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Good morning, ladies and gentlemen. My name is Jiaqi Hu. Today my presentation is about human resource management of Chanyi Hotels and Resorts, which was established in 2016. Chanyi corporation has been focusing on luxury hotel and ancient-style leisure town. Until 2021, Chanyi has opened more than 10 different styled hotels in cities around China, such as Chengdu, Leshan, Weihai and Dalian. As Chanyi is growing fast, innovation and development of HR department might be necessary, which could support the organization based on human resource management, technically and strategically. 	

There is 2 main parts of this presentation. Firstly I will introduce what role is modern human resource management playing in creating value for Chanyi corporation, in aspects of its characteristics, corporation development phases, and human resource department structure. Then I will give some practical suggestions in context of technology development and COVID-19, which are relevant with future.

According to David Ulrich, one of the most famous HR experts, strategical human resource management has great potential in the future.(Kryscynski and Ulrich, 2015, P. 368) In Ulrich’s model, HR shall have 4 characteristics, namely strategic partner, change agent, administrative expert and employee champion.(Ulrich, 1997)  Strategic partner and change agent focus on strategic function of HR, while administrative expert and employee champion are about HR practise.(Thill, et al., 2014, P. 101)
In European countries like DACH region(Germany, Austria and Switzerland), strategical function has been playing a more and more important role in human resource management.(Thill, et al., 2014, P. 106)

As this model from CIPD(Chartered Institute of Personnel and Development),which represents the highest level of human resource management in UK, reveals, most of companies experience four phases in human resource management. Companies focus on different points in different phases. In this process, HR department evolves from a simple service branch to a drive of talent outcome, then support business directly. The core of high impact HR today is creating more specialists and locating them closer to the business, where they can drive the most value.(Bersin, 2015, P. 6) Since Chanyi corporation has been moving from the primary stage to a higher one, it could be necessary to attach importance to transformation of HR department.

Ulrich(2015) believes that the basic goal of this HR governance logic was to provide both strategic insights and administrative efficiencies at the same time.(Ulrich, 2015, P. 23) Most of large companies are involved in multiple types of business and different markets. Therefore, HR department shall supply professional service for ‘clients’ of different business divisions to create synergy through the process. This concept has been developed as a model called Three-Legged HR model, which is also called ‘Ulrich model’. According to CIPD’s research, 90% of corporations feels their HR function is more efficient and commercially focused than it had been ten years ago, with the majority (77%) attributing this success to the ‘Ulrich model’.(Boroughs, 2015, P. 8)
Three-legged HR model consists of 3 sectors, namely COE, HRBP and SSC. It is originally developed by IBM and observed by Uirich.(Ulrich, 2015) Currently, most of Chinese famous enterprises, such as Tencent, Ali, Huawei and Haier. Ma believes that although each ‘leg’ takes apart in the process of CTUKP(Choose, Train, Use, Keep, Produce) independently, the influence would not be negative, which should be called a ‘healthy disorder’. Because firstly, all staff of 3 ‘legs’ have similar profession background and working skills. Secondly, 3 ‘legs’ works for a same goal in different positions, which is creating value for the corporation. Finally, 3 ‘legs’ would produce strategies, solutions and polices to other business sectors as a whole HR department.(Ma et al., 2017)
COE(Center of Expertise) is a center of experts and polices consisting of senior managers and consultants of human resource management, which often consists of multiple units. It shall offer professional consulting and evaluation during policies and important strategies making. Experts in COE are also responsible for talent training and localization(Ma et al., 2017) COE of Tencent includes four units, responsible for human resource, payroll, Tencent school(training), corporation culture and employee relationship. As Chanyi corporation expands its business over different regions of China from the headquarter in Sichuan, there might be an increasing demand of staff training and localization, which is exactly what COE would help. 
HRBP(HR Business Partner) Stays in business departments, which treats business units as the first client. It could spread corporation value and requirements directly to and collect first hand feedback from front line employees.(Ma et al, 2017) It is necessary to mention that nowadays some experts argue that HRBP has already been outdated, because too many independent HRBP might bring redundant information.(Haak, 2020) However, Chinese human resource senior managers suggest that HRBP shall belong to corporation’s own HR department instead of outsourcing.(Ma et al., 2017) A practical form of ‘internal HRBP’ is Ali’s ‘Commissar’, who is a HR staff cooperating with business managers in each business unit. ‘Commissar’ of Ali communicates with front line employees and empowers business managers with authority of human resource management in some extent, which could improve flexibility and efficiency of HR operation. In my visit of Chanyi Didigu Hotel, which is in an ancient Yi ethnic group village, professional talent requirement and working motivation issue have never been formally delivered to senior leaders. This might be a gap that needs to be filled by HRBP.
SSC(Shared Service Center) gathers all administrative affairs from business units, such as recruitment, payroll, contracts. It is a platform where shared data from all departments could be analyzed and solved integratedly.(Ma et al, 2017) SSC requires powerful technology support of the corporation which is often well-developed in internet enterprises. Tencent creates a HR service supply chain of 3 stages, which focuses on linkage of demands, integration of service and technological innovation. This part might be a little early for Chanyi, but the idea of SSC shall be employed in structure building of Chanyi’s HR department.
We shall noticed that there are still shortcomings of this model. For example, in a CIPD report, 30% corporations believe they have disadvantages in talent service, especially in COE.(Boroughs, 2016, P. 9) In my opinion, this problem reveals that sharing and integration of information from different business units, which is directly collected by HRBP and mediated by SSC are necessary for COE to understand what is the true demand of talent currently. Hence, independent working efficiency of 3 ‘legs’ is not enough. The key of ‘Ulrich model’ is integration.

In tourism industry, human resource management also contributes to business in multiple aspects, which is usually interacted with complex local situation.(Baum, 2018) For example, tourism is a business environment where customer satisfaction toward service extremely matters.(Zwane et al., 2014) So human resource is believed to be the most contributing resource for tourism and hospitality companies, as skilled staff and internal cooperation is valuable in certain industry.(Garcia, 2018) HR department shall recruit and develop qualified employees by different ways depending on local condition. According to a study on health tourism of Kosovo, human resource management approaches have significant affects on job satisfaction and working performsance.(Alberta, 2020) Tourism corporations also need to recruit, train and deliver specialists for different types of attractions. For example, GHRM(Green Human Resource Management) is developed for tourism corporations with environment protection issue, like ones opened in nature parks.(Elshaer, 2021; Siyambalapitiya, 2018) Therefore, the core value that HR department should create for Chanyi is attracting and training professional managers and skilled staff.

Technology development is a quite important topic in human resource management nowadays. Under the 4th industrial revolution, corporations shall be prepared with updated professional capabilities and associations to deal with new challenges.(Nankervis, 2021) Usage of AI, robots, Cloud and automation technologies will greatly empower the whole process of HR operation to improve working efficiency and competitiveness, with lower cost.(Williams, 2015; Hislop et al., 2017) SSC of many big corporations like IBM and Baidu are using big data to collect and analyze information from staff in multiple business departments. Tencent built a cloud training and certification center, which belongs to Tencent school of COE. It Provides a whole process of employee development program, consisting of online courses, face-to-face training and qualification exam, and both employee and non-staff can apply for the courses. As we discussed, employee training is a core task of Chanyi’s HR department. Front line HRBP(for now this role could be managers) in each hotel shall evaluate daily performance and reflect skills needed to be improved of employees, then SSC(for now it might be the HR department) concludes information for COE in headquarter. Experts of tourism and local culture would develop relevant online courses or face-to-face training based on these practical data. Chanyi hotels in rural area, such as Didigu village, need to hire local people for supporting local poverty alleviation policy as government requires. Building a online training center could help to turn unskilled local resident to qualified staff and generalize a unified service standard for different hotels.

[bookmark: _GoBack]COVID-19 has changed situation of business in the whole world, which also affects human resource management in tourism. According to a study in Slovak Republic, human resource management practise and performance development of tourism companies are significantly affected by COVID-19, while researchers point out that human resource management is still a key strategy for companies to gain and obtain competitive advantages.(Tomcikova, 2021) A HR resilience practise framework in COVID crisis has been developed based on Vietnamese tourism, which consists of 3 stages: reduction/ readiness, response and recovery.(Ngoc, 2021, P.14) From this model we could conclude that in COVID period, HR department needs to create value for companies by supporting staff physically and psychologically, optimizing corporation structure for wider resource and lower cost, providing strategies for  sustainable development. HRBP could help with emergency response and communicate with employees in the front line. SSC is responsible for dealing with and concluding information from daily problems occurring in COVID period. COE needs to evaluate the situation and provide strategies for corporation to maintain advantages in talent capital in this turbulent time.
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