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Introduction

The growth of the tourism and hospitality industry in emerging markets is remarkable, especially
in places like Southeast Asia, Eastern Europe, and North Africa. International hotel brands are
penetrating these markets, and as they attempt to reach new customers, they face challenges in

attracting, developing, and retaining the right talent, given the various cultures and expectations.

This report outlines a global talent management strategy to help an international hotel chain
overcome these challenges. The report will be organized around three pillars: recruit, develop,
and retain. Each section includes evidence-based initiatives that are sensible in a local job market

and with teams of diverse cultures.

The report also considers how digital tools, such as artificial intelligence, can enhance
recruitment, support internal career mobility, and enable employee engagement when recruiting
colleagues. As a suggestion of how this might look regarding communications across the

organization, the report includes a press release, training email, and EVP campaign message.

The aim is ultimately to support the company's growth and contribute to building a skilled,

inclusive, and able workforce that reflects the company's values and local requirements.



Recruitment Strategy

in order to establish a business in a new tourism market, one of the significant elements is
recruiting the "right people." This is very important when considering an international hotel
chain entering Southeast Asia, Eastern Europe, and North Africa. There are trade-offs to consider
in hiring locally, with their cultural knowledge and understanding of the local consumer market,
or hiring experienced professionals from other regions, who will be able to set the company's

brand standards while allowing for successful operations consistency across locations.

One of the best ways to facilitate recruitment in such areas is to build relationships with local
universities, hospitality colleges, or job training agencies. By establishing a partnership with
these institutions, finding potential early career talent and giving a hotel brand visibility as an
employer in the local market is possible. Also, job advertisements must be based on culture,
value systems, and motivations. The cultural values motivating a candidate to apply for a job
opportunity in Southeast Asia may differ from those of an applicant looking at a job opportunity

in Europe, and these advertising messages need to be factored into.

To make the recruitment process easy and accessible appears simple, an international hotel chain
can use some instruments from the world of artificial intelligence. Al tools may enable resume-
screening automation, enable quick hiring decisions on position fit, and also identify unconscious
bias in recruiting decision rejection. In addition to these roles, using chatbots and schedule
automation can build efficiency, allowing HR teams to complete recruitment tasks quickly while

improving candidate experiences (Upadhyay & Khandelwal, 2018).

Additionally, the hotel company's employer brand should respect potential audiences. Incredibly
important is a compelling Employee Value Proposition (EVP) that will offer candidates
workspace opportunities for progression, pay equity, and respect for individual and cultural
differences. Different languages will be employed to make people fetch recruitment collateral,
and realistic employees from many different backgrounds will ensure applicants are represented

and feel valued.

This has potential value when delivering the same service across global business locations,
creating a positive brand perception in new local markets where the hotel operates, and having

local employees with local knowledge and trained staff. Ultimately, the recruitment strategy will



be accounted for and communicated as accessible, locally respectful storytellers enabled by
technology. As a hotel company respects cultural contexts while at the same time applying
innovative technologies, it will continue to build out an attractive pool of talent that capitalizes
on lifelong learners in a workforce who will grow eager to join an organization and become a

part of its future.
Employee Development Strategy

When hotels expand into new geographies, it is crucial to lay the structural framework to provide
and develop team members' development and create a flexible and service-orientated workforce.
The foundational stage of team member development begins with orientation and discussing
values, expectations of service, and operations. In specific emerging markets, where English may
not be the native language, it can also be beneficial to have an initial training module around
communications and some level of functional language competency, as this may increase team

interactions with guests (and with each other).

Offering employees opportunities to grow their careers is an important factor in retaining them,
and developing career path programs is a critical component of employee engagement. Hotels
should offer mentorship opportunities, cross-training, and paths to internal promotion. This will
make clear to employees the opportunity for growth and development and foster local leadership

and the future.

Portable and scaleable learning has, for the most part, a considerable impact on how flexible and
diverse the ways businesses can train employees. It is even possible to deliver nearly every
aspect of hospitality training online, using a learning management system (LMS) which can
provide online courses on the topics of Hospitality Skills (HOS), customer service concepts, and
safety protocols, and with new artificial intelligence platforms can build customized learning
pathways, based on assessable outcomes and personal goals (Pandita & Ray, 2018). This makes

training employees at remote or rural sites as simple as an e-learning survey.

The team can consist of numerous people, so it would be valuable to have cultural awareness
training. Simple multi-day workshops or digital-based, short modules covering aspects of local
customs and norms surrounding the workplace and communications could help collaboration and

understanding.



In conclusion, developing employees is, of course, an investment that adds to their level of skill
and loyalty. Employees who are predominantly supported and can demonstrate a career path are

more likely to remain connected with the hotel for long-term business health.
Retention Strategy

Keeping good employees is as important as hiring and onboarding employees, especially when
working in new markets, and the competition for skilled labor may be fierce. As the hotel and
hotel chain expands to new and unique global regions, considerations of a retention strategy must
also account for a culture that embraces and promotes employee wellness and career

development.

One of the easiest ways to promote retention is by offering a workplace culture that fosters
inclusion, fairness, and growth opportunities. Establishing the practice of regular feedback
channels, like anonymous employee surveys or managers doing check-ins with staff, can help to
manage pain points better before issues become turnover. Al-enhanced engagement software, for
example, shows the waves of engagement trends over time and provides real-time feedback to

HR about what is or is not working (Meijerink et al., 2021).

Recognition and rewards programs are another key retention factor. These rewards do not always
have to have a monetary value. Publicly recognizing qualified employees, personally thanking
them, and honoring local cultural holidays can help those employees feel relevant and
appreciated. Indeed, every type of recognition or reward is better than no recognition or reward.
However, consider promoting a style of recognition that is distinctive to the organization and that
can be replicated across multiple locations. Communicate expectations, where team members
understand performance-based bonuses and promotion opportunities can be shared among hotel

properties and are not viewed as personal competition.

Career mobility is one of the significant influences in retaining employees who are actively
engaged in an organization. Employees will typically stay where they are if they can envision
and be open to career pathways! Hotel chains typically need a clear internal job posting system
that employees can use to search and sign up for, clearly defined opportunities for mentoring

interested applicants, and regularly scheduled development meetings. Al can also help



employees align themselves to new roles based on their skills, career aspirations/personal

development goals.

Lastly, work-life balance and wellness programs can also play a role in retention, especially
within the hospitality sector, where burnout is prevalent. Flexibility in scheduling, awareness of
mental health resources, and culturally appropriate wellness solutions can all make a positive

difference in retention.

Retention is really about more than one thing. It is about developing an ongoing trust factor,
providing meaningful growth opportunities, and recognizing the value the employees contribute

to the organization every time they work.
Communication Materials
Press Release

New York Luxe Hotels (NY Luxe Hotels) is Expanding into Emerging Markets with a Global
Talent Inclusivity Strategy.

New York, NY- April 2025 — NY Luxe Hotels, a global hospitality leader, collectively
announced its expansion into Southeast Asia, Eastern Europe, and North Africa. This step
represents one of many taken as part of the company's commitment to growing sustainably while

investing in high-performing diverse teams within primary tourism markets.

As aresult, NY Luxe Hotels has initiated a new global talent management strategy that focuses
on inclusively sourcing talent globally, talent development, and long-term retention. The

initiative will help develop localized talent while building culturally relevant hospitality teams.

"People are the heart of our guest experience," said Jordan Ellis, Chief Talent Officer at NY Luxe
Hotels. "Therefore, we want to marry inclusive practices with advanced technology (Al to find,

provide support to, and grow the best talent globally."

NY Luxe Hotels' strategy will include partnerships with local Universities and training
institutions, a multilingual recruitment campaign, and Al-powered platforms to offer
personalized learning and internal mobility. The emphasis is building an engaged workforce that

reflects on the community served.



The initiative's first phase will launch in the country/region of [insert country/region] later this

year, and hiring and onboarding have already begun.
- Media Contact: -
Sarah Kim
Communications Manager, NY Luxe Hotels
press@nyluxehotels.com | (212) 555-0199

EVP Campaign Copy
"Grow with Us. Thrive with Us. Belong at NY Luxe Hotels."

At NY Luxe Hotels, we believe in more than hospitality we believe in people. Join a team that
embraces cultural diversity, champions your career development, and invests in the future.
Whether you're starting your career or ready to take charge, our goal is to help you begin your

journey here.

Conclusion

As NY Luxe Hotels expands into emerging tourism markets such as Southeast Asia, Eastern
Europe, and North Africa, having a strong global talent strategy is essential. This report outlined
a comprehensive approach focused on recruitment, employee development, and retention, all

adapted to fit culturally diverse and dynamic labor environments.

The recruitment strategy emphasized balancing local talent with international expertise, using
inclusive hiring practices, and incorporating Al tools to streamline and improve decision-
making. Development efforts were designed to support both new and experienced employees
through onboarding, digital learning platforms, and personalized career growth. The retention
strategy highlighted the importance of workplace culture, employee recognition, and internal
mobility—all supported by Al-driven engagement tools and feedback systems.Together, these
strategies aim to build a workforce that is not only skilled and service-focused but also diverse,
loyal, and aligned with NY Luxe Hotels’ values. The supporting communication materials—
press release, internal email, and EVP campaign—demonstrate how this strategy would be

clearly communicated across the organization.



Moving forward, it is recommended that NY Luxe Hotels implement these strategies gradually,
starting with pilot programs in one or two regions. This will allow the company to adapt based
on local feedback while maintaining consistent global standards. With the right investment in
people and tools, NY Luxe Hotels will be well-positioned for sustainable success in new

markets.
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