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Abstract

This study was designed to explore the extent of applying
strategic human resource planning process in five star Cairo hotels
and its impact of on employee performance. In order to achieve
this aim, a questionnaire form was developed and directed to a
random sample of human resources officials in a five star Cairo
hotels. A total of 100 questionnaires were distributed; only 94
forms (94%) were valid. The extracted results indicated that the
all hotels have a strategic plan to determine HR needs at the
investigated hotels. There are managers in investigated hotel who
have efficiency and high skill to accommodating strategic
thinking. Applying one strategic plan on all departments is
difficult. laws and legislation which relates on work law inside the
country is stable. HR officials classified political and economic
crisis which non setting in consideration during the strategic plan
are the main threat in applying. Based upon the findings, some
recommendations were suggested and directed to hotel managers.

Key Words: Human Resources, Strategic Planning, Human
Resources Management, Action Plan.




P Galall pBt0 et Yo\ A gy queliet) Sl Gaade — LK g Ao bl | oS Ao

duai] 39 G| (it yuniniel| 3 5 Guald (e | Ll
Syl 5 pRlill 0ol utudl] Gl (0 ke (gubi ot | e
gaadl |

il i) dadaiid) Ades Gadal (Sobe BLASTIWY Aulyul) S18 Ciosio
Cnabooll s1ai e Lo ,ilig pgomd (uoddl A8 (e 3palall Falid 2 Ayded) 2ylgelt
) Leg 939 Sl Bylalins! maanal @ ¢ Bugh! 148 G Jai (o - Faliat) Salin
@ S S Bplatls agd (puedntt BaLid 2 A el 3ylatl (S ghe (o Ailgdic Do
L) Sl . il Adlio cilss (748) Bylodiul 4¢ dadd ¢ Sylaiel Voo a2)sd
31t Ol Ll | culd Lol i) adad Lgaad GaLatl acen O G Al
Bylgllg 3 LasILs Hgaietn Balial! ol 2 el Al yd) A Baliad! & A yded!
Bulg Al fiwl Aad Gudad Ll (po ol fiw p 8GN Gladiwd ddlal
3 1a et (3g0lay AaLail) Oilay ;- il g (ndl9all Oof Les - Bty alud ¥l aces (Sle
S 9hue aiuay . il yiw¥ ! dadasill mgie Flgidl (8 deluny Satig 3 aiuwe W)
g sLST HLae YL Lgadng @i @f ) AalaidW g dowlowt! A0)¥ & yded! 3ylgt
O ) dadasil) Gedad sUS) eyl ddgild o8 Al fiwY) ddasd)
-BILAN (G pane (N Leguam 539 Ologid| (ams 1 581 @3 ¢ gilid! () 1alickulg
31510 By1a] ¢ (ol Sawdl dacdadnil) ¢ oy piied| 3yfat Aclio e kuiel] ot bulSd
et Aad Ay yad)
Introduction
Bdris (2012), described human resource planning (HRP) as
a long permanent process that organized completely to hiring the
HR effectively in the organization. Strategic human resource

planning (SHRP) helps in forecasting and reducing turnover
average of employees. This influential process motivates
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employees to work and decreases the turnover average of
employees (Philips and Moutinho, 2014). Hence, human resource
planning (HRP) processes have to be more strategically in
addition to design the future state of the establishment (Seymen,
2017). This study was going to investigate the subject of strategic
human resource planning in five star hotels and its impact of on
employee performance.
Aim of the Study

This study aims to determine the extent of applying
strategic human resource planning process in five star Cairo hotels
and its impact of on employee performance.

Research questions
1) To what extent hotels applied strategic planning in human
resources functions?
2) how can hotel management designs a frame work for strategic
planning?
3) what are the main steps that should be implemented to achieve
strategic planning?
4) What are the strengthen, weakness points of applying strategic
planning in human resources functions?
5) What are the opportunities, and threats of applying strategic
planning in human resources functions?
Research hypotheses
This study have main hypothesis as follows:
= There is a significant effect on 0.05 degree on SWOT
dimensions on applying strategic planning in human resource
management's functions.
Review of literature
An Overview of Human Resource Management(HRM)

Bratton and Gold (2007) defined human resources
management as combination of classic managerial personnel jobs
with performance management, employee communication and
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resource planning. The most popular HRM practice within
organizations refers to the employees within the organization and
some firm that deals with hiring, training and other employee's
issues (Ferguson and Reio, 2010).

Pinnington (2011) mention that HRM should ensure
alignment among organization’s mission, statement of policies
and moral principles.adition to that, HRM must create a culture
that adopt getting the right information to the right people at the
correct time (Minbaeva, 2013). Also, HRM must nourish the
“ultimate employee experience” by transform the tacit knowledge
into clear knowledge; build employee skills, creating bench
strength and competencies (Kaufman, 2014).also, HRM can
realize effective knowledge sharing and usage into everyday life.
It has the capabilities for measuring, creating and reinforcing the
knowledge-sharing expectation (Taipale, 2016).

According to Hartel and Fujimoto (2010), HRM involves the
management of the HR required by the organization and more
over being certain that HR is maintained and acquired for
objectives of promoting the organization’s plan, objectives, and
strategy. In other cases, HRM focus on securing, utilizing, and
maintaining an effective labor force, which organizations demand
for both their long term and short permanence in the market
(Little, 2011).

Brewster (2009) specified core HRM jobs namely staffing,
development and training, performance appraisal, compensation
and benefits, and lastly union and employee relations and health
and safety. In addition for HRM to realize its organizational goals,
managers must perform a number of main jobs which perform
what is often referring to as the management process (Bryson and
Ryan, 2012).

Human Resource Planning HRP as One of HRM Functions

According to Curson et al., (2010), Human Resource
Planning (HRP) as "the process for ensuring that the Human
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Resource s requirements of an organization are identified and
plans are made for satisfying those requirements". Snell and
Bohlander (2011) had shown that Human Resources Planning
(HRP) is “the strategically driven Human Resource Function will
be devoted to finding ways to help the organization gain
important advantages over its competitors”. Human Resources
Planning (HRP) is crucial to work success. Without it, there is a
little chance of the work having the right employee at the right
environment at the correct time doing the correct work (Amitabh,
2012).

Aslam et al., (2013) managed a research suggesting a
number of important of Human Resource Planning (HRP).
Planning is not as facile as one may think because it needs a
concerted potential to come out with a system that would facile
your labor. Commencing is complicated, however you start and
complete it you have a smile because each thing moves smoothly.
Planning is a process that has to be started from somewhere or
completed for the objective. It embraces gathering data that would
enable supervisors and managers make sound decisions. The data
obtained is also used to make good actions for achieving the
objectives of the establishment (Chapman, 2014).

The system does not assist the establishment only, but it
will also easy the function planning of the employees and help
them to achieve the aims as well. This augment motivation and
the establishment would become a good environment to work.
Human Resource Planning (HRP) forms an important side of
Management information system (Inyang, 2011). HR have a huge
task keeping speed with the all the changes and ensuring that the
correct employees are available to the establishment at the correct
time. It is changes to the structure of the labor force that force
managers to pay interest in HR planning. The changes in structure
of labor force not only impact the appointment of employees, but
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also the ways of training, selection, motivation and compensation
(Aslam et al., 2013).

There are some circumstances in which Human Resourcing
can be used in hotel industry. Armstrong (2009) specified that it
should to determine the numbers to be employed at a new
location. if hotels plus-do the size of their labor forces it would
carry surplus or under-utilized employee Instead of that, if the
opposite misjudgment is made, employees may be over worked,
making it impossible to meet production and service the deadlines
at the quality level predictable. Hotels going to Retaining highly
skilled staff by Control the extent of resignation, Find the reasons
for it, Organize what it is costing the organization, Compare waste
rates with different similar establishments (Boella, 2010).

Sadly, human resource planning (HRP) has not often been
successful; Bandt and Haines (2002) have recorded the following
as obstacles to completely execution of human resource planning
(HRP). Care of high management - for human resource planning
(HRP) to be viable in the long run, it should have the complete
support of at least one influential major executive. Size of initial
effort - many human resource planning(HRP) programs fails
because of an plus complicated initial effort, successful human
resource planning (HRP)programs start gradually and slowly
expand as they meet with success (Bandt and Haines, 2002;
Zakaria, 2013). Integration with organizational plan — HR plans
should be derived from organization's plans. The key here is to
improve better communication channels between the HR planners
and the organization planners (Ter Stege, 2014).

According to Dom et al., (2012), human resource planning
process deals with the activities involve in it. The Structure and
explanation below gives an overview of what goes into the
planning process. Figure 1 shows this process in details as
following below:
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Figure 1: Process of Human Resource Planning
Source: Dom et al., (2012)

> Business strategic plans - defining future activity initiatives
and levels demanding new skills.

> Resource strategy - planning to archive competitor advantage
by improving intellectual capital-employing, ensuring that they
improve organization specific skills and knowledge, and taking
step by step to become an ,,employer of choice” .
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> Scenario planning— estimating a plan where the establishment
IS going in its environment and the implications for HR
requirements.
> Supply/Demand forecasting —assessing the future demand for
employees, and assessing the number of employees likely to be
available from within and outside the establishment.
> Work turnover analysis - analyzing actual work turnover
trends and figures as an input to supply forecasts (Dom et al.,
2012).
An Overview of Strategic Planning

De Wit and Meyer (2010) known strategy as a plan or
pattern that integrates the establishment's major objectives, action
and policies sequences into a cohesive complete. Strategic
management therefore oversees these facilitates and alignments
the operations of moving from strategic planning to strategy
implementation (Kearns, 2012). Strategy can be defined as
depending on internal work resources, their fit in work
environment objective setting and their application to internal
abilities to respond to the market in which the work operates
(Pretorius and Maritz, 2011; Stefanovic and Milosevic, 2012).

Strategic planning is the combination of planning and
strategy. In other sides, it is the planning of strategy. Strategic
planning was improved to help establishment respond and
anticipate effectively to their dramatically changing environments
(Patnaik, 2012). Blatstein (2012) described strategic planning as a
particular kind of decision-making process having three
advantages. Firstly, having something done in advance of taking
behavior; that is, it is anticipatory decision making. It is the
process of deciding what to do or how to do it before action is
needed. Secondly, something needed when the desired future state
embraces an interdependent set of decisions; that is, a system of
decisions, which is too long to handle each at once and requires
that earlier decisions be revised in the light of next decisions. And
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thirdly a process directed towards producing more or one future
states, which are wanted and which are not expected to occur
unless something is done.
According to Burke et al., (2010), establishments should to
determine how far into the future they require to plan by at lower
five contributing organizational factors, namely; Product life
cycle, technological change, Lead-time, Present value,
Organization life cycle.
According to Kamau (2008) as cited from Dancer et al., (2006)
the issue-based (based -or goal) planning model extends from the
main strategic planning model. The processes include:
1. Internal/ external assessment to  recognize

strengths,  weaknesses, opportunities and threats (SWOT)
2. Strategic analysis to priorities and identify goals/ major issues
3. Design major programs (or strategies) to address goals/ issues
4. Update vision /design, values and mission
5. Establish actionplans (resource needs, objectives |,
responsibilities  and roles  for implementation)
6. Record issues, objectives, programs /strategies, updated vision
and mission, and action plans in a Strategic Plan document, and
attach SWOT, etc.
7. Improve the yearly Operating Plan document
8. Authorize and Develop budget for year one (allocation of funds
required to fund year one)
9. Conduct the establishment's year-one operations
10. Review /monitor / update /evaluate Strategic Plan document
Research Materials and Methods

In order to achieve the research aim, HR officials in a five
star Cairo hotels were surveyed. A total of 100 questionnaires
were distributed randomly in the investigated hotels (20 hotels)
during October to December 2018, only 94 forms (94%) were
valid to analyze. The questionnaire consisted of five dimensions.
Dimensions are Strengthen points , weakness points, The
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opportunities, The threats, Mechanisms of implementing with 26
attributes. The respondents were asked to answer this question by
using a five-point Likert-type scale (Strongly agree = 5, agree =4,
neutral = 3, disagree = 2 and strongly disagree = 1) to determine
the levels of agreement with the statements investigated the range
of each level of agreement was calculated as follow:

1=1:1.80 2=1.81:2.60
3=2.61:340 4=3.41:4.20
5=4.21:5

The Statistical Package for the Social Sciences (SPSS) version
24.0 was used to analyze and compute the collected data.
Reliability Analysis

Table 1: Alpha cronpach test

Number of Statements Alpha

26 0.72

Table 1 indicated that alpha coefficient of the questionnaires
dimensions was 0.72 (higher than 0.70). This result indicated to
the reliability and validity of the questionnaires for using in the
study.
Results and Discussion

The results involved two main stages. Descriptive analysis
was used to discover participants’ responses, and multiple
regression analysis were conducted to examine the affect
independent variables on dependent variable. The results obtained
were computed and analyzed in the following tables.
Table (2): Demographic Data of HRD Officials.

Demograph Attribute Statistics
ic Data Freq | % Rank
Gender | Male 78 | 83.0 1
Female 16 | 17.0 2
Total 94 100%
C 1)
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Age | Less than 40 years 67 | 71.3 1
From 41 — 50 years 20 | 21.3 2
More than 50 years 7 7.4 3
Total 94 100%
Educational | University Degree 70 | 744 1
level Postgraduate 24 | 25.6 2
Degree
Total 94 100%
Less than 5 years . ] 4
From 5-10 years 11 | 117 3
vears  Of e om10 15years | 70 | 745 | 1
EXxperience
More than 15 years 13 | 13.8 2
Total 94 100%

As it can be observed from the previous table 2 that, among
the 94 respondents, 78 respondents (83%) were male, and 16
respondents (17%) were female. The results refer to that the
majority of HRD Officials in investigated hotels were male. This
result may back to the desire of hotel management in hiring male
employees due to the nature of hotel industry. According to age
group, among the 94 respondents, 71.3% fell into the age group
less than 40 years; this was followed by age group from41 - 50
years by 21.3%. The age group more than 50 years was the
smallest group and presented by 7.4%. This result indicates that
the majority of hotel employees fall in youth category. With
respect to the educational level variable, a high proportion of the
tested sample (74.4%) have a university degree, , this is followed
by Investigated hotel employees with postgraduate degree which
was the smallest group and presented by (25.6%). According to
employees' years of experience, among the 94 respondents, 74.5%
have 10-15 years of experience; this was followed by group
employees with more than 15 years of experience (13.8%). The

C 22D
N




P Galall pBt0 et Yo\ A gy queliet) Sl Gaade — LK g Ao bl | oS Ao

employees with 5-10 years of experience was the smallest group
and presented by 11.7%.
Table 3: Is there a strategic plan to determine your HR needs at

the hotel?

Answers Freq. %
Yes 94 100%
No 0 0.0%

Total 94 100

Results in table 3 clearly indicated whether there is a strategic
plan to determine human resources needs at the investigated
hotels or not. The data summarized in the table ( 3) showed that
all of investigated managers (100%) ensured that there is a
strategic plan to determine your HR needs at their hotel.

Table 4: strengthen points

Statement Mean| SD | CHI* | P- |R

value

1. The senior management| 3.73 | 1.059 | 74.18 | *0.000
supports  the  strategic 2

thinking of Human
resources planning

2. There are managers in| 451 | .684 | 19.55 | *0.047
hotel who have efficiency 1
and high skill to
accommodating  strategic

thinking.
3. Physical resources are| 315 | .879 | 126.38 | *0.000
available to implement the 4

strategic plan.

4. There is data base for| 359 | 1.204 | 95.88 | *0.000 |3
human resources in the
hotel

5. There are specific places | 2.67 | 1.239 | 106.12 | *0.000
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to train employees on 5
strategic planning
Average Mean 3.53

*Significant at P< 0.05, S.D= Standard deviation, R= Rank

Table 4 revealed that, there was a significant difference
among respondents’ answers (p < 0.05). The general responses of
employees were agreement with average mean 3.53. According to
the results showed in Table 4 The respondents agreed on three
statements from all statements which are arranged according to
their means. The statement of " There are managers in hotel who
have efficiency and high skill to accommodating strategic
thinking" has got the highest percentage of agreement from the
respondents at (Mean=4.51). The statement of " The senior
management supports the strategic thinking of Human resources
planning” at (Mean=3.73). The statement of " There is data base
for human resources in the hotel" at (Mean=3.59).

Meanwhile, the responses of HR officials were neutral
with two statements from all statements which are arranged
according to their means. The statement of " Physical resources
are available to implement the strategic plan." at (Mean=3.15).
The statement of ™ There are specific places to train employees
on strategic planning " at (Mean=2.67).

Table 5: Weakness points

Statement Mean| S.D |CHI°| P- |[R
value
6. None of clarity of | 295 | .920 | 53.17 | *0.001
strategic thinking concept 3

for managers
7. Lack of communication | 2.86 | 1.292 | 109.65| *0.000
between managers and 4
employees
8. None of consistency in| 3.46 | 1.206 | 219.22 | *0.000
numbers and skills of the
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staff each all department 2
9. Difficulty applying one | 4.23 | 1.041 | 185.39 | *0.000
strategic plan on all 1
departments

10. Non-cooperation | 2.54 | 1,529 |223.06 | *0.000
between different 6

departments in applying

stages of strategic plan

11. In case of applying| 278 | .805 |148.28 | *0.000

strategic plan the >

employees may ask to

increase their wages
Average Mean 3.14

*Significant at P< 0.05, S.D= Standard deviation, R= Rank

Table 5 revealed that, there was a significant difference among

respondents’ answers (p < 0.05). The general responses of

employees were neutral with average mean 3.14.

According to the results showed in Table 5 The respondents

agreed on two statements from all statements which are arranged

according to their means as follows:

» The statement of " Difficulty applying one strategic plan on all

departments™ has got the highest percentage of agreement from

the respondents at (Mean=4.23).

= The statement of " None of consistency in numbers and skills

of the staff each all department” at (Mean=3.46).

Meanwhile, the responses of HR officials were neutral with three

statements from all statements which are arranged according to

their means as follows:

= The statement of " None of clarity of strategic thinking concept

for managers" at (Mean=2.95).

= The statement of " Lack of communication between managers

and employees " at (Mean=2.86).
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= The statement of ™ In case of applying strategic plan the
employees may ask to increase their wages " at (Mean=2.78).

On other hand, the respondents disagreed on one
statements from all statements as follows:
= The statement of " Non-cooperation between different
departments in applying stages of strategic plan" at (Mean= 2.54).
Table 6: The opportunities

Statement Mea | S.D | CHI P- IR
n 2| value

12. Academic institutions | 3.10 | 1.18 | 178.| *0.00
(colleges —institutes) 3 03 0
provide qualified and 4
trained graduates to work
in hotels
13. The Stability of| 3.46 | 1.09 | 112.| *0.00
country economic status 4 83 0
which helps on applying 2

strategic plan and non-
changing it for long time

14. Other hotel competition 1.23 | 99.1| *0.00
are not interested in| 3.26 5 7 0
applying strategic plan for 3

human resource
15. The Stability of laws | 3.85 | 1.12 | 78.4 | *0.00
and legislation  which 6| 4 0

relates on work law inside 1
the country
16. There are specialized | 1.77 | 1.04 | 162. | *0.00

expertise companies in 1| 10 0 5
setting strategic plan for
the hotel
Average Mean 3.09
*Significant at P< 0.05, S.D= Standard deviation, R= Rank
C 26D
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Table 6 revealed that, there was a significant difference among
respondents’ answers (p < 0.05). The general responses of
employees were neutral with average mean 3.09. According to the
results showed in Table 6 The respondents agreed on two
statements from all statements which are arranged according to
their means as follows:

= The statement of " The Stability of laws and legislation which
relates on work law inside the country " has got the highest
percentage of agreement from the respondents at (Mean=3.85).

= The statement of " The Stability of country economic status
which helps on applying strategic plan and non-changing it for
long time" at (Mean=3.46).

Meanwhile, the responses of HR officials were neutral with two
statements from all statements which are arranged according to
their means as follows:

= The statement of " Other hotel competition are not interested in
applying strategic plan for human resource™ at (Mean=3.26).

= The statement of " Data is collected from employees about
their training needs before prepare training courses for them " at
(Mean=3.10).

On other hand, the respondents disagreed on one
statements from all statements that " There are specialized
expertise companies in setting strategic plan for the hotel" at
(Mean= 1.77).

Table 7: The Threats

Statement Mea | SD |[CHI®| P- |R
n value
17, Increasing the | 3.98 | .961 | 113.2 | *0.00
declaration fees of staying 9 0
for foreign employees in 2
hotels
18. Increasing the| 3.31 | 1.02 | 79.34 | *0.00
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competition between the 7 0
hotels to  recruitment 4
qualified employees
19. Determination the| 2.29 | 1.07 | 224.6 | *0.00
country the minimum 4 7 0 5
wages for employees
20. Changing the laws | 3.47 | .876 | 176.7 | *0.00
which relates on the 8 0 3
insurance and pensions
21. Political and economic | 4.01 | 1.37 | 55.46 | *0.00
crisis which non setting in 2 2 1
consideration during the
strategic plan

Average Mean 3.41
*Significant at P< 0.05, S.D= Standard deviation, R= Rank
Table 7 revealed that, there was a significant difference among
respondents’ answers (p < 0.05). The general responses of
employees were agreement with average mean 3.41. According to
the results showed in Table 7 The respondents agreed on three
statements from all statements which are arranged according to
their means as follows:
= The statement of " Political and economic crisis which non
setting in consideration during the strategic plan” has got the
highest percentage of agreement from the respondents at
(Mean=4.01).
= The statement of " Increasing the declaration fees of staying
for foreign employees in hotels™ at (Mean=3.98).
= The statement of " Changing the laws which relates on the
insurance and pensions" at (Mean=3.47).
Meanwhile, the responses of HR officials were neutral with one
statements from all statements that " Increasing the competition
between the hotels to recruitment qualified employees" at
(Mean=3.31). On other hand, the respondents disagreed
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on one statements from all statements that " Determination the
country the minimum wages for employees” at (Mean= 2.29).

Table 8: mechanisms of implementing

Statement Mean| S.D | CHI? P- |[R
value

22. Planners are committed | 3.77 | 1.239 | 234.76 | *0.000
to do swot analysis before
preparing of the strategic 2
plan for the human
resources in the hotel

23. The planners are| 3.76 | .969 |105.02 | *0.000
committed the preparing of
the strategic plan by setting 3
strategic objectives to the
result of SWOT analysis

24. There are an available | 4.34 | 1.001 | 98.70 | *0.000
mechanisms and methods

which are used to achieve 1
desired objectives (i.e.,
action plan)

There are indicators for| 3.10 | 1.038 | 100.58 | *0.000
measurement  level  of
success in hotel action plan 4

26. The action plan is| 2.48 | 1.259 | 156.22 | *0.000
available the persons for 5
implementation\the  time
\available financial
resources in action plan

Average Mean 3.49

*Significant at P< 0.05, S.D= Standard deviation, R= Rank
Table 8 revealed that, there was a significant difference among
respondents’ answers (p < 0.05). The general responses of
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employees were agreement with average mean 3.49. According to
the results showed in Table 8 The respondents agreed on three
statements from all statements which are arranged according to
their means as follows:

= The statement of " There are an available mechanisms and
methods which are used to achieve desired objectives (i.e., action
plan)" has got the highest percentage of agreement from the
respondents at (Mean=4.34).

= The statement of " Planners are committed to do SWOT
analysis before preparing of the strategic plan for the human
resources in the hotel" at (Mean=3.77).

= The statement of " The planners are committed the preparing
of the strategic plan by setting strategic objectives to the result of
SWOT analysis" at (Mean=3.76).

Meanwhile, the responses of HR officials were neutral with one
statement from all statements that " There are indicators for
measurement level of success in hotel action plan " at
(Mean=3.10). On other hand, the respondents disagreed on one
statement from all statements that " The action plan is available
the persons for implementation\the time \available financial
resources in action plan” at (Mean= 2.48).

Table 9: Testing hypothesis

Parameters of
SOWT Regression T-test | p-value | Rank
(B)

(Constant) -2.257 -1.498 134
Strengthen 153 3681 | 000 | €
points third
Weakness points 51 3.863 033 The
second
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The 073 1.686 oog | The
opportunities fourth
The threats 514 10781 | 000 | Ihe

first

* = significant at P< (0.05

It is noticed from table 9, that the values of the Parameters of
Regression are less than 0.05.. Therefore, hypothesis zero could
be rejected and it would be accept alternative hypothesis (H1) that
there are significant effect on 0.05 degree for SWOT on taking the
decision of applying strategic planning in human resource
management's functions. Factors ranked as follow:

1. The threats (0.541)

2. Weakness points (0.251)

3. Strengthen points (0.153)

4. The opportunities (0.073)

Recommendations

Based on researcher reading on the topic of the study "strategic
planning" and the results that extracted from the field study, the
following recommendations could be suggested to hotel senior
managers:

1) Building a strategy when setting a HR planning is very
significant. Therefore, it should be providing a specific places to
train employees on strategic planning.

2) It recommended to set various scenarios during set the strategic
plan which be suitable for each department based on the
characteristics of its employee.

3) Before setting the strategic plan it should be ensure that there
is a consistency in numbers and skills of the staff each all
department.

4) Hotel management must find a way to contact with the ministry
of planning in order to benefit from experts in the Ministry or
sending hotels' managers specially HR officials to take a specific
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training courses in strategic planning and to know how they can
set an action plan.

5) Setting alternative scenarios that appropriate with crisis can
reduce the risk of political and economic crisis that maybe happen
and which not sets in consideration during the strategic plan.

6) It supposed to ensure that action plan includes all information
needed, such as; persons for implementation\the time \available
financial resources in action plan.

L Ass. Prof of Hotel management Faculty of Tourism and Hotels Mansoura University

*Master Researcher Faculty of Tourism and Hotels Mansoura University
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