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This paper looks at how a top international hotel brand handles its human resource management procedures and how they are designed to handle the difficulties presented by a varied worldwide workforce. A comprehensive and logical method of employing and developing people is human resource management. Regarded as a philosophy about how people should be managed, HRM is supported by several ideas concerning human and organisational behaviour. It is interested in how people could be used to enhance organisational effectiveness, but it is also, or ought to be, equally interested in the ethical aspect of things, how people ought to be treated in line with a set of moral principles (Armstrong and Taylor, 2020). The hotel industry depends heavily on HRM, which affects everything from employee retention and organisational performance to visitor happiness (Boxall, 2014). The research will concentrate especially on hiring, training, diversity, and employee welfare practices used in different cultural and legal contexts. The resource-based perspective is the theoretical foundation of this approach; it holds that human resources are important strategic assets that give a competitive advantage (Barney and Mackey, 2016). This essay attempts to discover and evaluate the HRM tactics used Accor Group, evaluating their efficacy in promoting a productive, engaged, and motivated staff. 
Over the decades, Human Resource Management has changed from being a strictly administrative job to being an important strategic partner inside the company. At first concentrated on people management, which encompassed duties like payroll and personnel records administration, HRM's function was mostly transactional and reactive. This stage frequently defined HRM as a cost centre rather than as a strategic partner (Marchington and Wilkinson, 2016). The paradigm changed to strategic HRM when businesses realised how important human capital is to gaining a competitive edge. Principal management publications, including Michael Porter's theories of competitive strategy, which stressed the need of matching all organisational resources, including human resources, with strategic business goals, had an impact on this realisation (Gerhart and Feng, 2021). In addition, the resource-based view of the company, as elucidated by academics such as Barney cited in Madhani(2010), maintained that, with careful management, human resources might provide a long-term competitive advantage, especially if they are unique, precious, scarce, and non-replaceable. In order to improve corporate performance, strategic HRM combines human resource policies and practices with strategic objectives. This integration includes creating HR plans that align with the overall plan of the company, making sure that HR procedures like hiring, training, performance management, and pay are made to further the particular strategic goals of the company (Torrington et al., 2020). When an organisation wants to innovate, for example, its HR plans could concentrate on finding creative people, encouraging an innovative culture, and putting reward schemes in place that encourage creative behaviour (CIPD, 2013). Moreover, as HRM has developed, the function has taken a more prominent part in directing change management projects and forming corporate culture. These days, HR directors are essential in guiding organisational changes by coordinating HR procedures with desired cultural characteristics and spearheading initiatives to successfully manage organisational transformation. This proactive engagement places HR as a key factor in the success of the company and goes beyond conventional HR duties (Lengnick-Hall et al., 2009).

A key element of human resource management, strategic HR planning links HR objectives with general organisational objectives. Ensuring that the personnel can successfully satisfy current and future company expectations depends on this procedure. Firstly, forecasting labour demand and supply entails estimating the future quantity and quality of the workforce requirements (Sulej, 2021). Among the often employed techniques are trend analysis, which looks at past data to predict future needs; scenario planning, which takes into account different future states of the company and outside world; and the Delphi technique, which gathers expert opinions to predict long-term results (Cordova-Pozo and Rouwette, 2023). Through the provision of a variety of potential future scenarios rather than a single result, these techniques enable flexibility in planning and assist organisations adapt to the changing demands of a global business. During the goal setting and strategic planning stage, HR goals are methodically matched with the strategic goals of the company. Senior management and HR leaders work together to create this alignment most of the time. Finding the HR priorities that assist the strategic objectives of the company comes first in the process. Then, certain HR goals are defined, including raising workforce diversity, fostering leadership abilities, or improving employee engagement, all of which directly support the strategic goals of the company (Greer, 2021). After the strategic HR objectives are established, the related programmes are carried out. Programmes for leadership development, performance management systems, or workforce planning tools are examples of such projects. Through measures including productivity indicators, staff satisfaction surveys, and employee turnover rates, the efficacy of these programmes is continuously assessed (Gallagher, 2016). Here feedback loops are crucial as they let HR managers evaluate the effectiveness of HR programmes and make necessary changes. This assessing stage makes sure that HR procedures continue to support organisational performance and are in line with strategic objectives (Friedman, 2012). One excellent example of a strong integration of these elements is the strategic HR planning strategy of Accor Group. As to their sustainability plan, Accor has taken the initiative to include Environmental, Social, and Governance criteria into their financing plan, demonstrating a deliberate alignment of HR objectives with more general organisational goals focused on sustainability and social responsibility (Accor Group, n.d.). Accor is dedicated to these objectives, as seen by their thorough reporting and tools that monitor the development of different sustainability projects and offer precise assessment indicators. Their initiative-taking approach to encouraging diversity and lowering carbon emissions, for example, harmonises HR procedures with their strategic goal of sustainability and responsible governance. The feedback tools used, like stakeholder surveys and sustainability reports, enable Accor to assess the results of its HR initiatives and make the required changes to guarantee ongoing development and alignment with strategic objectives (Accor, n.d.). 
Strategic human resource management depends critically on the recruiting and selection process to guarantee that the appropriate people are employed to achieve company objectives. The foundation of creating job descriptions and person requirements is usually job analysis, a methodical investigation of the duties, responsibilities, and abilities needed for a particular position (Armstrong and Taylor, 2020). Recruiting then requires finding applicants, which might differ greatly in various foreign markets. To recruit a varied talent pool, organisations frequently combine conventional media, professional networking sites like LinkedIn, and online job portals with job fair attendance and collaborations with educational institutions.  Once applications are received, the selection process, which could involve first screening calls, in-depth interviews, and other kinds of testing (such as technical and psychometric tests)—begins to determine whether the applicants are a good fit for the position and company culture (Murton, Inman, and O’Sullivan, 2010). Panel discussions and competency-based interviews are two sophisticated methods that aid in evaluating the practical abilities and potential for long-term value to the organisation of the applicants. examination centres that replicate work responsibilities may also be utilised for positions requiring certain technical skills or leadership traits, offering a thorough examination of each candidate's ability. At each of these phases, strategic alignment is essential to make sure that the hiring and selection procedures not only cover the open positions but also complement more general corporate goals like innovation, market expansion, or digital revolution  (Swain, 2021).  In foreign markets where companies have to modify their procedures to local cultural norms, legal regulations, and labour market realities, this strategic alignment is especially crucial. Multinational corporations may, for example, localise some parts of their hiring procedure to comply with the employment practices and expectations of the local market while standardising others to preserve brand consistency (Brewster et al., 2016). For the Accor Group, diversity and sustainability are key factors in the hiring and selection process, which supports their strategic goals of social responsibility and international inclusion. Considering their worldwide presence in hospitality, their strategy entails incorporating local market knowledge and honouring cultural diversity, which are essential in their field. According to their sustainability strategy materials, Accor seeks and chooses applicants who are not only qualified but also share their dedication to making a good social effect and minimising their environmental impact (Accor Group, n.d.). 

The Accor Group develops its business divisions and supports its worldwide strategy by efficiently using HR planning, recruiting, and selection procedures. As seen by its membership to the United Nations Global Compact and the adoption of an international Group recruitment Charter, Accor makes sure that its workforce management is in line with its larger organisational goals, which emphasise sustainability and diversity (Accor, 2022). This method creates an ethical standard for all activities, which is essential to preserving uniformity in a variety of foreign marketplaces. Accor uses both decentralised and centralised recruitment techniques depending on the requirements of the local market. Its recruitment strategy combines local market knowledge with international HR standards. With this hybrid strategy, Accor may maintain global best practices and operational performance while addressing local cultural and employment differences (Accor, n.d.). At Accor, applicants are chosen through stringent competence tests designed to find those who not only have the required abilities but also share the company's values of social responsibility and environmental sustainability. It starts with advertising job openings and commercials on employment boards, the firm website, and social media. Applying online, candidates interested in these roles send their resumes and supporting documentation for evaluation (Accor Group, 2024). The HR staff next performs a rigorous screening and shortlisting procedure, assessing candidates according to their credentials, work history, and fit with the job specifications. Candidates that make the short list move on to the interview stage, when they are evaluated in person, over the phone, or via video on their motivation, cultural fit, and skill level. Depending on the position, applicants could be subjected to further exams including technical assessments or psychological testing (Garavan et al., 2021).  Accor follows the ethical and procedural standards set out in its global Group Recruitment Charter and gives equity and inclusion first priority throughout the process. By working with educational institutions all around the world, the corporation also promotes talent acquisition by providing internship and student programmes to attract new hires. Candidates that are selected are extended full job offers, which start an onboarding process that includes paperwork, orientation, and teamwork and integration into the company (Accor, n.d.). 
In addition, in recruiting and selection, the psychological contract is the unspoken expectations and beliefs of an employer and an employee about their respective responsibilities and contributions inside the work relationship. It includes elements that affect employee attitudes, actions, and job happiness and include things like justice, trust, and keeping commitments made throughout the hiring process (Lee, Wuang, and Beatty, 2022).  Within the Accor Group, the psychological contract is essential to guaranteeing the effective hiring and keeping of talent. Through promoting an enjoyable and open hiring process, Accor gives prospective employees confidence and trust, matching their expectations with the principles and culture of the company. By means of transparent explanation of employment duties, obligations, and chances for professional growth, Accor lays the groundwork for a solid psychological contract right away. By stressing justice and equal chances for all applicants, Accor's dedication to diversity and inclusion further strengthens the psychological contract (Accor Group, n.d.).  Through valuing variety and encouraging an inclusive work environment, Accor builds employee loyalty and trust, therefore fortifying the psychological contract and encouraging sustained involvement and dedication. Accor's focus on employee growth and well-being through training and development programmes also serves to strengthen the psychological contract by proving the company's commitment to the professional and personal development of its staff (Accor, n.d.). All things considered, Accor's strategic approach to hiring and selection includes the psychological contract as a cornerstone to guarantee a happy and mutually advantageous working relationship for both the company and its staff.
To conclude, the strategic human resource management strategies of Accor Group place a strong psychological contract, diversity, inclusion, and alignment with organisational goals. Through adherence to moral values and global norms, including the Group Recruitment Charter, Accor guarantees fairness and openness in the hiring procedures. Furthermore, it shows a dedication to sustainability and responsible governance by including governance, social, and environmental elements into HR planning. Accor recruits and selects people based in large part on the psychological contract, which promotes reciprocal commitment, fairness, and trust between the company and its workers. By means of these calculated HRM projects, Accor hopes to promote employee happiness, involvement, and eventually success of the company.
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