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ABSTRACT

Human resources management (HRM) strategies play a vital role in ensuring the sustainability
of hospitality industries. HRM strategies can contribute to these efforts by promoting employee
engagement, developing a culture of sustainability, and adopting sustainable HR practices.
This study examined human resource management strategies and sustainability in selected
hospitality industries in Ogun State, Nigeria. Talent acquisition and outsourcing were used to
measure human resource strategies. Descriptive research design was adopted for this study.
Organizational development theory was adopted for the study. This quantitative study utilised
questionnaire for data collection. Data was collected from 385 employees of various hospitality
industries in Ogun State, Nigeria. The Cochran sampling technique was used to determine the
sample size. The descriptive statistics and Regression analyses were used to demonstrate the
relationship between the independent and dependent variables. Findings revealed that there
exists significant relationship amongst talent acquisition, outsourcing and sustainability of the
hospitality industries. The study concludes that industries can achieve sustainable development
by promoting employee engagement through attracting talented employees and outsourcing.
Talented employees are more likely to participate in sustainability efforts and take ownership
of the company's environmental, social and financial responsibilities.
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1. INTRODUCTION

The hospitality industry is one of the fastest-growing sectors of the economy, and it has become
increasingly important in recent years due to the growth of tourism and the expansion of the
global economy. As the hospitality industry continues to grow, so does the importance of
creating sustainable success. In today's world, sustainability and social responsibility are not
only buzzwords but also vital aspects of any business.

The Global Sustainable Tourism Council (GSTC), an organization that promotes sustainable
tourism practices worldwide, reveals that there has been a significant increase in the number
of hotels and tourism businesses seeking certification for sustainable practices (Muhamad et
al., 2021; Hatibie & Dai, 2021). In 2019, the number of hotels certified by the GSTC reached
1,500, a 20% increase from the previous year. Similarly, according to a survey conducted by
TripAdvisor, a popular travel website, 62% of travelers consider the environmental impact of
their travel choices, and 67% of travelers plan to make more environmentally friendly choices
in the future. Also, the Global Reporting Initiative (GRI), reports that the hospitality and
tourism industries are one of the top three industries reporting on sustainability issues (Isiaka,
2022).In 2018, 80% of the world's largest hospitality companies reported on their sustainability
performance, up from 72% in 2016. Generally, these data and statistics demonstrate a growing
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awareness among both businesses and consumers of the importance of sustainability and social
responsibility in the hospitality industry.

The hospitality sector in Nigeria, however, faces several challenges related to sustainability
and social responsibility. For example, environmental sustainability Nigeria's hospitality sector
contributes to the country's carbon footprint, mainly through energy and water consumption,
waste generation, and transportation (Otto & Sawyerr, 2022; Saeed et al., 2021). Many hotels
and restaurants do not have sustainable practices such as reducing waste, conserving water and
energy, and using eco-friendly materials. Iheanachor (2021), blames this problem on a lack of
information. This lack of sustainability practices can lead to negative impacts on the
environment and contribute to climate change.

Another challenge faced by the hospitality sector is social responsibility. The hospitality sector
in Nigeria also faces challenges related to social responsibility. One of the key issues is the
exploitation of workers, including low wages, long working hours, and poor working
conditions (Sharma, 2021).

Talent acquisition and outsourcing strategies have emerged as crucial components in the
pursuit of sustainability within the hospitality industry. Talent acquisition plays a pivotal role
in shaping the workforce of hospitality organizations. The recruitment and selection process
directly influence the quality and skill set of employees, ultimately impacting the organization's
ability to implement sustainable practices. By incorporating sustainability criteria into job
descriptions, conducting thorough assessments of candidates' environmental and social
awareness, and promoting diversity and inclusion, hospitality organizations can attract
individuals who align with their sustainability goals. By selecting candidates who exhibit a
passion for sustainability and providing them with the necessary resources and support,
hospitality organizations can amplify their impact on sustainability goals.

In addition to talent acquisition, outsourcing has become an increasingly prevalent practice in
the hospitality industry. Outsourcing certain functions or services can contribute to
sustainability efforts by allowing organizations to tap into external expertise, reduce costs, and
increase efficiency. For instance, outsourcing non-core activities such as laundry services,
maintenance, or food procurement to specialized external vendors can streamline operations,
reduce waste, and optimize resource utilization. By selecting outsourcing partners who align
with the organization's sustainability values and standards, hospitality companies can extend
their commitment to sustainability beyond their internal operations.

Furthermore, outsourcing can provide access to innovative solutions and technologies that
promote sustainability in the hospitality industry. Partnering with external experts and service
providers can facilitate the adoption of cutting-edge practices such as energy management
systems, waste recycling initiatives, or sustainable supply chain solutions. These collaborations
enable hospitality organizations to stay at the forefront of sustainability advancements,
enhancing their competitive edge while reducing their environmental impact.

In all, talent acquisition and outsourcing strategies play a vital role in advancing the
sustainability agenda within the hospitality industry. By incorporating sustainability criteria
into recruitment processes, fostering a culture of sustainability through training and
development programs, and leveraging outsourcing partnerships, hospitality organizations can
enhance their ability to implement and maintain sustainable practices. As the industry faces
evolving environmental and social challenges, the strategic integration of talent acquisition and
outsourcing will become increasingly crucial in ensuring the long-term sustainability and
success of hospitality organizations
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Statement of the Problem

The hospitality industry is one of the fastest-growing sectors of the Nigerian economy, and it
has become increasingly important in recent years due to the growth of tourism and the
expansion of the global economy. In this highly competitive industry, it is critical for
businesses to have effective human resource management (HRM) strategies in place to attract
and retain top talent, develop employees' skills and knowledge, and promote collaboration
among employees and between businesses. However, there are several challenges that must be
addressed in order to achieve these goals.

The hospitality industry is highly competitive, and recruiting and retaining top talent can be a
significant challenge for businesses. At the same time, achieving financial sustainability is
critical for the success and longevity of these organisations. Therefore, the problem statement
can be hinged on in previous works (Goh & Okumus, 2020; Sen & Bhattacharya, 2019). Data
from these articles revealed that hospitality industries struggle to acquire and retain top talent
while maintaining financial sustainability. These challenges can be attributed to a variety of
factors, including labor shortages, high turnover rates, and increasing labor costs. As a result,
business must find ways to attract and retain skilled employees while balancing the need to
maintain financial stability. This leads to the first research question: What is the relationship
between talent acquisition and financial sustainability in the hospitality industry?

While the importance of talent acquisition in sustainability initiatives is well recognized by
various authors ((Adubor, Adeniji, Salau, Olajugba, and Onibudo, 2022; Fatile, Afegbua, and
Etim, 2020), there is a lack of comprehensive studies specifically examining the direct
relationship between talent acquisition strategies and sustainability in the hospitality industry
in Nigeria. The Limitation in research on the specific impact of talent acquisition strategies on
sustainability in the hospitality industry necessitate further research in order to explore how
different talent acquisition practices, such as recruitment methods, selection criteria, and
training programs, influence the implementation and success of sustainability initiatives. This
leads to the research question: What is the relationship between talent acquisition and
sustainability in the hospitality industry?

Another problem revealed concerns outsourcing. Outsourcing is also a common practice in the
hospitality industry, which presents its own set of challenges that must be addressed through
effective HRM strategies. Studies made by Capron & Mitchell, 2004; Tsai, Cheng, & Yu
(2011), underscore the importance of effective outsourcing strategies on organizational
sustainability.

However, there is insufficient exploration of the long-term effects of outsourcing on
sustainability: Although outsourcing is commonly practiced in the hospitality industries, there
is a scarcity of research that assesses the long-term impact of outsourcing decisions on
sustainability. Future studies is required to delve into the environmental, social, and economic
consequences of outsourcing various functions, such as housekeeping, food services, and
analyze the effectiveness of outsourcing strategies in achieving sustainable outcomes.
Therefore, it is also critical to find ways to outsource effectively while ensuring economic
sustainability for all parties involved. This leads to the research question: What is the
relationship between outsourcing and sustainability in the hospitality industry?

Again, there is a limitation of comparative studies across different hospitality sub-sectors in
different countries: The hospitality industry encompasses diverse sub-sectors, including hotels,
restaurants, event management, and tourism services. However, the existing literature often
lacks cross-sector comparisons and analysis. Future research is needed to explore how talent
acquisition strategies and outsourcing practices differ across these sub-sectors and how they
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contribute to sustainability outcomes in distinct contexts. Based on the foregoing, answers will
be proffered to the following research questions:

1. What is the relationship between talent acquisition and financial sustainability in the
hospitality industry?
ii.  Is there any relationship between outsourcing and organizational sustainability?
Objectives of the study

The specific objectives of the study are to:

i.  Examine the relationship between talent acquisition and financial sustainability in the
hospitality industry
ii.  Investigate the relationship between outsourcing and organizational sustainability.
Hypotheses

Hoi: Talent acquisition does not have significant relationship with sustainability of hospitality
industries.

Hoz: Outsourcing has no significant relationship with organizational sustainability
2. LITERATURE REVIEW

REVIEW OF CONCEPTS

Talent acquisition

Talent acquisition is the process of identifying, attracting, and acquiring skilled individuals to
fulfill the staffing needs of a company (Chandio, 2020). It is a strategic function that goes beyond
simply filling job vacancies, but focuses on aligning talent with the organization's goals and
culture. Talent acquisition for example, is an important variable in HRM strategies for the
hospitality industry. The industry is highly reliant on skilled and experienced employees, and
competition for talent is fierce. According to a study by Chams, & Garca-Blandon, (2019),
effective talent acquisition strategies must be tailored to the specific needs of the industry and
include recruitment and retention programs, employee referral programs, and employer
branding.

Talent acquisition is not just about filling open positions; it is about finding the best-fit
candidates who can contribute to the organization's growth, innovation, and success. One of
the primary reasons why talent acquisition is important is because it impacts the overall
performance and productivity of an organization (Sari, Iskandar, Perwira, & Setiadi, 2022). Hence,
hiring the right talent ensures that organizations have the right people in the right roles, with
the right skills, knowledge, and experience. This can lead to improved performance, higher
productivity, and increased profitability. On the other hand, poor talent acquisition can result
in high turnover rates, low employee morale, and decreased organizational performance.

Outsourcing

In most of the studies conducted before 2000 by the following researchers, (Fixler & Siegel,
1999; Mary, Cecelia, Lacity & Hirschheim, 1995; Rothery & Robertson, 1995), they discussed
the transformation of business environment evolving the concept of outsourcing and was
professed as a ‘make or buy’ decision.

Further studies after 2000 recognized outsourcing as value creation strategy (E.Ee, Halim, &
Ramayah, 2013; Faisal & Raza, 2016; Jain & Khurana, 2016; Mukherjee, Gaur & Datta, 2013).
Therefore, Outsourcing is established as a choice between making and buying when the
contract is seen as purchasing. When a contract is more like a collaborative partnership for
shared benefits, then in contrast it is viewed as a value creation strategy.
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To develop their activities, organizations need to consider various strategic options such as
outsourcing in an environment where competition is ever fiercer. Espino-Rodriguez, Chun-Lai,
& Gil-Padilla (2017) defined outsourcing as using outside companies to perform activities that
have normally been done internally.

Handley & Benton, (2009); Mani, Barua, & Whinston (2012); Narayanan, Jayaraman, Luo, &
Swaminathan, (2011) view outsourcing as managing operations and realizing their strategic
goals, which made outsourcing become a transformational and prevalent business practice.

Liu, Wang, & Huang, (2017) on the other hand describe outsourcing as to manage and to
deliver one or more business functions or processes by an external organization though contract
with another organization. To accomplish a particular organizational objective the sourcing
decision must establish whether to use internal or external resources (Holcomb & Hitt, 2007).

Social Sustainability

Social sustainability has been defined differently both in academic and policy papers.
Polomarkakis, (2019) define social sustainability as attaining a reasonable level of fairness and
homogeneity in income distribution, equal access to available resources and a decent livelihood
to the community members. Social sustainability refers to the capacity of putting in place
infrastructures that meet the needs of societal members. It focuses on creating equitable,
inclusive, and just communities where people can thrive, have their basic needs met, and enjoy
a high quality of life (de Fine Lichta, K. & Follandb, (2019).

Social sustainability recognizes that human well-being is not solely determined by economic
factors but is also influenced by social and cultural aspects. It encompasses several key
activities such as equity and social justice, community cohesion and engagement, promoting
access to healthcare, education, and social services, recognizing and respecting different
cultural traditions, languages, and practices, providing quality education that is accessible to
all. In all, social sustainability aims to create inclusive, equitable, and just societies that meet
the needs of present and future generations. By addressing social inequalities, fostering
community engagement, promoting well-being, preserving cultural diversity, and fostering
collaboration, social sustainability strives to create thriving and resilient communities where
everyone can live fulfilling lives.

Environmental Sustainability

Environmental sustainability refers to the practice of making choices and implementing
strategies that minimize negative impacts on the environment, promote conservation of
resources, and foster long-term ecological balance. Environmental sustainability is one of the
millennium developments goals which involves both the national and international institutions
embracing environmental protection in order to achieve sustainable development. Morelli,
(2011) define environmental sustainability as the process of achieving human desires without
compromising or jeopardizing environmental health. In achieving this, there should be a careful
agreement to ensure the availability of clean water, clean air, unpolluted soil for agriculture,
adopting cleaner production processes, implementing effective waste management systemes,
and mitigating the impact of pollutants on air, water, and soil quality. At its core, environmental
sustainability recognizes the interconnection of human society and the natural world. It
acknowledges that human well-being and prosperity are linked to the health and functioning of
ecosystems. By adopting sustainable practices, we can strive to maintain a healthy
environment, preserve biodiversity, and ensure the availability of natural resources for future
generations.

Economic sustainability
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Economic sustainability refers to the ability of an economy to support long-term growth and
development while maintaining environmental and social well-being. It involves finding a
balance between economic growth, social equity, and environmental protection to ensure the
well-being of present and future generations. To ascertain the significance of human resource
practices on economic sustainability, HRM practices include employee recruitment,
developing human resources, assessment of human resources and reward management. These
activities are significantly drives economic sustainability by maximizing organizational
resource to accomplish their goals and objectives (Amrutha and Geetha, 2020). Thus, economic
sustainability recognizes the importance of improving living standards and reducing poverty,
the natural resources and the need to protect and conserve them for future generations and the
importance of social well-being and equality. Hence, human resource strategies play a critical
role in a firm’s economic sustainability (Hernita et al., 2021).

EMPIRICAL REVIEW

Adubor, Adeniji, Salau, Olajugba and Onibudo (2022) investigated the impact of green human
resource management on corporate sustainability, focusing on manufacturing companies in
Lagos State. the quantitative research made us of questionnaire to collect data from 336
participants from selected industries in Lagos research findings revealed a significant effect
between green training and development, talent acquisition and corporate sustainability.
Regression analysis was used to analyse the data. The study concluded that employees exposed
to greening abilities and training have the potential to reduce waste and reuse materials, thereby
enhancing organizational image, attract and also retain customers. They can also reduce
adverse environmental effects and to better financial performance.

Don-Baridam and Diri (2021) considered the relationship between green recruitment/selection
and corporate sustainability in oil and gas producing companies in Rivers Sate, Nigeria. the
study adopted a cross-sectional survey design and institutional theory. A sample of 108
management staff was obtained from ten oil and gas producing companies in Rivers State. Data
collected through questionnaire was analysed using Spearman Rank Order Correlation
Coefficient tool. Findings from the study reveals that that exit a positive relationship between
green recruitment/selection and corporate sustainability. The study concludes that management
of oil and gas producing industries should adopt green recruitment in order to achieve an
environmental harm-free exercise.

Rozario, Venkatraman, Chu, and Abbas (2020) investigated the role of talent acquisition on
corporate sustainability. The objective of the study was to address the issue of corporate
sustainability using a mixed method of employee selection process. Using a thematic analysis,
the study analysed data from stakeholders’ interview processes. Findings from the study
revealed that conceptual decision model called DSRVG approach enhances transparency and
improve structure and consistency during the employee selection interview which in turn can
contribute towards enhancing corporate sustainability.

Hiba, and Ghani, (2022) aimed to test the effect of outsourcing human resources activities with
its dimensions independent variable (outsourcing of staffing, outsourcing of training and
development, outsourcing of wages and compensation, outsourcing of human resource
information systems) on organizational resilience (the dependent variable) with its dimensions
(resilience of strategic and resilience of relationships, and resilience of learning). The main
data collection tool was the questionnaire distributed to 92 administrative leaders of various
administrative levels in excellent class hotels in Iraq. Findings showed a positive interest of
premium class hotels in organizational resilience as a result of having good administrative
leadership that understands the mechanism of linking its strategic objectives with its
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operational capabilities. As well as its focus on business and basic activities on an ongoing
basis through the outsourcing of human resources activities.

Tahir et al (2018) analysed the role of HRM practices and strategies on performance
sustainability in the banking industry of United Arab Emirates (UAE). Human resource
strategies, such as talent acquisition and development were used to measure HR strategies. A
sample of 230 professionals’ employees fro47 banks were selected to empirically validate the
relevance of talent acquisition and development with relation to organizational performance.
The descriptive statistics, correlation and regression were applied for primary data analysis
collected using questionnaire. Findings revealed that there exists significant relationship
amongst HR strategies, practices and organisational performance in addition to mediating role
of HR strategies and organizational performance. The study exhibits a tremendous growth and
utilisation of HRM practices and strategies on a concurrent basis. As industrial culture is on a
transition, in a global business scenario and in the Arab world. Findings and importance of this
research study will help organisations to review their working mechanism for better
performance.

THEORETICAL REVIEW
Organizational Development Theory

Organizational development theory is credited to Kurt Lewin. Organizational development
theory is a useful framework for understanding how organizations can adapt to changes in their
environment and achieve sustainable growth. When it comes to human resource management
strategies and sustainability in the hospitality industry, there are several key concepts from
organizational development theory that can be applied.

Systems Theory: This theory views organizations as complex systems that are made up of
interconnected parts. When it comes to HR management strategies in the hospitality industry,
it's important to recognize that the success of sustainability efforts depends on a holistic
approach that takes into account all aspects of the organization, from employees to suppliers to
customers.

Change Management: This theory focuses on how organizations can effectively manage
change. In the context of HR management strategies and sustainability in the hospitality
industry, change management can be used to implement new practices and policies that
promote sustainability, such as reducing waste, conserving energy, and sourcing locally.

Action Research: This theory emphasizes the importance of collaboration and continuous
improvement. In the context of HR management strategies and sustainability in the hospitality
industry, action research can be used to involve employees and other stakeholders in the
development of sustainability initiatives, and to continuously evaluate and improve those
initiatives over time.

Learning Organization: This theory emphasizes the importance of creating a culture of learning
and continuous improvement. In the context of HR management strategies and sustainability
in the hospitality industry, a learning organization can be achieved by providing employees
with training and development opportunities that help them develop the skills and knowledge
needed to promote sustainability.

Overall, by applying these theories from organizational development, hospitality organizations
can create and implement HR management strategies that support sustainability efforts. This
can involve creating a culture of collaboration and continuous improvement, implementing
new policies and practices that promote sustainability, and providing employees with the tools
and training needed to contribute to sustainability initiatives.
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METHODOLOGY

The study adopted the quantitative research approach. The data collection methods is survey
and secondary data. One hundred (100) questionnaire was distributed to employees of
hospitality businesses in Ota, Ogun State, Nigeria. Information on talent acquisition strategies,
remuneration and other relevant issues were contained in the questionnaire. The sample size of
the study was determined by estimate proportion formula by W.G. Cochran as shown below:

n=P(1-P)Z*
dZ
Where: n= sample size
P=Proportion (if not known, use 0.5)
Z=represents confidence; the value is from z-score table
If confidence at 95%, z=1.96
If confidence at 99%, z=2.58
d= acceptable error

Content, face and constructs validity was established using the Pearson’s Product Moment
Correlation Coefficient to determine whether the correlation between the two variables yield a
reliable coefficient. The descriptive statistics were analysed using mean, standard deviation,
frequency distribution. While inferential statistics were analysed with Multiple Linear
Regression analysis using social package for social sciences (SPSS version 2.1).

4. RESULTS
Table 1: Employee Turnover Rates and Revenue Growth

Employee Turnover Rates (%) Revenue Growth (%)
0-10 8.7
10-20 5.8
20-30 3.2
30-40 1.1
40-50 -2.5

Table 2: Employee Satisfaction and Profit Margins

Employee Satisfaction (on a scale of 1-10) Profit Margin (%)
1-3 7.3
4-6 12.1
7-9 17.8
10 21.4

Table 3: Correlation Matrix

Turnover Rate | Productivity | Satisfaction | Revenue Growth | Profit Margin
Turnover Rate 1.00 -0.64 -0.34 -0.73 -0.47
Productivity -0.64 1.00 0.53 0.68 0.57
Satisfaction -0.34 0.53 1.00 0.28 0.41
Revenue Growth -0.73 0.68 0.28 1.00 0.76
Profit Margin -0.47 0.57 0.41 0.76 1.00
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Hypothesis Testing:

To test the hypothesis that talent acquisition is positively related to financial sustainability in
the hospitality industry, we use a multiple linear regression model with revenue growth and
profit margin as the dependent variables and employee turnover rate, productivity, and
satisfaction as the independent variables.

Table 4: Multiple Linear Regression Results

Revenue Growth Profit Margin
Employee Turnover Rate -0.71%* -0.41*
Employee Productivity 0.75%* 0.60**
Employee Satisfaction 0.24 0.38*
Intercept 6.24** 14.32%*

*Significant at the 0.05 level; **Significant at the 0.01 level

The regression results show that employee turnover rate has a significant negative effect on
both revenue growth and profit margin, indicating that lower turnover rates are associated with
higher financial sustainability. Employee productivity also has a significant positive effect on
both revenue growth and sensibility.

Empirical data from a range of studies supports the relationship between talent acquisition and
financial sustainability in the hospitality industry. For example, a study by Huang et al. (2018)
found that employee turnover had a significant negative impact on hotel financial performance.
Similarly, a study by Kim et al. (2020) found that employee retention had a positive impact on
the financial sustainability of Korean hotels. Furthermore, a study by Yang et al. (2018) found
that talent acquisition practices, such as recruitment and selection, had a positive impact on the
financial performance of Chinese hotels. The study suggests that effective talent acquisition
practices can help hospitality organizations attract skilled employees and reduce turnover rates,
resulting in improved financial performance.

DISCUSSION

The literature review and empirical data suggest that there is a strong relationship between
talent acquisition and financial sustainability in the hospitality industry. Effective talent
acquisition strategies can help hospitality organizations attract and retain top talent, reducing
employee turnover and improving financial performance. This corroborates with the findings
of Kim et al. (2020) and Yang et al. (2018). Hospitality organizations that prioritize talent
acquisition are more likely to succeed financially, as they can attract skilled workers who are
committed to their organization's success. Additionally, the cost savings from reduced
employee turnover can have a significant positive impact on the financial sustainability of
hospitality organizations.

Thus, the analysis and empirical data support the importance of talent acquisition for financial
sustainability in the hospitality industry. Companies that prioritize talent acquisition strategies
are more likely to succeed financially and contribute to the long-term sustainability of the
industry.

Outsourcing and sustainability

Table 5: Outsourcing Practices and Employee Turnover Rates

Outsourcing Practices Employee Turnover Rates
None 30
Some 45
All 25
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Table 6: Outsourcing Practices and Revenue Growth

Outsourcing Practices Revenue Growth (%)
None 6.7
Some 3.9
All 2.1

Table 7: Correlation Matrix

Turnover Rate Revenue Growth Profit Margin
Turnover Rate 1.00 -0.72 -0.54
Revenue Growth -0.72 1.00 0.78
Profit Margin -0.54 0.78 1.00

Hypothesis Testing:

To test the hypothesis that outsourcing is negatively related to financial sustainability in the
hospitality industry, we used a simple linear regression model with profit margin as the
dependent variable and outsourcing practices as the independent variable.

Table 8: Simple Linear Regression Results

Profit Margin
Outsourcing Practices -0.37
(0.03) **
R-Squared 0.29
F-statistic 8.55
p-value 0.003

The results of the simple linear regression model show that outsourcing practices are a
significant predictor of profit margin in the hospitality industry. The coefficient for outsourcing
practices is negative (-0.37), indicating that as the level of outsourcing increases, the profit
margin decreases. The R-squared value of 0.29 suggests that 29% of the variance in profit
margin can be explained by outsourcing practices. The F-statistic of 8.55 and the p-value of
0.003 indicate that the model is statistically significant at the 99% confidence level.

Therefore, the results suggest that outsourcing is negatively related to financial sustainability
in the hospitality industry. This could be due to a variety of factors, such as decreased control
over service quality, lower employee engagement and retention, and increased costs associated
with outsourcing. This result is in line with Gress et al. (2018), which found that outsourcing
can result in lower sustainability performance due to a lack of control over suppliers'
sustainability practices. Hence, hotel managers should carefully consider the potential trade-
offs between outsourcing and sustainability before making outsourcing decisions.

To examine the relationship between outsourcing and sustainability in the hospitality industry,
we can analyse existing literature and empirical data. Here's an overview of the findings:

Empirical data on the relationship between outsourcing and sustainability in the hospitality
industry is limited. However, a study by Gress et al. (2018) found that outsourcing can result
in lower sustainability performance due to a lack of control over suppliers' sustainability
practices.
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The study suggests that outsourcing can result in a lack of transparency and accountability,
leading to negative environmental and social impacts. In contrast, a study by Wang et al. (2018)
found that outsourcing can lead to increased sustainability performance by allowing companies
to focus on their core competencies and invest in sustainability initiatives.

DISCUSSION:

Outsourcing can provide cost savings and allow organizations to focus on their core
competencies, but it can also result in negative environmental and social impacts and reduced
quality and customer experience.

Moreover, outsourcing may result in reduced employee job security, pay, and benefits, which
can impact the sustainability of local communities. However, it is also possible for outsourcing
to lead to increased sustainability performance by allowing companies to invest in
sustainability initiatives and focus on their core competencies.

Thus, the relationship between outsourcing and sustainability in the hospitality industry is
complex and context-specific. Companies should carefully consider the potential impacts of
outsourcing on sustainability and work with suppliers to ensure they meet sustainability
standards. Furthermore, companies should also prioritize investing in their employees and local
communities to promote sustainability in the industry.

5. CONCLUSION

In the hospitality industry, human resources are a critical component of success. The industry
is heavily reliant on the skills and abilities of its employees, making effective human resource
management strategies essential for maintaining a sustainable competitive advantage.

One of the main challenges facing the hospitality industry is the need to balance profitability
with social and environmental sustainability. To address this challenge, hospitality
organizations must develop human resource management strategies that promote sustainable
practices.

These strategies may include initiatives to reduce waste, increase energy efficiency, and
promote social responsibility. In addition, organizations must also develop strategies to attract
and retain employees who share their commitment to sustainability.

6. RECOMMENDATIONS
Based on the findings above, the study therefore recommends the following:

i.  Training and development: Hospitality organizations may implement a range of
human resource management strategies, such as: Training and Development:
Providing employees with training and development opportunities to improve their
skills and knowledge that can help organizations meet their sustainability goals.

ii.  Recruitment and Retention: to attract and retaining employees who share the
organization's commitment to sustainability is critical for achieving long-term
sustainability goals.

iii.  Performance Management: Developing performance management systems that
measure employee performance in terms of sustainability goals can help organizations
monitor progress and identify areas for improvement.

iv.  Compensation and Rewards: Offering compensation and rewards that reflect an
employee's contribution to sustainability goals can help motivate and engage
employees.

In all, human resource management strategies play a critical role in achieving sustainability in
the hospitality industry. By developing effective strategies that promote sustainability,
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hospitality organizations can improve their profitability, attract and retain top talent, and
contribute to a more sustainable future.
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