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Introduction
Over the years, human resource management (HRM) has progressed considerably, shifting its focus from administration to an increasingly important role in the success of businesses. One distinguishing aspect of this evolution is the shift from traditional HRM practices to a more holistic approach to aligning HR with business goals (KOVALTCHUK et al., 2021). Human resource management, at its core, is a catch-all phrase for a set of practices aimed at maximizing an organisation's most valuable asset its people. Workforce planning, recruitment, and selection are the three cornerstones of human resource management. Their impact makes them crucial to the company's culture. Organisations figure out their current and future human resource needs via workforce planning. According to Wu et al. (2021), this preventive approach enables the organisation to consistently communicate with the appropriate persons at the appropriate times. Recruitment and selection are at their best when they find and hire individuals who share the values and objectives of the organisation.
This essay’s objective is to analyse the worldwide hotel chain Park International Hotel's HR policies and procedures. The role of human resource management (HRM) in driving a brand's expansion may be shown by looking at Park International Hotel, a market leader in the hospitality sector, particularly in the recruitment and long-term planning processes. This article will make the case that Park International Hotel's HRM system is a key component to the hotel's success. The importance of aligning HR policies and procedures with the company's overall goals has been shown via strategic efforts, which have led to this accomplishment.

Discussion
From its modest origins as a means of managing people, human resource management has grown into an essential component of every thriving company, despite its relatively short history. Personnel management may have originated in the early 20th century, when human resource management was still known by a different term. The most troublesome aspects of administration were record keeping, payroll processing, and rule enforcement (Tuan, 2022). Making ensuring production happened and keeping workers in line were the top priorities.
Around the mid-century mark of the twentieth century, there was a sea shift in HRM. People management has evolved throughout time to place a premium on employees' happiness and health. Performance evaluations and other staff development programs came around during this period as the importance of human capital in running a successful company was more widely acknowledged (Park et al., 2021). The second half of the twentieth century was a watershed moment for human resource management. According to Tiwari et al. (2019), strategic human resource management came into its own in the 1980s and 1990s, marking a turning point. This change allowed HRM to grow beyond its administrative roots and become a core component of the company strategy. These shifts have redirected HR efforts toward workforce planning, talent management, and organisational growth.
Human resource management saw a second major shift in the new millennium, partly driven by the ubiquitous nature of modern technology (Rossidis et al., 2021). The HR information system's (HRIS) straightforward handling of personnel records has simplified future preparations. As companies expand their operations worldwide, human resource management becomes more crucial in guiding heterogeneous and ethnic workforces. Gheribi and Bonadonna (2019) state that due to these changes, human resource management has become more important. Changes in company culture, employee engagement, and the degree to which human capital supports strategic objectives are substantial outcomes of human resource management's transition from an administrative to a strategic facilitator function. Plans for the future of the workforce, as well as initiatives to identify and cultivate top talent, represent our long-held belief in HRM's role as a catalyst for organisational success in today's fast-paced business world. As the strategic value of people in the workplace is more acknowledged, HRM is undergoing changes.
Organisations depend on HRM's strategic services to succeed in today's competitive market. There are a lot of things that a firm does to make sure that its employees are working toward its strategic objectives; administrative chores are only one of them (Ko et al., 2019). Human resource management's overarching strategic obligations include the well-being of employees, the formulation of workforce strategies, the management of talent, and the expansion of the company. The process of acquiring, training, and retaining a staff to accomplish organisational goals is fundamental to people management. Without proper people planning, businesses can't foresee or react to changes in their operating environment. The key to success is having the appropriate people in the right positions at the right moments.
Strategically partnering with human resource management, a company may be able to reach its long-term goals. The company's objectives and HR plans to reach them may be better defined when the two departments work together. Human resource strategies in businesses that value satisfied clients, such as hotels, may center on identifying and developing employees with strong interpersonal skills (Blayney et al., 2019). Human resources will be seen as an integral aspect of the whole organisation rather than a distinct department as a result of this strategic alignment. Strategic human resource management and business planning must be complementary if a company is to gain a competitive advantage. Human resources activities must be in sync with the broader strategic goal in order to make the most of human capital in order to achieve innovation, efficiency, and success in the end. Consider the hospitality industry. They may decide to include customised training programs for employees to hone their hospitality skills in their HR strategy. They hope that by doing so, they may give their business a distinct personality and differentiate themselves from rivals. The hotel industry is rife with smart HR initiatives. By taking part in extensive training and development programs, staff members may be ready to provide outstanding customer service (Jan et al., 2021). Diversity and inclusion initiatives are growing in popularity because a diverse workforce better serves a variety of consumers.
Strategic HR planning is essential for aligning HR efforts with company goals. After all of the steps in this process are complete, a strategic HR plan has been developed and is ready to be put into action. According to Gohar et al. (2019), the first step for HR experts is to do what is known as "environmental scanning," in which they search for both internal and external factors that could have an impact on the personnel. The strategy takes into account a lot of factors, such as the company's unique characteristics, new rules, technology advances, and economic trends overall. With the information gathered so far, human resource strategy planning will be unable to go further. Strategic human resource planning relies heavily on labor demand and supply estimates, according to Xu et al. (2020). Human resource professionals may try to predict which skill sets will be in demand by analyzing information such as employee turnover, market trends, and corporate development goals. To gauge supply and demand, they are also keeping an eye on the external labor market as well as their internal talent pool. Businesses may improve their chances of attracting and retaining the skilled workers they'll need both now and, in the future, if they adopt this proactive action.
Strategic planning and goal-setting in human resource management rely heavily on translating business objectives into quantifiable HR objectives and plans of action. Human resources professionals work with other departments to understand the company's strategic path and modify HR activities accordingly (Costa et al., 2021). If an organisation wants to grow its share of the hotel industry's market, its HR department may, for example, train new hires to have excellent customer service skills and an understanding of current market trends. The effectiveness of strategic HR planning relies on the implementation and evaluation of HR initiatives. Professionals in human resources set strategies into motion by beginning recruitment drives, talent development programs, and training sessions. Constant monitoring and feedback mechanisms are necessary to ensure that the HR strategy remains aligned with the organisation's evolving needs during implementation. Reviewing progress on projects on a regular basis allows human resource managers to see where they are succeeding and where they need improvement.
Human resource initiatives within a strategic framework are designed to accomplish both the immediate staffing needs of the firm and its long-term objectives (Wikhamn, 2019). For instance, if Park International Hotel aspires to be a leader in environmentally conscious hospitality, its HR department should institute initiatives to increase awareness of environmental issues, train employees on sustainable practices, and recruit individuals with appropriate background.
A human resource management (HRM) requirement, recruitment is the multi-stage process by which a company finds, attracts, and hires candidates to fill available jobs. The fundamental phase of the hiring process, workforce planning, is in harmony with the company's grand strategic goals (Yusoff et al., 2020). In order to determine the current and future staffing requirements, HR specialists are now working closely with various departments. This paves the way for effective recruitment, which is critical for ensuring the organisation has the right personnel to achieve its strategic objectives. After that, we move on to job analysis and design. A position's required knowledge, talents, and personality attributes are determined by human resources professionals (Otoo, 2019). The ideal candidate's responsibilities, abilities, and expectations are laid forth in comprehensive job descriptions and criteria.
The third phase is to locate and attract possible candidates. Social media, professional networks, and job boards are just a few of the many online communication platforms that may help you contact your target audience (Blayney et al., 2020). To fill open positions with qualified candidates who are a suitable cultural and technical fit, the company must have a solid recruitment plan in place. The application and screening step follows sourcing and consists of reviewing resumes, conducting initial interviews, and shortlisting candidates. Finding individuals whose experiences and education complement the business is of the utmost importance right now. The most thorough assessments of candidates are comprised of interviews, tests, and reference checks. During this stage, it is crucial to verify that the selected candidates possess the required skills and are a suitable cultural fit for the organisation.
Finally, you will be onboarded and given a job offer. Professionals in human resources assist new employees in settling in, make formal job offers, and negotiate terms with applicants. The success of an organisation's culture and its ability to achieve its long-term objectives depend on the smooth integration of new employees. Effective recruitment is crucial to strategic growth for several reasons (Lópeze et al., 2023). Its primary function is to staff the organisation with capable individuals who can implement its plans. Second, since companies' demands are always evolving, it is crucial to have a diverse and skilled workforce, and strategic hiring is a great approach to do that. The long-term benefit is that the firm's image as an employer improves, which in turn increases its ability to recruit top people.
Park International Hotel is a perfect example of a hotel that has made a strategic hire. To broaden its customer base, the hotel should, for example, actively seek out candidates with experience in foreign hospitality. To maintain its competitive edge in the hotel sector, Park International Hotel may choose to engage in training programs that empower staff to provide more than just technical expertise—they can also give clients an excellent experience (Hewagama et al., 2019). Human resource planning greatly affects recruiting decisions. By combining workforce planning and recruitment, the Park International Hotel HR department can anticipate and plan for any manpower shortages while also retaining top staff. To avoid a frantic rush at the last minute, the recruiting process will be well-thought-out ahead of time to align with the company's objectives.
Conclusion
HRM has progressed to the point where it might be beneficial for any company. Human resource management has come a long way from its infancy, when it focused mostly on people; now, the area is more concerned with strategy. The expanding role of HRM in shaping corporate strategy, employee engagement, and team spirit has led to this fresh perspective.
Organisational development, talent management, and workforce planning are a few examples of strategic human resource management jobs that may look at the big picture like no other. The Park International Hotel case demonstrates the need for stringent recruiting procedures to resolve the problems affecting the hotel industry. Similar to a road map, a company's current and future performance may be guided by a human resource strategy. The success of Park International Hotel, like that of many other international hotel chains, is highly dependent on satisfied guests and high reviews. The project's sustainability in the long run depends on the tasks of strategic human resource management. This article provides a detailed definition of human resource management and demonstrates its significance and use in strategy creation for international hospitality firms.
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