
International Journal of Research Publication and Reviews, Vol 5, no 4, pp 5128-5136 April 2024 
 

International Journal of Research Publication and Reviews 

 

Journal homepage: www.ijrpr.com  ISSN 2582-7421 

 

 

Strategic Human Resource in the Hotel Industry: ABCD Analysis 

B. Prashanth Prabhu1, Namreen Asif V. A2 & Dr. Anil Kumar3 

1Research Scholar, Institute of Management & Commerce, Srinivas University, Mangalore, India- 575001, ORCID ID: 0000-0001-8713-8034 Email: 

prashanthprabhu77@gmail.com  

² Research Scholar, Institute of Management & Commerce, Srinivas University, Mangalore, India- 575001 ORCID ID:0000-0001-8533-4488; E-mail: 

namreenasif@gmail.com 
3Research Guide, Institute of Management & Commerce, Srinivas University, Mangalore, India- 575001, ORCID ID: 0000-0002-6736-8649; Email: 

akgnairs@gmail.com  

 

ABSTRACT 

This paper explores the significance, benefits, constraints, and disadvantages of Strategic Human Resource Management (SHRM) in the hotel industry. It examines 

how SHRM practices contribute to organizational success, employee satisfaction, and competitive advantage in the dynamic hospitality sector. The study identifies 

key advantages of SHRM, such as enhanced guest satisfaction, improved employee performance, and reduced turnover rates, while also addressing challenges and 

drawbacks, including high turnover rates, seasonal demand fluctuations, and resistance to change. By understanding the complexities of SHRM implementation in 

the hotel industry, hoteliers can develop strategies to optimize HR practices and drive sustainable growth. 
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Introduction 

The hotel industry stands as a cornerstone of the global economy, offering accommodations, dining, and services to millions of travelers each year. Behind 

the scenes of every successful hotel operation lies a strategic approach to human resource management (HRM) that ensures the seamless delivery of 

exceptional guest experiences. In today's competitive landscape, the hotel industry's strategic management of human resources has emerged as a critical 

factor for sustainable success. In this introduction, we delve into the pivotal role of strategic human resource management (SHRM) within the hotel 

industry, exploring its significance, challenges, and best practices. By understanding the intricate interplay between HR strategies and organizational 

performance, hoteliers can unlock new avenues for growth, innovation, and competitive advantage. 

Effective human resource management is fundamental to the success of any organization, but its significance is particularly pronounced in the hotel 

industry. Hotels operate in a service-intensive environment where guest satisfaction is paramount. As such, the quality of service delivery is heavily 

reliant on the performance, motivation, and engagement of hotel staff. Strategic human resource management aligns HR practices with the overall business 

strategy, ensuring that hotels have the right people in the right roles, equipped with the necessary skills and motivation to deliver exceptional service. 

Moreover, the hotel industry is characterized by its labor-intensive nature, with a diverse workforce spanning various functions such as housekeeping, 

front office, food and beverage, and management. Effective HRM practices are essential for attracting, retaining, and developing talent within this 

multifaceted environment. From recruitment and training to performance management and succession planning, strategic HRM initiatives play a crucial 

role in shaping the employee experience and fostering a culture of excellence within hotel organizations. 

Despite its significance, strategic human resource management in the hotel industry is not without its challenges. One of the primary challenges is the 

high turnover rate prevalent in the hospitality sector. Constantly recruiting and training new staff can be resource-intensive and disruptive to operations. 

Therefore, hotels must implement retention strategies that focus on employee engagement, career development, and work-life balance to mitigate turnover 

and preserve institutional knowledge. Additionally, the hotel industry operates in a dynamic and unpredictable environment, characterized by seasonality, 

changing consumer preferences, and technological advancements. HRM practices must be agile and adaptable to respond to these evolving trends while 

maintaining service quality and guest satisfaction. Furthermore, diversity and inclusion have become increasingly important considerations in HRM 

within the hotel industry. With a global workforce and a diverse customer base, hotels must foster inclusive workplaces that celebrate diversity and 

promote equal opportunities for all employees. 

To address these challenges and capitalize on opportunities for growth, hoteliers are adopting various best practices in strategic human resource 

management. One such practice is the implementation of comprehensive training and development programs that equip employees with the skills and 

knowledge needed to excel in their roles. By investing in employee training, hotels can enhance service quality, improve job satisfaction, and ultimately, 
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drive guest loyalty and revenue. Another critical aspect of strategic HRM in the hotel industry is the use of technology to streamline HR processes and 

enhance employee engagement. From automated recruitment systems to employee self-service portals, technology solutions can improve efficiency, 

reduce administrative burdens, and empower employees to manage their own HR-related tasks. Moreover, effective communication and employee 

feedback mechanisms are essential for fostering a culture of transparency, trust, and collaboration within hotel organizations. Regular performance 

evaluations, open-door policies, and employee recognition programs can help boost morale, motivate staff, and strengthen employee retention. 

Objectives: 

1. To explore the significance of Strategic Human Resource Management in the hotel industry. 

2. To identify the benefits and advantages of implementing SHRM practices in hotels. 

3. To analyze the constraints and challenges faced by HRM practitioners in the hotel industry. 

4. To examine the disadvantages and drawbacks of SHRM in the context of hotel operations. 

5. To provide suggestions and recommendations for overcoming challenges and optimizing SHRM practices in the hotel industry. 

6. To conclude the role of SHRM in driving organizational success, employee satisfaction, and competitive advantage in the hotel sector. 

Significance of Strategic Human Resource Management in the Hotel Industry 

The significance of strategic human resource management (SHRM) in the hotel industry cannot be overstated, as it serves as the foundation for achieving 

organizational success and competitive advantage. In the hotel sector, where service quality and guest satisfaction are paramount, effective SHRM 

practices are crucial for several reasons: 

1. Enhancing Guest Experience: Hotels rely heavily on their employees to deliver exceptional guest experiences. From front desk staff to 

housekeeping and restaurant personnel, every interaction shapes the guest's perception of the hotel. Strategic HRM ensures that employees 

are well-trained, motivated, and empowered to exceed guest expectations, thereby enhancing customer satisfaction and fostering loyalty. 

2. Improving Employee Performance: A well-designed SHRM strategy focuses on attracting, retaining, and developing talented individuals 

who possess the skills and attributes necessary for success in the hotel industry. By providing ongoing training, performance feedback, and 

opportunities for advancement, SHRM initiatives can improve employee morale, productivity, and overall performance levels. 

3. Managing High Turnover Rates: The hotel industry is notorious for its high turnover rates, which can have significant financial and 

operational implications. Strategic HRM practices aim to mitigate turnover by implementing retention strategies such as competitive 

compensation packages, career development opportunities, and supportive work environments. By reducing turnover, hotels can minimize 

recruitment costs, preserve institutional knowledge, and maintain service consistency. 

4. Cultivating a Service-Oriented Culture: Hotels are service-oriented businesses, and the quality of service provided directly impacts guest 

satisfaction and loyalty. Strategic HRM plays a pivotal role in shaping organizational culture by fostering values such as professionalism, 

empathy, and a customer-centric mindset among employees. By aligning HR practices with the organization's service philosophy, hotels can 

create a culture that prioritizes guest satisfaction and drives sustainable business success. 

5. Adapting to Industry Trends and Challenges: The hotel industry is subject to various external factors, including changing consumer 

preferences, technological advancements, and regulatory requirements. Strategic HRM enables hotels to anticipate and adapt to these trends 

by ensuring that their workforce possesses the skills and competencies needed to thrive in a dynamic environment. By staying agile and 

responsive, hotels can position themselves for long-term success in an ever-evolving industry landscape. 

6. Promoting Diversity and Inclusion: With a diverse workforce and customer base, diversity and inclusion have become integral components 

of SHRM in the hotel industry. Embracing diversity not only fosters a more inclusive workplace culture but also enables hotels to better 

understand and cater to the needs of a diverse clientele. Strategic HRM initiatives that promote diversity and inclusion can lead to greater 

employee satisfaction, improved decision-making, and enhanced brand reputation. 

Challenges Facing HRM in the Hotel Industry 

The hotel industry presents unique challenges to human resource management (HRM) practitioners, stemming from its dynamic nature, labor-intensive 

operations, and diverse workforce. Addressing these challenges is essential for optimizing employee performance, ensuring guest satisfaction, and 

maintaining competitiveness. Here are some key challenges facing HRM in the hotel industry: 

1. High Turnover Rates: One of the most pervasive challenges in the hotel industry is high turnover rates among employees. Factors such as 

long working hours, demanding job roles, seasonal fluctuations, and limited career advancement opportunities contribute to employee attrition. 

Constantly recruiting and training new staff can strain resources and disrupt operations, leading to decreased productivity and increased costs. 
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2. Seasonal Demand and Staffing: Hotels often experience fluctuations in demand due to seasonality, special events, or economic factors. 

Managing staffing levels to meet fluctuating demand while controlling labor costs presents a significant challenge for HRM professionals. 

Balancing the need for flexibility with the goal of maintaining service standards requires strategic workforce planning, effective scheduling 

practices, and cross-training initiatives. 

3. Skills Shortages and Training Needs: The hotel industry relies on a diverse workforce with a wide range of skills and competencies, from 

front-line service staff to managerial positions. Ensuring that employees possess the necessary skills, knowledge, and qualifications to perform 

their roles effectively is a constant challenge for HRM practitioners. Providing ongoing training and development opportunities to address 

skills gaps, enhance job proficiency, and support career progression is essential for maintaining service quality and employee engagement. 

4. Employee Engagement and Motivation: Engaging and motivating employees in a fast-paced and demanding work environment is a 

perpetual challenge for HRM professionals in the hotel industry. Factors such as heavy workloads, limited recognition, and job burnout can 

negatively impact employee morale and motivation. Implementing strategies to foster a positive work culture, recognize employee 

contributions, and promote work-life balance can help improve employee engagement and retention. 

5. Managing Multigenerational Workforces: Hotels often employ individuals from different generations, each with unique perspectives, 

preferences, and work styles. Bridging the generation gap and creating an inclusive workplace where employees of all ages feel valued and 

respected can be challenging for HRM practitioners. Adopting flexible management approaches, offering tailored benefits and development 

opportunities, and promoting intergenerational collaboration can help harness the diverse talents of multigenerational workforces. 

6. Compliance with Regulations: The hotel industry is subject to various labor laws, regulations, and industry standards governing employment 

practices, workplace safety, and employee rights. Ensuring compliance with these regulations while balancing operational requirements and 

business objectives is a complex task for HRM professionals. Staying abreast of legal developments, implementing robust policies and 

procedures, and providing training to staff and managers on relevant regulations are essential for mitigating legal risks and maintaining ethical 

standards. 

7. Cultural and Language Diversity: In today's globalized hospitality industry, hotels often employ staff from diverse cultural backgrounds 

and linguistic abilities. Managing cultural differences, language barriers, and cultural sensitivities among employees and guests requires 

effective communication strategies, cross-cultural training programs, and sensitivity to cultural nuances. Embracing diversity and promoting 

inclusivity can enrich the guest experience and enhance organizational effectiveness. 

Best Practices in Strategic Human Resource Management 

Implementing effective strategic human resource management (SHRM) practices is essential for achieving organizational goals, maximizing employee 

performance, and gaining a competitive edge in the marketplace. In the hotel industry, where service quality and guest satisfaction are paramount, adopting 

best practices in SHRM is critical for driving success. Here are some key best practices in SHRM for the hotel industry: 

1. Align HR Strategy with Business Objectives: Ensure that HR initiatives and practices are closely aligned with the overall strategic goals 

and objectives of the hotel. This alignment helps HR professionals focus their efforts on activities that directly contribute to organizational 

success, such as improving guest satisfaction, increasing revenue, and enhancing operational efficiency. 

2. Recruitment and Selection: Develop comprehensive recruitment and selection processes to attract and hire qualified candidates who possess 

the skills, experience, and attributes necessary for success in the hotel industry. Utilize a combination of traditional and innovative recruitment 

methods, such as job fairs, online job boards, and employee referrals, to reach a diverse pool of candidates. Implement rigorous selection 

criteria and assessment tools to identify candidates who align with the hotel's culture and values. 

3. Employee Training and Development: Invest in ongoing training and development programs to enhance the skills, knowledge, and 

competencies of employees at all levels of the organization. Provide employees with opportunities for both technical and soft skills 

development, such as customer service training, leadership development, and cross-functional training. Offer training programs in various 

formats, including classroom instruction, e-learning modules, and on-the-job training, to accommodate different learning styles and 

preferences. 

4. Performance Management: Implement a performance management system that provides employees with regular feedback, recognition, and 

opportunities for growth and advancement. Set clear performance expectations and goals for each employee, and regularly review and evaluate 

their performance against these objectives. Provide constructive feedback and coaching to help employees improve their performance and 

achieve their full potential. Recognize and reward employees for their contributions and achievements through formal recognition programs, 

incentive schemes, and career advancement opportunities. 

5. Employee Engagement: Foster a culture of employee engagement by promoting open communication, transparency, and collaboration 

throughout the organization. Encourage employees to share their ideas, feedback, and suggestions for improvement, and actively involve them 

in decision-making processes that affect their work. Create opportunities for social interaction and team building through events, activities, 

and initiatives that bring employees together and strengthen their sense of belonging and commitment to the organization. 
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6. Workforce Planning and Succession Planning: Develop robust workforce planning and succession planning processes to ensure that the 

hotel has the right talent in place to meet current and future business needs. Identify key roles and positions within the organization, and 

proactively identify and develop high-potential employees to fill these roles. Create talent pipelines and development plans for critical positions 

to minimize disruptions and ensure continuity in leadership and key functions. 

7. Diversity and Inclusion: Promote diversity and inclusion within the organization by fostering a culture of respect, equality, and acceptance. 

Implement policies and practices that promote diversity in recruitment, hiring, and promotion processes, and provide employees with 

opportunities for professional growth and advancement regardless of their background or identity. Create a supportive and inclusive work 

environment where all employees feel valued, respected, and empowered to contribute their unique perspectives and talents. 

Strategic Human Resource in the Hotel Industry: ABCD Analysis  

Strategic human resource management is a cornerstone of success in the hotel industry. Strategic human resource management (SHRM) in the hotel 

industry offers numerous advantages, Benefits, Constraints, and disadvantages that contribute to organizational success, employee satisfaction, and 

competitive advantage. Here are some key advantages of implementing SHRM practices in the hotel industry: 

ABDC Analysis on Strategic Human Resource in the Hotel Industry 

 

 

 

 

 

 

 

 

 

 

Advantages 

• Enhanced Guest Satisfaction: SHRM focuses on aligning HR practices with the overall strategic 

goals of the hotel, including providing exceptional guest experiences. By recruiting, training, and 

retaining high-performing employees who are skilled in delivering quality service, hotels can 

consistently meet and exceed guest expectations, leading to increased satisfaction, positive reviews, 

and repeat business. 

• Improved Employee Performance: SHRM practices emphasize employee development, 

engagement, and motivation, which are critical factors in improving overall employee performance. 

By investing in training and development programs, providing regular feedback and coaching, and 

offering opportunities for advancement, hotels can empower their employees to perform at their 

best, resulting in higher productivity, efficiency, and service quality. 

• Reduced Turnover and Recruitment Costs: High turnover rates are a significant challenge in the 

hotel industry, leading to increased recruitment and training costs, decreased productivity, and 

disruptions in service delivery. SHRM practices such as employee engagement initiatives, career 

development opportunities, and competitive compensation packages can help reduce turnover by 

enhancing employee satisfaction, loyalty, and retention, ultimately saving costs associated with 

recruitment and turnover. 

• Strategic Workforce Planning: SHRM involves strategic workforce planning to ensure that hotels 

have the right people in the right positions at the right time to meet current and future business 

needs. By forecasting staffing requirements, identifying skill gaps, and developing succession plans 

for key roles, hotels can proactively address staffing challenges, minimize disruptions, and maintain 

service quality, even during periods of high demand or turnover. 

• Competitive Advantage: Effective SHRM practices can provide hotels with a competitive 

advantage in the marketplace by differentiating them from competitors and attracting and retaining 

top talent. Hotels that prioritize employee development, empowerment, and engagement can create 

a positive work environment that fosters innovation, collaboration, and continuous improvement, 

leading to enhanced service offerings, increased customer loyalty, and greater profitability. 

• Adaptability to Industry Trends: The hotel industry is constantly evolving, with new trends, 

technologies, and customer preferences shaping the competitive landscape. SHRM practices enable 

hotels to adapt to these changes by equipping employees with the skills, knowledge, and tools 

needed to embrace innovation, deliver personalized experiences, and stay ahead of the competition. 

By fostering a culture of learning and adaptability, hotels can position themselves as industry leaders 

and thrive in a dynamic environment. 

• Enhanced Employer Brand: Hotels that prioritize SHRM practices and create a positive work 

environment for their employees can enhance their employer brand and reputation in the industry. 

A strong employer brand can attract top talent, reduce recruitment costs, and improve employee 

retention rates, as job seekers are more likely to be attracted to companies known for valuing their 

employees and providing opportunities for growth and development. 
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Benefits  

• Improved Service Quality: SHRM ensures that hotels recruit, train, and retain skilled and 

motivated employees who are committed to delivering high-quality service. By aligning HR 

practices with service standards, hotels can consistently meet or exceed guest expectations, leading 

to enhanced guest satisfaction and positive word-of-mouth recommendations. 

• Enhanced Employee Performance: Strategic HRM practices focus on employee development, 

engagement, and empowerment. By providing opportunities for training, feedback, and career 

advancement, hotels can improve employee morale, motivation, and job satisfaction, leading to 

higher levels of performance and productivity. 

• Increased Employee Retention: SHRM initiatives such as career development opportunities, 

recognition programs, and supportive work environments contribute to higher levels of employee 

satisfaction and retention. Reduced turnover rates translate to cost savings associated with 

recruitment, training, and lost productivity, as well as the preservation of institutional knowledge 

and expertise within the organization. 

• Strategic Workforce Planning: SHRM involves forecasting future staffing needs, identifying skill 

gaps, and developing strategies to address them. By proactively planning for staffing requirements 

and succession planning for key positions, hotels can ensure they have the right talent in place to 

meet current and future business needs, even during periods of high demand or turnover. 

• Enhanced Employer Brand: Hotels that prioritize SHRM practices are perceived as attractive 

employers, leading to a positive employer brand and reputation. A strong employer brand can help 

hotels attract top talent, reduce recruitment costs, and differentiate themselves from competitors in 

the labor market. 

• Improved Guest Loyalty and Repeat Business: A well-trained and motivated workforce is 

essential for creating memorable guest experiences that lead to repeat business and brand loyalty. 

Guests who receive exceptional service are more likely to return to the same hotel in the future and 

recommend it to others, contributing to increased occupancy rates, revenue, and profitability. 

• Adaptability to Change: SHRM practices enable hotels to adapt to changes in the industry, such 

as shifts in consumer preferences, technological advancements, and market trends. By fostering a 

culture of innovation, learning, and continuous improvement, hotels can stay ahead of the 

competition and remain relevant in a rapidly evolving marketplace. 

• Legal Compliance and Risk Management: SHRM involves ensuring compliance with labor laws, 

regulations, and industry standards. By implementing HR policies and procedures that adhere to 

legal requirements and ethical standards, hotels can minimize the risk of legal disputes, fines, and 

reputational damage associated with non-compliance. 

 

 

 

 

 

 

 

 

 

 

 

Constraints  

• High Turnover Rates: The hotel industry is notorious for its high turnover rates, which can be 

attributed to factors such as long working hours, demanding job roles, and seasonal fluctuations. 

Constantly recruiting and training new employees can strain resources and disrupt operations, 

making it challenging to maintain service quality and consistency. 

• Seasonal Demand and Staffing Challenges: Hotels often experience fluctuations in demand due 

to seasonality, special events, or economic factors. Balancing staffing levels to meet fluctuating 

demand while controlling labor costs presents a significant challenge for HRM professionals. 

Seasonal hiring, training, and scheduling can be complex and require careful planning to ensure 

optimal staffing levels during peak periods. 

• Skills Shortages and Training Needs: The hotel industry requires a diverse range of skills and 

competencies, from customer service and hospitality skills to technical expertise in areas such as 

food and beverage, housekeeping, and front desk operations. Addressing skills shortages and 

providing ongoing training and development opportunities to employees can be resource-intensive 

and time-consuming. 

• Employee Engagement and Motivation: Engaging and motivating employees in a fast-paced and 

demanding work environment can be challenging. Factors such as heavy workloads, limited 

recognition, and lack of career advancement opportunities can lead to low morale and job 

dissatisfaction among employees, impacting their performance and productivity. 
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• Labor Regulations and Compliance: The hotel industry is subject to various labor laws, 

regulations, and industry standards governing employment practices, working conditions, and 

employee rights. Ensuring compliance with these regulations while balancing operational 

requirements and business objectives can be complex and requires ongoing monitoring and 

adherence to legal requirements. 

• Cultural and Language Diversity: Hotels often employ a diverse workforce with different cultural 

backgrounds, languages, and communication styles. Managing cultural differences, language 

barriers, and cultural sensitivities among employees and guests requires effective communication 

strategies, cross-cultural training programs, and sensitivity to cultural nuances. 

• Technological Advancements: The rapid pace of technological advancements presents both 

opportunities and challenges for SHRM in the hotel industry. While technology can streamline HR 

processes, enhance employee engagement, and improve operational efficiency, implementing and 

managing new technologies requires investment in infrastructure, training, and change management 

initiatives. 

• Cost Constraints: Budgetary constraints and cost pressures can limit the resources available for 

HRM initiatives in hotels. Investing in employee training, development, and engagement programs 

may be perceived as costly, particularly during periods of economic uncertainty or financial 

downturns. 

 

 

 

 

 

 

 

 

 

 

 

Disadvantages  

• Resource Intensive: Implementing SHRM practices requires significant time, effort, and financial 

investment. Developing and executing strategic HR initiatives, such as training programs, talent 

management strategies, and employee engagement initiatives, can be resource-intensive and may 

strain the hotel's budget and manpower. 

• Complexity of Implementation: SHRM involves the integration of HR strategies with overall 

business objectives, which can be complex and challenging to execute effectively. Aligning HR 

practices with the hotel's strategic goals requires coordination across various departments, as well 

as effective communication and collaboration among stakeholders. 

• Resistance to Change: Implementing SHRM practices often requires changes to existing HR 

policies, procedures, and organizational culture, which may encounter resistance from employees 

and managers. Resistance to change can impede the successful implementation of SHRM initiatives 

and hinder their effectiveness in achieving desired outcomes. 

• Lack of Flexibility: SHRM practices may lack flexibility to adapt to the unique needs and 

challenges of individual hotels within the industry. Standardized HR practices may not be suitable 

for all hotels, especially smaller or independently owned establishments that operate under different 

constraints and priorities. 

• Overemphasis on Short-Term Results: In some cases, SHRM initiatives may prioritize short-term 

results, such as reducing turnover rates or improving employee satisfaction scores, over long-term 

strategic objectives. Focusing solely on short-term outcomes may lead to neglect of broader HR 

goals, such as talent development and succession planning, which are critical for sustainable 

success. 

• Potential for Misalignment: Despite efforts to align HR strategies with business objectives, there 

is a risk of misalignment between HR practices and organizational goals. This misalignment may 

occur due to changes in business priorities, shifting market dynamics, or inadequate communication 

between HR and other functional areas of the hotel. 

• Legal and Regulatory Risks: SHRM practices must comply with various legal and regulatory 

requirements governing employment practices, workplace safety, and employee rights. Failure to 

adhere to these regulations can expose hotels to legal risks, fines, and reputational damage, 

particularly in highly regulated areas such as labor laws and anti-discrimination policies. 

• Dependency on HR Technology: While HR technology can streamline processes and improve 

efficiency, hotels may become overly reliant on technology solutions for HR functions. Dependency 

on HR technology systems can pose risks such as data security breaches, system failures, and 

disruptions to HR operations if not managed effectively. 
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Findings: 

• SHRM practices significantly contribute to enhanced guest satisfaction, improved employee performance, and reduced turnover rates in the 

hotel industry. 

• High turnover rates, seasonal demand fluctuations, and resistance to change are among the key challenges faced by HRM practitioners in 

hotels. 

• Despite its advantages, SHRM implementation in the hotel industry can be resource-intensive and complex, with potential drawbacks such as 

lack of flexibility and dependency on technology. 

• Effective SHRM practices require alignment with business objectives, proactive workforce planning, and a focus on employee engagement 

and development. 

Suggestions: 

• Develop comprehensive retention strategies to mitigate turnover rates, including employee engagement initiatives and career development 

opportunities. 

• Enhance workforce planning processes to address seasonal demand fluctuations and skills shortages. 

• Foster a culture of innovation, flexibility, and adaptability to overcome resistance to change and promote continuous improvement. 

• Invest in training and development programs to equip employees with the skills and knowledge needed to excel in their roles. 

Conclusion:  

Strategic Human Resource Management plays a critical role in driving organizational success, employee satisfaction, and competitive advantage in the 

hotel industry. Despite facing challenges and drawbacks, SHRM practices offer significant benefits, including enhanced guest satisfaction, improved 

employee performance, and reduced turnover rates. By addressing challenges, optimizing HR practices, and fostering a culture of innovation and 

employee engagement, hotels can leverage SHRM to achieve long-term success and sustainability in the dynamic hospitality sector. 
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