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Introduction
IHG Hotels & Resorts has become a trendy international hospitality company due to the growth of its brands for travelers across all tastes and price segments. Through its global span that encompasses nearly 100 countries and territories of the world, the IHG hotel chain presents its customers with a great choice of accommodations ranging from exquisite resorts to budget hotels (Roy, 2022). Over time, IHG has become a trusted brand in the hospitality industry, offering premium services, quality guest experiences as well as innovative technologies. The development of the Human Resource Department (HRM) at IHG Hotels & Resorts comes in line with the strategy that the company is focused on the change of industry trends and the creation of a culture of top performance and inclusiveness (Čerović, 2020). With intentional staffing programs such as campus hiring, online job portals, and partnering with hospitality schools, IHG continually supplies itself with qualified staff. Considering that IHG puts an emphasis on employee engagement and retention, the organization has launched programs aimed at making the job a positive experience for their employees and increasing employee satisfaction (IHG, 2022).
This essay will explain in detail about strategic HR planning processes, recruitment stages, and planning process of IHG Hotels & Resorts along with demonstrating internal and external factors and links between personnel development and positive organizational outcomes.
Main Body
A strategic HR planning process is a practice that engages an organization's objectives with employees’ management and that involves several core elements. The process of staffing forecasting involves determining staffing demand and supply by assessing internal-external factors that may potentially affect demand and supply, trends in the industry, economic factors, and projected growth of the business (Wilton, 2022). The performed analysis allows HR professionals to forecast the required labor, thus, the human resources development strategies enable them to make up for potential talent gaps. HR goals setting and strategic planning refer to setting down concrete objectives and agenda for HR initiatives which incorporate the overall vision of the organization and mission fundamental requirements. By delineating specific objectives relative to hiring, training, retention, and diversity, HR staff ensure the consistency of their actions with the general goals of the organization (Stone, Cox, Gavin, & Carpini, 2023).
Strategically guided human resource planning also acts as a key element in the long-term sustainability and success of organizations like IHG hotels. It includes essential functionalities like personnel management, administering employee policies, pay and benefits matters, and training programs, and hence, it possesses rudimentary facilities (Kamal, 2023). A human resource planning process allows for the rational use of the available manpower by assessing the organizational needs and creating an optimum HR policy to accomplish the organizational objectives (George, 2019). IHG Hotel helps achieve the human resource strategy pillars, properly manages the budget, and hires competent employees using organized recruitment processes. IHG Hotel reviews its employees’ performances and skills during which time they can look at the gap or have excess of skills to ensure that the decision-making is informed. Having determined crucial shortcomings, the IHG Hotel department focuses on hiring or firing documents and follows these strictly to supplement the organizational goals. Extensive human resource planning, on the other hand, is a pillar for the IHG Hotel management allowing it to efficiently organize the workforce, attain organizational goals, and stay for the long term (IHG, 2021).
The area of human resources management is very demanding and relies on external as well as internal factors. Externally, SWOT analysis analyzes internal features of the organization as opportunities and threats while internally a SWOT is used to conduct a SWOT analysis that assesses strengths and weaknesses. Strengths and weaknesses are from the inside such as brand reputation of the company, the skill of the workforce, and organizational culture, but, on other hand, opportunities and threats have external factors issues, for example, market trends, laws and regulations, and competitors' pressure. Recognition of these dynamics is imperative for Human resource managers to devise efficient budget strategies that will be in line with the organizational goals and will address any inefficiencies or challenges that arise and may hinder performance (Taherdoost & Madanchian, 2021).
In perspective, a PESTLE analysis encompasses a macroeconomic environment and socio-political factors that are beyond the organization and may affect how the organization's resources. These factors, such as political stability, economy, social tendencies, technological developments, legal environments, and environmental issues, are all of importance (George, 2021). People professionals making use of PESTLE factors for example will be able to identify the external forces, which form labor market trends, workforce demographics, talent availability as well as regulatory compliance requirements. Through foresight and readiness to adapt to external factors such as new work patterns, legal considerations, budget changes, and consumer attitudes, personnel will be able to respond to evolving issues promptly and thereby guarantee the organization's staying competitive and sustainable for years to come (Roy & Chowdhury, 2021).
The IHG Hotels & Resorts, is known mainly for its international coverage as well as versatile hotel brand spectrum, and according to its internal environmental analysis through SWOT it was revealed that the company has solid market reputation and an extensive presence throughout the whole globe. It also possesses considerable experience in industry and has been able to create loyal customer loyalty. Such distinctive features give IHG a competitive edge in the travel and accommodation industry and, consequently, expand its shareholder value and add more value for clients (Voegeli, 2021). Despite this, weaknesses remain, for example, difficulties in workforce diversity, employee turnover, and operational efficiencies in the regions are the usual issues. The hospitality environment is quite competitive and IHG understands these flaws to enhance and maintain their growth and profitability in the hospitality industry (Seffar, 2020).
Socially, IHG faces a dynamic external environment in which there are many PESTLE factors at stake. Innovating technology, alteration in demand of consumers, and vanning regulatory compliance are the main external factors shaping IHG's sourcing decisions (Frank, 2024). The advances in technology bring to IHG a range of new options to improve operational efficiency and the guests' experiences through digitalization and data analysis. Regulatory compliance does pose a challenge in the form of labor laws and environmental standards; hence, IHG as a responsible global operator, is required to put in place strong risk management measures to ensure ethical and legal operations across its network of properties (Singh et al., 2024).
In the recruitment stages and the selection process, all the facets including identifying, attracting, and hiring candidates to fill the position in an organization involve the systematic approach. It incidentally starts with finding a job to be vacated and then doing an intense job analysis to specify the duties, abilities, and skill sets that would make a perfect for that role (Hamza et al., 2021). A wide variety of sources that include job advertisements within the organization and external job boards, recruitment agencies, and employee referrals, for example, are utilized as the main sourcing strategies. To this end, resumes received are scrutinized in a process of screening candidates who meet the job criteria before initial correspondence utilizing contact for communication and arranging interviews is affected (Abbasi, Tahir, Abbas, & Shabbir, 2020). Through the implementation of interviews, evaluations, and verification processes, the hiring team decides which candidate should be offered the position and faces the task of familiarizing the new employee with the company through the processes of offer negotiating and onboarding. Every step in the recruitment process is thoughtfully engineered to select the most appropriate candidate who is good for the company not only because they share the firm's vision but also because they possess the necessary traits and abilities (Aliyu, 2021).
The current recruitment and selection process of the IHG Hotel doesn’t involve an HR planning policy that is meant to supervise talent acquisition, and that is why inefficiencies take place in talent acquisition. Then, the recruitment strategy relies heavily on the promotion of open positions through various media channels including media channels such as television, newspapers, and the official website. Interested resumes are collected and screened to narrow down a shortlist of the best applicants. Thereafter, the prior candidates, as in the telephone interviews, are obliged to undergo a conversational interview to better evaluate their qualifications. At later level, they take through a series of aptitude tests and psychometric assessments aimed at determining its suitability for the job. Finally, the shortlisted candidates take part in a face-to-face interview during which their abilities and knowledge are analyzed through direct and unambiguous interaction that even takes up body language. Culminating this selection process, the most suitable candidate is shortlisted from the last round of face-to-face interviews and is extended an appointment letter with qualifying conditions to formally accept the job (IHG, no date).
The development of personnel is the foundation of organizational improvement and crucial for the growth of individual employees professionally and to be competent enough to a higher level. Training programs, mentorship positions, and career development programs are among the most important instruments aimed at developing people and promoting the culture of learning within the organization (Arulsamy, 2023). Employees being trained and properly equipped with newly acquired skills and knowledge tend to be more engaged, motivated, and productive. Consequently, there is a direct link between employee performance, customer satisfaction, and profitability. Employee development creates healthy employee retention and talent management employs opportunities leading to career promotion and personal growth. Employees who receive career development support are keener to stay with the organization as it leads to lower turnover rates and in return, these companies save on recruiting fees (Elsafty & Oraby, 2022). Besides, among other things, such professional development training enables the company to detect and cultivate high-flyers, those who can bridge the gap of deepening leadership and carry the company forward (Elsafty, 2022).
Employee development is probably the most significant aspect in view of hospitality, where it regards it from the perspective of guests' satisfaction and loyalty. Experienced and motivated employees are more likely to deliver desired service, offer reasonable solutions for problems, and predict guests' needs, which consequently leads to a better guest experience. Such behaviors thus produce client loyalty, positive recommendations, and repeated sales that over time yield revenue growth and expanded market share (Calisto, 2023).
However, IHG Hotels and Resorts court its human resources development by having certain initiatives set in place to empower the employees with the knowledge, attitudes, and work-life experiences necessary for them to succeed. The organization spends much on comprehensive training activities designed for various job classifications and career levels (Čelić, Milićević, & Đorđević, 2021).  In this way, every employee in the organization has access to resources that he or she can exploit to succeed in his or her job/position. IHG's training interventions are vast in both range and depth and focus on hospitality service standards, technical skills, leadership skills, and diversity and inclusion (IHG, 2020).  
Furthermore, IHG gives employees the chance to get professionally promoted and start a career by using mentorship programs, leadership courses, and talent management initiatives. The organization of performance management in the firm is inclusive of performance feedback, career discussions, and goal setting among employees (IHG, 2020).
Conclusion
IHG Hotels & Resorts shows results for the necessity of human resource planning, recruitment, and good employee development as factors making organizations effective and competitive in the hospitality industry. Effectual performance of HR functions is enabled by integrating the HR strategies with the organizational goals thereby enabling employees to be effectively recruited, engaged and thus, building the organizational capacity through the training and development initiatives. Undeniably, IHG’s determination and versatility, as well as its capability to operate efficiently not only domestically, but also internationally cannot be underestimated.  Through its strengths and the addressing of its weaknesses, IHG propels its sustainable growth and delivers unparalleled experiences to its guests, thus becoming the leading global hospitality firm. The holistic approach to the HR management of IHG helps it in its long-term goal of seeing its workforce grow and in it maintaining a legendary reputation for quality forever.
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