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The hotel industry is one of the industries that have been growing tremendously in the global world, specifically due to the advancements in technology and the highly growing concept of globalization. Due to advancements in technology, the global transportation of people has been eased, and people are moving into different parts of the globe to spend their holidays. However, with the advancement of this industry has come to stiff competition. To counter such competition, hotel organizations need to ensure that they recruit a skilled workforce. Basically, human resources are at the center of any organization, and therefore managers have to ensure that they get it right in the recruitment and selection processes. Graduates have been among the most preferred employees for many organizations. Research shows that in the UK, around 500,000 graduates from colleges and universities every year, thereby presenting a significant labor market to employers (Taylor, 2018). However, not all graduates have the prowess to propel organizations to greater heights, and therefore human resource departments have to undertake a thorough recruitment selection process to ensure that they get the right section. Therefore, this proposal provides profound recruitment and selection strategies in terms of job analysis documentation, recruitment strategy, and selection strategy for Garland Hotels to ensure that it gets the best quality graduate management, trainees.  
Problem Statement
Previously, the recruitment of graduate trainee managers in Garland Hotels has not been a prioritized activity in this organization. Notably, the recruitment of graduate trainee managers in this chain of hotels has been bestowed on individual managers of the hotels who developed personal training programs. As a result, there has been a poor success rate in terms of graduate trainees progressing into general management roles. Therefore, the Board has advised on the need for a more rigorous recruitment process of graduate trainees to guarantee the future success of the organization. The current recruitment model for the organization involves a training scheme for two years, in which the graduates are subjected to both customer and support services for around four months. The position of a General Manager requires an astute and highly-competitive individual for the greater success of an organization. Therefore, the proposed model for Garland Hotels first involves the development of a job description and a personal specification for this role so that the organization can explain what is expected of the graduate trainees and personal requirements for this position. The graduates will be judged on the competencies, skills, and qualifications highlighted in the person specification component. 
Why Consider Graduates?
Generally, employees are the lifeblood of any organization, and therefore, Garland Hotels ought to get a workforce that will transform the hotel chains into future success. By the time graduates finish their courses, they have equipped themselves with relevant skills and qualities that are highly needed for the success of organizations. Such skills and competencies include teamwork, leadership, problem-solving, communication, and time management (Nieves& Quintana, 2018, p. 79). These skills and qualities form the ingredients for the success of organizations. In addition, graduates are young and energetic, and therefore Garland Hotels can bank on them for a future and reliable workforce. Graduates also have a higher learning and retention rate, and therefore, they are likely to integrate the organizational values and practices within a short time.
Job Analysis Documentation
The job analysis documentation component of the recruitment and selection processes encompasses job description and person specification. A job description is a written document that highlights the sub-components of the job title, the purpose of the position, responsibilities, and duties, as well as other employment conditions like benefits and salary range (Armstrong& Taylor, 2020). The person specification component comprises the education requirements, knowledge, skills, and competencies required for the advertised position. 
Job Description
	Component
	Description

	Job Title
	Graduate Management Trainee

	Location
	UK, Ireland, and Europe

	Purpose of the role
	Graduate management trainees are required to act as the long-term lifeblood of the hotel chains at the level of Hotel Managers and this is in line with the organization’s aim of having a controlled expansion through hotel acquisitions in Europe and UK. The management trainees will work alongside the General Managers to ensure that the expansion process, which is done through acquisition, is successful. In addition, the management trainees will provide managerial and customer services for the organization at international levels. 


	Tasks & Responsibilities
	· Deliver high-quality standards in terms of customer service.
· Work alongside other team members in all areas, such as customer services and stock-taking.
· Contribute immensely to the decisions pertaining to staffing.
· Participate in the control of budgets. 
· Demonstrate an all-round apprehension of the hotel business.
· Work with General Managers in charting courses of action for the organization.
· Work collaboratively with other staff in the implementation of developed policies. 
· Attend training conferences, both internally and externally.
· Help the General Managers in the periodic evaluation of the organization.
· Participate in the effective use and management of the organization’s resources.
· Demonstrate problem-solving prowess in the management of emerging issues.
· Recommend effective and efficient initiatives that can drive the success of the organization.

	Work environment
	The working environment is both office-based and outdoor. Notably, the management trainees will be working in and off the office.  Sometimes, they will be required to attend for benchmarking practices in other branches in the same and different countries. The management trainees will have contacts with different personalities, such as customers and staff from different departments. In addition, they will have contact with suppliers.

	Training and education
	It is a mandatory requirement for the management trainees to hold a degree in hotel management. A bachelor’s degree in business management or human resource management will be an optional requirement. Any training on other courses such as leadership and technical activities will be an optional requirement.
The successfully selected candidates will be subjected to regular training on topics such as management, operations, communication, public relations, and finance. 

	Conditions of employment
	The salary range for the management trainees will be 600 to 800 US dollars, monthly. The weekly working hours are 45 on average. The management trainees are also entitled to a six-week holiday, the share of profit, a contributory pension scheme, and private medical insurance. Additionally, they will receive free meals and access to leisure activities. 


Person Specification
	
	Essential

	Desirable

	Qualifications

	
Must be a graduate and hold a degree in hotel management



	An experience of at least 1 year servings as a facility executive. Undergone specific training on the management of facilities.

	Knowledge 

	

Demonstrate sufficient knowledge in the hotel business. Management abilities, technical expertise to carry on with MS office tasks 





	

Must be computer-savvy 

	Skills/competencies

	
Excellent communication skills, both spoken and written, Observant, decision making, customer service 

























	Analytical and problem solving, communication, teamwork, reporting, and leadership. 

	Previous Experience

	Preferably experienced in team management and carrying out project tasks 






	Must be able to take up effective decision making and encourage team work.


Recruitment Strategy
Once the job description and person specification are developed, the next step is to undertake the recruitment process. Recruitment is an activity that employers, through their human resource departments, undertake to find suitable candidates, review the application credentials for all the applicants, screen potential candidates, and finally select the most appropriate (Armstrong, 2019). Organizations need to be explicit in their job descriptions and person specifications to ensure that they get the best candidates. In the context of Garland Hotels, the human resource department may use various recruitment methods, such as education liaison, social media, and internal methods. 
Social Media
The advancement in technology has resulted in subsequent advancement in social media platforms. Currently, there are various social media platforms where Garland Hotels can get appropriate candidates. Social media has become a reliable avenue for many job seekers, especially the young generation, and therefore Garland Hotels can bank on it for its recruitment exercise. Specifically, LinkedIn has grown to be one of the most reliable platforms for employers to get suitable candidates. LinkedIn allows job seekers to upload their profiles detailing their fields of study and academic credentials (Armstrong, 2019). Employers are also able to advertise for various positions on this platform. Garland Hotels can upload the job description and person specifications on this platform to get appropriate candidates. In terms of cost, social media recruitment is efficient because the organization does not have to incur advertisement costs.   
Employee Involvement
It is also imperative for the organization to involve its employees in the recruitment process. Current employees are appropriate tools in the recruitment process because they can recommend potential graduate employees, and they can also assist in the process of reviewing applications and resumes for applicants (Bratton& Gold, 2017). Garland Hotels is an international organization with employees from different parts of the world. Therefore, the current employees, especially the new ones, can help refer potential candidates to the organization. This method is economical since the organization does not have to incur advertisement costs.     
Education Liaison
Education liaison is whereby employers establish direct connections with learning institutions, and they thus undertake direct recruitment from such institutions. Graduate recruitment has gained more significance in recent years, leading to the development of the Association of Graduate Recruiters (Taylor, 2018). This association serves the primary goal of ensuring that all employers who are members of the association recruit the best talent from students to meet their needs as well as the needs of the UK economy. For the future recruitment of management graduates, Garland Hotels can register for this association. Recruitment through this association is cost-effective since the organization does not have to advertise in newspapers or other media channels that are expensive. 
Recruitment through the Organization's Website
Garland Hotels already has an active website, and therefore it banks on it for the recruitment process. On the website, the organization should ensure that it has listed its mission, vision, goals, core values, and products offered. Through this, the organization can recruit management trainees who resonate with the organization. However, the organization should provide details pertaining to the work environment and culture. On this website, the organization should also provide an employment component, whereby it posts all positions. To attract the right candidates, the organization should provide information pertaining to why employees should prefer it. Recruiting through the website is economical because the organization incurs a low cost in terms of updating the website (Nieves& Quintana, 2018, p. 80). 
Selection Strategy
Assessment Centers
The most preferred selection method is the assessment centers. Assessment centers entail grouping all candidates in a single place and taking them through various tests. In these centers, the candidates are taken through conventional interviews and written tests for both personality and mental health. Conventional interviews are essential tools because they provide an opportunity for the recruiting organization to know more about the applicants and the experiences and skills they will bring to an organization. Garland Hotels requires graduates with relevant skills and abilities for future success, and this would be an appropriate opportunity to evaluate the applicants. Essential, conventional interviews would help determine the candidates that fit the organization (Walters et al., 2017). Assessment centers would also provide an opportunity for the organization to evaluate the selected candidates in a work-related environment. This helps in knowing how the candidates would act and react in a work-related environment. 
In addition, assessment centers are imperative because they help determine potential instead of achievement. Notably, assessment centers do not infer from the previous activities of a candidate to predict the likely long-term performance. Instead, they provide anticipation of how potential employees might perform if given the opportunity. Assessment centers are efficient as compared to developing and running an effective center. The various exercises in the assessment centers include in-tray, group, presentations, role-playing, and gamification. These exercises help the assessors to determine key skills and competencies like communication, teamwork, collaboration, leadership, time management, and problem-solving (Eva, 2018, p. 30). Based on this evaluation, the organization can be able to get the required and appropriate graduate management trainees. Assessment centers are also cost-effective as compared to other recruitment methods. Notably, assessment centers mitigate or minimize errors in recruitment thereby resulting in an intrinsic cost-saving. 
Test Job Knowledge
Testing job knowledge involves determining whether the candidates have the real knowledge required for the advertised position. Although, in most cases, knowledge pertaining to a certain job can be learned in the work environment, there are certain job opportunities that require candidates to possess particular skills as well as knowledge concerning a certain job (Taylor, 2018). Although every job may have a particular skills assessment requirement, other skills such as multitasking, proficiency in language and typing are required. Specifically, the graduate management trainees in Garland Hotels are expected to possess multitasking and language proficiency skills because they will be expected to work in different departments and communicate with different personalities, including customers and other staff. However, testing for skills should not be introduced in the early stages of the recruitment process because they may scare away candidates. Therefore, the hiring authorities in Garland Hotels should wait when they have selected a small number of candidates. 
Skill assessment tests are appropriate to pinpoint appropriate skills among applicants. These tests are imperative because they would aid the hotel organization in determining the ability of the candidates to successfully complete their duties. Some of the methods that can be used to assess the skills of job applicants include the review of resumes, job simulation activities like presentations, and reference checks (Zojceska, 2019). Skill assessment tests are beneficial because they provide relevant information from the applicants themselves or from referees in the case of reference checks. The methods used for skills assessment tests are economical. For example, reviewing applicant's resumes may not require any costs. In addition, contacting the applicant's referees is efficient because it only requires limited telephone charges. Generally, skills assessment tests would help Garland Hotels get the right pool of graduate management trainees, especially after evaluating the skills and abilities of each candidate in regard to this position. Skill assessment tests are cost-effective as compared to other assessment methods such as observation. Observation may be expensive in that several assessors may be hired to observe a large number of candidates if the recruitment time is limited. For example, Garland Hotels require 150 graduate management trainees, and this means that the number of applicants will be larger. Observing a large number of applicants may require several assessors, and this may be costly to the organization.
Test Job Assignment
Job assignments of the provision of sample job tests are effective methods in the employee selection process. Notably, job assignments give candidates a sense of their responsibilities in the advertised position and help the hiring organization apprehend the skills that new employees would bring to the organization (Zojceska, 2019). In particular, job assignment is necessary for the hiring of management trainees. The candidates in this position need to require demonstrating interpersonal and communication prowess. To test these selection criteria, the candidates may be given a customer with a complaint to help resolve such an issue. For effective results from job assignments, the hiring authority should make them as brief as possible and introduce them towards the end of the recruitment process. Testing job assignments may be cost-effective since the organization would use the already existing resources.  
Conclusion
In conclusion, the hotel industry has grown tremendously as a result of the immense advancement in technology. This has resulted in stiff competition in an endeavor to tap the resulting benefits associated with the hotel industry. To counter such competition, hotel organizations need to ensure that they recruit a skilled workforce. Specifically, Garland Hotels need to get it right in its recruitment and selection exercises for the graduate management trainee positions. The organization needs to be explicit in developing the components of the job description and person specification. Some of the recruitment methods that Garland Hotels can use include social media, website recruitment, staff involvement in the recruitment process, and education liaison. These methods are cost-effective because the organization does not have to incur advertisement costs, as would be the case if it used media platforms like Newspapers or third parties. The appropriate selection strategy for the organization is the use of assessment centers. Assessment centers are imperative because they help determine potential instead of achievement.  One of the tools used in the assessment centers is conventional interviews. Conventional interviews are essential tools because they provide an opportunity for the recruiting organization to know more about the applicants and the experiences and skills they will bring to an organization.    
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