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Introduction

Oleghe and Salonitis (2018) highlight a bi-directional relationship between Lean practices and human resources (HR), Reseal‘ch SCOpe
wherein HR factors influence Lean implementation and vice versa, irrespective of their direct involvement in the
process. Thus, effective Lean implementation not only impacts cost, quality, and productivity but also influences the

optimisation of human resources (Valente, et al., 2020). R y
1 pracices

Given the hotel industry's customer-centric nature and the pivotal role of human talent within it, the effective
management of talent represents a critical avenue for hotels to elevate their performance. Structured talent

management enables hotels to identify and utilise talent effectively, addressing the challenge of talent waste in forms of Utilising Utilising
unutilised talent or talent loss (retention) and enhancing organisational effectiveness (Jekiel, 2020). Lean to HRM
support practices to
. . . . . . . HRM support lean
Therefore,this study is grounded in both talent management and Lean literature and seeks to establish how integration practices

of Lean in TM can enhance talent utilisation within the hotel industry.

I‘ LEAN

Aims & Obejctives
[
The aim of this thesis is to critically evaluate the potential impact and value of adopting a strategy of Lean talent management
in the hotel sector. In order to achieve this aim, four objectives were established:

« To evaluate the current level of Talent Management adoption in the people’s talent utilisation hotel sector as a means of Talent Management
understanding talent waste.
« To explore the implications of Lean Talent Management practices and processes in hotel firms ‘i‘—‘—‘—‘
« To identify the ways that Lean Talent Management can contribute to the success of an organisation via optimising people talent
utilisation in the hotel organisation. Resourcing Development Retention Performance Management Reward & Recognition

« To develop a conceptual framework that allow hotel firms to use Lean Talent management as a mechanism for addressing talent
issues.

Identified Gaps iIn the Literature

Talent Management Lean Management

* Lack of empirical research specifically examining
the implementation of Lean methodologies within
the hotel sector (Perdomo-Verdecia, et al., 2022).

Lean represents a managerial
philosophy aimed at enhancing
organisational processes,
relationships, and outcomes through
the ongoing improvement of
interconnected socio-technical
practices within the organisation.
Consequently, Lean methodologies
possess the capability to influence
both the design and implementation
of work processes, as well as the
experiences and circumstances of
employees (Bortolotti et al., 2015).

Noticeable gap in adoption of a holistic talent
management system and limited studies
exploring the synergy among TM practices
(Horner, 2017).

The primary mission of HR
departments in firms 1s to
facilitate the achievement of
strategic goals, recognising
employees as the
organisation's most valuable
asset (Trubetskaya & Mullers,
2021).

Talent

* Limited attention to human elements of Lean in the
service sector (Signoretti & Sacchetti, 2020),
specifically within the hotel industry.

Scarce empirical research regrading effective
talent utilisation (Daghfous & Belkhodja 2019).

Value

Limited study regarding the synergy between

I com and TM in the Bterature. Limited attention to role of employees in Lean

literature and scarce study on how Lean influences
employvees in this context, particularly within the
distinct hotel environment.

Summery of Literature Conceptual Framework

= O\
 The TM architecture needs to possess the capacity for identifying, managing, and establishin Resourcing
specific pools of knowledge and skills (talent) within the organisation (Kang, Morris, & Snell, Indirect effects
007). This proficiency enables the organisation to set itself apart competitors (Sparrow & Otaye- ' Changes in
Ebede, 2014). Development
organisational
* Given the people-centric nature of service provision (Farrington, et al., 2018) and the diverse . _ outcomes
workforce portfolio in hotels, addressing talent waste, such as underutilisation and turnover, Context i
re%ulres the adqptatlon of TM architecture with key Lean principles integrated into core practices ™ R
and processes. This adaptation aims to optimise the value derived from the organization's people Lean
(Sparrow & Otaye-Ebede, 2014). Appraisal
System (PM)
* The central focus of this study lies in exploring the amalgamation of Lean principles with talent S
management, investigating its potential to “enhance talent optimisation through balanced talent S
acquisition, development, performance, and retention strategies, processes, and policies within
h}?tel enwronme;nt? ’ (Schlemi'mn, 2014, p. 218f%) w1th1nkh0tel environments form the focal point of \& 4
this study and displayed 1n below conceptual framework. SVGIE iotisiisaniirattices Chan ges in

K fndirect effeis ) employee

outcomes
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