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Abstract 

Strategic human resource management is moving quickly from a background 

function to a key engine of ability for organizations, especially in people-driven 

industries such as tourism. In Uzbekistan, with tourism now seen as a national 

priority, companies face mounting pressure to ensure their HR practices serve 

rather than limit long-term goals. This article shines a light on SHRM in the 

countries travel sector by analyzing survey data, highlighting the gap between 

foreign and domestic firms, and sketching a step-by-step plan to lift SHRM 

maturity. Evidence shows that foreign brands use formal, tech-laden HR systems 

whereas many local firms still operate through personal networks and make-do 

solutions. To close the gap, the study urges executives to champion digital tools, 

invest in leadership pipelines, and weave environmental and social goals into 

everyday HR work.  
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Introduction  

Uzbekistan's tourism sector is swiftly changing, thanks in large part to heavy 

spending on roads, airports, hotels, and to visa rules that are friendlier and 

marketing that proudly calls the country a modern Silk Road hub. With these 

advances, companies must rethink how they attract, develop and retain talent. 

Strategic human resource management, as spelled out by SHRM, links hiring, 
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performance reviews, training and succession planning directly to wider business 

goals. Tourism is now a cutthroat industry, not just regionally but worldwide, and 

guests expect flawless service year-round. To meet that bar while coping with 

seasonal highs and lows, firms must build teams that learn quickly, adapt 

naturally, and stay engaged even when the crowds thin. Success therefore rests 

less on buildings or apps and more on people who greet travelers, solve problems 

on the fly, and embody the brand promise every day. SHRM, by structuring these 

people-centered practices, gives organizations the agility, creativity, and long-

term steadiness they need to thrive. Uzbekistan's tourism boom puts considerable 

pressure on the country to modernize the way it recruits, trains, and retains 

employees in that sector. Too many local businesses still hire through personal 

networks, provide hit-or-miss on-the-job training, and never link people practices 

with long-term goals. At the same time, new international resorts and agencies 

arriving in Tashkent and Samarkand usually roll out structured hiring, 

performance scores, and digital tools taken straight from global playbooks. This 

uneven situation creates a useful backdrop for side-by-side assessment. 

In this study, we map the current tourist-related SHRM landscape in Uzbekistan, 

spot the main gaps between homegrown and foreign firms, and then see how those 

differences drive everything from guest satisfaction to staff turnover. We focus 

on three guiding questions: To what extent do local companies run HR in a 

planned, strategic way? What internal and external obstacles coach still hold them 

back, and which small wins ever show progress? Finally, what practical policy 

moves or day-to-day manager decisions could close the remaining distance 

between local practice and world-class standard? 

 

2. Literature review and theoretical framework 

Strategic human resource management (SHRM) has emerged as a cornerstone of 

modern management thinking, ensuring that people-oriented policies and actions 

are intentionally united with an organizations long-term objective. SHRM may 

be framed as the forward-looking alignment of human resource systems with 

corporate strategy in order to enhance overall performance. This view marks a 

clear shift from earlier personnel work, which focused mainly on compliance and 
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record keeping, toward a proactive practice that stresses strategic workforce 

planning, leadership grooming, and continuous organizational learning.  

A number of key theoretical perspectives offer insight into the ways that SHRM 

influences durable business results and help explain why human-related strategies 

matter in turbulent markets. 

 

Resource-based view (RBV). According to this perspective, a firm’s edge stems 

from resources that are valuable, rare, hard to copy, and impossible to replace. 

Human capital-the unique mix of employee’s skills, knowledge, and abilities-is a 

resource that often meets those criteria. When organizations recruit, train, and 

retain this kind of distinctive talent, they protect their competitive ground; thus, 

SHRM practices are not optional but vital to long-term success. 

 

Best-practice and best-fit models. A longstanding argument in strategic human-

resource management literature contrasts the Best-Practice and Best-Fit 

paradigms. Advocates of the Best-Practice model contend that universal policies 

such as extensive training, performance-linked pay, and high employee voice 

consistently drive better organizational results, regardless of industry or locale 

(Pfeffer, 1998). In contrast, the Best-Fit perspective maintains that any set of 

policies gains strength only when it aligns with an organizations strategy, culture, 

and prevailing market or institutional forces, thereby demanding a tailored and 

contingent approach (Boxall & Purcell, 2008). Taken together, these views frame 

a broader conversation about whether effective HRM should be prescriptive or 

diagnostic, emphasizing context-sensitive design. 

 

Human-capital theory. Becker (1993) formulates human-capital theory by 

framing expenditure on education and skill building as a capital investment that 

raises future output, thus linking employee development directly to superior 

financial performance for firms. By videoing development expenditures this way, 

the theory casts learning, mentoring, and continuous capability enhancement not 

merely as good practice but as strategic, quantifiable assets that agencies must 

actively cultivate within a high-performance model. 
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In the tourism sector, strategic human-resource management (SHRM) takes on a 

special importance. The business is plagued by persistent problems-empty 

positions, peak-season surges, and wide swings in service quality-that can hold 

back a hotel, airline, or destination (Baum, 2015; Kusluvan et al., 2010). When 

HR policy is treated as a strategic partner, it can line up capable, engaged workers, 

steady the level of service, and give the firm the nimbleness to shift with market 

demands. Field studies across hotels, travel agencies, and carriers have pinpointed 

several SHRM tools that sharpen an organizations competitive edge. Targeted 

recruitment campaigns pull in candidates whose knowledge and temperament fit 

the ethic of service excellence (Tews et al., 2013). Ongoing training and career-

development sessions lift competencies and boost the adaptability staff need in 

fast-moving environments (Baum, 2015). Cloud-based HR platforms, from 

payroll to time-tracking apps, cut paperwork, speed tasks, and place timely data 

in managers hands (Sigala, 2018). Succession plans, meanwhile, groom the next 

generation of leaders who will steer growth and guide teams through change 

(Kusluvan & Kusluvan, 2000). Evidence shows that when these practices are 

woven into the corporate fabric, guest satisfaction rises, workers feel more 

engaged, and profits trend upward (Kim et al., 2016).Nonetheless, many domestic 

companies still lean on unofficial HR routines and do not have the budget or 

expertise needed for systematic workforce planning (Baum & Devine, 2007). 

Taken together, existing evidence shows that SHRM drives competitive edge in 

tourism by linking people strategies to corporate aims, investing in staff skills, 

and tuning practices to local conditions. This theoretical backdrop shapes the 

present project, which investigates SHRM in Uzbeks own travel market. 

 

3. Methodology 

The present investigation utilized a descriptive-comparative research design to 

examine Strategic Human Resource Management (SHRM) practices in Uzbeks 

tourism industry. The descriptive component offered a snapshot of current SHRM 

activities, whereas the comparative part highlighted similarities and differences 

between wholly domestic firms and those operating as joint ventures or foreign 

subsidiaries. Data were gathered through a structured questionnaire expressly 

created for this project. Drawing on established SHRM literature and adapting 
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items to the tourism sector, the instrument addressed key areas such as alignment 

of HR strategy with business goals, staff training and career development, digital 

tools in HR operations, and formal succession planning. Employing a 

standardized questionnaire assured uniform data collection and facilitated later 

statistical and thematic comparisons among the organizational groups. A 

purposive sampling strategy targeted individuals occupying senior or operational 

HR roles within the industry. In total, 50 respondents participated, including HR 

managers, line supervisors and specialist officers directly responsible for people 

management. Participants represented a balanced mix of domestic enterprises and 

international joint-venture firms across the Uzbek tourism sector, providing a 

broad and inclusive perspective on SHRM practice. 

Data collection unfolded over a set interval, allowing participants enough time to 

reflect on questions and submit considered responses. Questionnaires circulated 

in both printed and online formats, based on what each respondent found easier. 

Once the responses arrived, the research team sorted them by hand, grouping 

answers into broad themes. During this process, they noted repeating motifs, 

contradictions, and stylistic differences in strategic human-resource management 

between state-owned and private tourism firms. They supplemented the 

qualitative coding with straightforward counts of key survey items, so that 

numbers illuminated, without overshadowing, the richer text-based insights. 

Together, these descriptive and comparative angles painted a balanced picture of 

SHRM across the Uzbek tourism industry and identified strengths worth 

reinforcing as well as weaknesses that merit attention. 

4. Findings and discussion 

 

SHRM practice implementation. The examination of strategic human resource 

management implementation shows clear differences between local and 

international firms. Slightly more than half the respondents-58 percent-said they 

had a written human resource strategy; however, only the international companies 

and joint ventures could point to specific ways that HR work supported longer-

term business aims. Most local firms still relied on patchy, unwritten practices 

developed as issues arose, with no formal policy or detailed plan in place.  
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Training and development demonstrated one of the widest gaps between the 

two groups. Overall, only 44 percent of organizations maintained structured 

programs; international firms, in contrast, regularly offered workshops, e-

learning modules, and recognized certificates as part of a continuous development 

culture. Local enterprises tended to arrange learning on short notice, usually in 

response to an immediate operational requirement rather than a forward-looking 

strategic goal.   

 

Technology adoption followed a similar pattern. Approximately 70 percent of 

international respondents reported using sophisticated human-resource-

information systems, cloud scheduling, and digital-performance trackers, yet that 

figure dropped to only 36 percent among local firms. The majority of local 

organizations continued to rely on paper files or basic tools such as Excel 

spreadsheets, a practice that hampered analytic insight, slowed decision making, 

and added unnecessary administrative burdens. 

 

Succession planning remains scarce among regional firms. Formal processes to 

spot and groom future leaders exist in only 12 percent of companies; international 

subsidiaries, in contrast, routinely implement development tracks and mobility 

paths. Local businesses typically promote personnel informally, privileging 

length of service or personal familiarity over systematic assessment. 

 

Strategic outcomes 

To estimate the effects of SHRM, we asked managers how these practices shaped 

service quality, employee morale, and overall performance. A comfortable 

majority-58 percent-agreed or strongly agreed that strategic HRM produced 

positive gains across all three areas. Still, the degree of perceived advantage 

varied noticeably by ownership type. International subsidiaries regularly attribute 

higher customer satisfaction and lower turnover to their structured HR programs. 

Firms that dedicate effort to targeted recruitment, thorough onboarding, and 

ongoing skills training report stronger retention and steadier service delivery. 

Leaders within those firms also mention clearer performance benchmarks, fairer 

promotion criteria, and improved dialogue between staff and management as 
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additional dividends of the formalized approach. In contrast, local businesses 

reported more difficulties in keeping skilled employees and delivering services at 

a steady level. The leaders of these firms admitted that, although they saw the 

benefits of strategic human-resource management, limited budgets and a lack of 

experience often held them back from putting the idea into practice. Because, they 

seldom used clear metrics or evaluation tools, they struggled to measure progress 

or defend spending more money on HR. Firms that did adopt SHRM tended to 

develop more proactive workplace cultures. They were also more likely to set up 

feedback channels, back employee-recognition initiatives, and link personnel 

policies to wider goals such as sustainability or innovation. These patterns 

suggest that treating SHRM as a planned, ongoing strategy, rather than a 

reactionary task, is key to realizing its full value. 

 

Comparative summary 

Area  Local firms  International firms  

HR Strategy  Informal  Structured & aligned  

Recruitment  Network based  Formal, merit based  

Training  Occasional  Continuous & strategic  

Tech in HRM  Limited use  Widely used  

Succession planning  Rare  Systematic  

 

Influencing factors: PESTEL Analysis 

A PESTEL review was carried out to identify the broad external forces affecting 

how strategic human resource management (SHRM) is put into practice within 

Uzbekistan's tourism sector. By examining each of the six categories-political, 

economic, sociocultural, technological, environmental, and legal-the analysis 

aims to clarify the context in which HR initiatives succeed or struggle. 

 

Political factors  

Recent governance reforms have steadied Uzbekistan's politics and, in turn, 

provided a more predictable platform for travel and hospitality to expand. With 

authorities now touting tourism as an engine of growth, ministries allocate larger 

budgets, issue welcoming regulation, and fund national advertising. That top-
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level endorsement pushes state-owned and joint venture resorts and agencies to 

codify SHRM routines, linking personnel strategy directly to broader economic 

ambitions. 

 

Social factors  

Uzbekistan boasts a youthful workforce, yet many employees enter the tourism 

sector with little specialized training or exposure to global service norms. Such a 

gap makes targeted skills development essential, combining technical 

competencies with customer-oriented soft skills. At the same time, rising 

awareness of gender equity is beginning to reshape human-resources policies, 

prompting urban tourism centers to craft workplace cultures that are more 

inclusive and responsive to women. 

 

Technological factors  

Technology use in tourism HR departments is anything but uniform. Some firms 

have adopted Human Resource Information Systems (HRIS), online job portals, 

and applicant-tracking software, while others follow paper-based routines. Cloud 

payroll platforms, mobile-learning tools, and e-recruitment channels appear 

mainly in companies with foreign investment or strong international ties. Wider 

rollout of these digital resources could boost administrative speed, data accuracy, 

and overall workplace transparency. 

 

Environmental factors  

Global calls for sustainability are slowly reaching Uzbek tourism, sparking the 

first “Green HRM” efforts. Recruiters are beginning to weigh candidates’ 

commitment to conservation, trainers are building eco modules into onboarding, 

and resorts invite staff to partake in clean-up drives. Though still nascent, such 

initiatives signal a tentative marriage of environmental goals and HR strategy, 

especially among destinations eager to court planet-minded travelers. 

 

Legal factors  

In recent years, Uzbekistan has launched labor law reforms intended to bring 

domestic practices into closer harmony with international norms. The updated 
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provisions cover areas such as maximum working hours, gender equality, and the 

protection of basic employee rights. Yet spotty enforcement and a lack of 

understanding among many small and medium enterprises SMEs still obstruct 

full adherence. As a result, Human Resources teams must balance these shifting 

legal duties with the everyday constraints they face, a tension that shapes the 

formality and strategic reach of their policies. 

 

Case example: Silk Road Samarkand (SWOT Analysis) 

To illustrate the real-world workings of strategic human resource management, 

this study examines Silk Road Samarkand, an influential tourism hub that fuses 

global hospitality norms with Uzbek cultural flair. The ensuing SWOT analysis 

unveils how the resorts internal strengths, weaknesses and the broader external 

environment shape the success of its SHRM initiatives. 

 

Strengths 

The complex rewards itself with a unified HR platform that merges recruitment, 

payroll and performance appraisal into one seamless process. A multilingual 

workforce lifts service standards and broadens the sites international allure. 

Essential financial backing from the state and overseas investors underwrites 

onboarding schemes, regular training sessions and the digital tools that sustain 

modern HR practice. 

 

Weaknesses 

Still, the property lacks a codified succession plan, leaving the future of critical 

management posts vulnerable. Heavy reliance on seasonal recruits further 

depresses service consistency and dampens employee morale; such churn 

prevents deeper talent nurturing and blocks the slow, steady work of forging a 

resilient organizational culture. 

 

Opportunities 

The hospitality complex could build on its existing Human Resources 

Management system by embedding environment-friendly policies, aligning 

practice with current global moves toward sustainability. Collaborating with 
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nearby universities and technical schools would create a steady talent pipeline, 

cut hiring expenses, and fill identified skill shortages. Expanding training around 

international service benchmarks stands to boost both employee competence and 

guest satisfaction over time. 

 

Threats 

Strong cultural norms favoring hierarchy and informal decision-making can slow 

formal HR rollouts, curbing employee involvement and fresh ideas. In an industry 

accustomed to high turnover, losing even a few skilled workers lifts recruitment 

costs and re-starts lengthy training cycles. If these barriers are left unchecked, 

service quality and overall organizational health could stagnate or decline in the 

longer term. 

 

5. Recommendations 

 Expand local HR capacity. Collaborate with nearby universities and recognized 

global HR groups to offer structured, formal training. In addition, programs that 

grant short certificates and link graduates with real-world internships should be 

promoted, thereby narrowing the skill gap the sector now faces. 

  

Accelerate digital adoption. Direct fiscal incentives-such as targeted subsidies 

or tax breaks-to tourism businesses that implement digital human-resource 

systems. Meanwhile, governments and trade associations can jointly design 

affordable, cloud-based HRIS that truly meet the day-to-day needs of small and 

medium enterprises. 

  

Strengthen leadership pipelines. Urge companies to formalize succession 

planning by introducing mentorship tracks, reliable talent-mapping tools, and in-

house leadership academies, so promising employees are consistently prepared 

for future managerial roles within the industry. 

 

Align policy and incentives. Embed strategic human-resource-management 

principles into national tourism and labor frameworks, then reward compliance 
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through grants, public recognition, or preferential licensing, thus encouraging 

more firms to raise their HR standards. 

 

Embed ESG in HR Strategy. Integrate clear environmental and social 

governance objectives into every HR plan, and set green hiring, diversity, and 

pay-equity goals as mandatory organizational KPIs, to strengthen brand 

reputation among international travelers who value sustainability. 

 

6. Conclusion 

Strategic human resource management stands as a cornerstone for building a 

competitive and sustainable tourism industry in Uzbekistan. Research shows that 

while foreign companies in the country adopt well-organized, technology-driven 

SHRM systems, many domestic enterprises still depend on informal, outdated 

methods. Closing this divide demands a comprehensive approach. It should boost 

HR skills, embed digital tools, and tie operations to changing national policies 

and global tourism benchmarks. Equally, anchoring sustainability, inclusiveness, 

and innovation in HR plans will be crucial for enduring industry change. The 

evidence therefore confirms that SHRM is no longer a lofty concept; it is a 

practical must for any firm wanting to succeed in Uzbekistan’s fast-moving 

tourism scene. By embracing modern HR policies, local and foreign businesses 

alike can play a vital role in the country’s economic diversification and deeper 

global connections.  
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