (Dowling, 2017).
Talent management is critical for Retaj in highly competitive marketplaces that have to continuously acquire and retain high-quality human resource personnel across regions. The selected strategies target leadership, cultural fitment, and guest orientation. Formal selection procedures such as ability tests, competency-based interviews and assessment centres are used to measure abilities (Abdul-Jabbar, 2023). During the onboarding and training of new employees, they are also aligned with brand values and service standards. It should be noted that succession planning through mentorship and stretch assignments creates a talent pipeline to support future properties. The shadowing of country heads in high-performing staff is a product of leadership programs (Sparrow, 2016).
Moreover, Strategic HRM is linked to employee education and training through specialized programs tailored to individual and business requirements. The training needs analysis is used to establish the course design that should be adopted by customer-facing positions in specific areas. (Lepak, 2019) In addition to being a member of industry associations including the American Hotel & Lodging Association, Retaj has global certifications in hospitality. The purpose behind cross-exposure across brands and departments is to facilitate growth in one’s career. This emphasis on talent development enables the roll-out of hotel chains. For instance, upskilling certain employees in 12-18 months over fine dining hospitality details has an introduction of the future Retaj Collection luxury brand (Gulf Times, 2016).
Similarly, HR’s strategic workforce planning allows the Retaj stakeholders to take calculated action on expansion considering labour market analysis through skills supply and demand. When the staffing costs, turnover and projected guest occupancy work as human capital inputs, it makes it easier to research prospective destinations (Stephenson, 2014). HR then goes ahead to offer a definition of resourcing, cost and risk factors – which means that these decisions are driven by the labour availability scenario plus strategic issues (Marchingtob, 2016). Therefore, workforce planning is a crucial tool for global development.
Also, HR is crucial in culture leadership since it disseminates brand values, service philosophies and ethical codes that define institutional identity. The slogan of “True Arab Hospitality” by Retaj influences employees’ behavior and the diversity and inclusion programs ensure consistency (Gulf Times, 2022). This form of culture develops customer loyalty, attracts the best talent worldwide and ensures uniform brand experiences – which allows for rapid growth on a global scale (Murton, 2010).
Within the process of embarking on commercial expansion in other areas, Retaj Hotels applies predictive workforce analytics to determine staff needs. HR receives information from different sources such as the old occupancy trends, seasonality variations, market issues, resources of talents, employee salaries and commercial growth plans. HR trend addresses the needs of future talent in regions and departments. For instance, the new Retaj Saih Al Sidra in Malta relied on algorithmic modelling of housekeeping needs based on its 560 room count, regional labour policies, peak summer volumes from Mediterranean tourism, the average length of stay and industry standards for cleaning rates (Alsuwaidi, 2020). This predicted workload allowed being proactive in hiring beforehand around service, facilities and kitchen roles that fell under the launch timeline.
According to the forecasted labour demands, Retaj’s human resources leadership collaborates with executives in defining strategic talent goals that address business objectives (Hospitality On, 2022). The last KPI was associated with the development of internal succession planning capabilities for an executive development program on high potential middle managers. This program aims to establish a talent pipeline for future Country General Manager roles that will be needed to drive the further growth of the hotel line (Zaitseva, 2023). Thus, workforce planning considers strategic objectives beyond staffing numbers – including metrics related to capability development, employee mobility and even talent pool development. The integrated strategies outline the activities, delegation and monitoring mechanisms that will ensure that human capital development supports organizational needs (Tesone, 2022).
HR tracks the implementation of strategic workforce programs like succession planning and uses scorecards to map metrics around participant rates, competency development job placement and promotions (Armstrong, 2020). Evaluation evaluates the quality of nominations, correspondence between learning and skills gaps, as well as participants’ feedback on obtained development opportunities. Assessments identify the impact of downstream vacant management role fill rates from internal candidates compared to external recruitment, that is, return on HR investment into leadership development initiatives.  It is the outcome that drives evolution programs and resourcing models to continuously adapt Retaj’s talent strategy (Mehrez, 2019). 
With regards to the recruitment and selection procedures at Retaj Hotels, the company adopts a systematic approach in terms of its talent procurement for new properties through the formulation of workforce supply as well as international sourcing candidates while involving intensive assessment based on hospitality competencies. The establishment of the presence in the UK starts with forecasted staffing models that define all customer-facing support roles needed across departments such as housekeeping, food services, concierge, facilities, security and management. The headcount requirements in forecasted use historical data of the current hotels but with adjustments for the new London property’s 422 rooms and 3 dining outlets (Nair, 2022).
Retaj then goes on to name recruitment channels that avail a pool of diverse talent across various experience levels. Young service staff and kitchen crews are drawn to social media as well as specialist forums where mature hospitality professionals seek positions of department heads. Referral incentives also encourage current employees to promote opportunities. Retaj’s selection focuses on congruence with brand values including guest-centricity, respect and community commitment (Newspaper, 2016). HR and departmental heads conduct phone and video interviews to determine hospitality passion, service attitude, and team orientation. Onsite assessment centres evaluate the shortlisted candidates in terms of core competencies that are important for customer quality (Soekiman, 2023). The guest exchanges role plays that test behaviours in the face of the Retaj’s established standards of service recovery, cultural sensitivity and calmness under pressure are valid. Among the practical tests used to evaluate capacities, there are table setting and wine knowledge as well as mixing speciality cocktails. The competency measures are distinguished by the level of their assessment, which seeks to evaluate a candidate’s suitability; readiness and motivation for a mandate to serve Retaj in better ways. When behavioural cues linked to the company’s ethics are used as measures, there is a certainty of newcomers attuning (Storey, 2017).
Retaj’s strategic hiring will accomplish its objective of planning the workforce supply well ahead of opening and by profiling role needs precisely, to ensure a qualified, aligned team ready to defend brand values. With continuous training, this process guarantees standards of service that are necessary to compete in the global market (Jackson, 2015). It facilitates the opening of new hotels with a built-in talent that instantly creates guest intimacy and makes heterogeneous global customers happy – supporting fast speed of performance and brand growth.
The analysis demonstrates how a shift in focus to long-term labour prognosis, joint talent development, and recruitment practices that are congruent with the brand values leads to speedy and efficient growth for international hotel groups. The technology-driven HR processes have developed efficient systems that yield a data-driven understanding of cost-effective staffing strategies in line with local laws and guest demographics. Simultaneously, the transcultural diffusion of brand ethos over borders safeguards consistent delivery standards in the internationalization process (Schuler, 2018). The materialisation of these effects, the strategic HRM that is contemporary in a competitive marketplace translates into real competitive advantages for global hotel chains. Retaj Hotels represents the best practices, with workforce analytics through growth opportunities, comprehensive training and development programs fostering internal mobility, and competitive competency-based selection standards to achieve customer satisfaction.
As the hospitality industry evolves in a post-pandemic setting, the capacity to attract manage and improve human capital will continue to be crucial for sustaining international development. The future trends will require more advancements in HR technology integration, people analytics applications, customization of development programs and localization of processes to address the principle between uniformity and regional requirements. This analysis highlights the relationship between HRM maturity and strategic success in global hospitality as in the case of Retaj Hotels. It highlights the importance of sophisticated coordination between human resource planning and broader commercial interests that can speed up globalization – reinforcing HR’s role as a value-creation engine.
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