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With HRM as a strategic partner, companies can now utilise HRM to concrete the practices of talent management, employee engagement, and cultural alignment, all of which are meaningful in terms of helping businesses stay afloat in the changing market. HRM is like the motor that drives the strategic decisions of the hotel, which in turn leads to operational efficiency, creates a culture of excellence, and enriches the experience of the guest (Bhavsar, 2011). The rapid changes in technology, globalisation, and demographic shifts among the working class are among the key issues that HR managers have to deal with as they develop strategic paths for their organizations. Insight from this research indicated that organisational growth can be enhanced by evolution towards strategic human resource management (HRM) involving hiring and scheduling.
HRM makes sure that new member who joins the hotel share the same Hospitality ethics and organisational culture with the air of talents and experiences they possess. HRM is a team of people that is dedicated to the preparation of exceptional service and the preservation of the Linthwaite House Hotel's luxury hospitality brand image (Boateng, 2007). Guest satisfaction will not only define the reputation of hotels but will also determine the strength of customer loyalty, as well as the financial performance of those hotels. Linthwaite House Hotel, reputed for the best service and the comfort of its facilities, illustrates the impact, positive and to some extent negative on the satisfaction of the client that HRM can bring about (Selamet & Wayan, 2022).
The study indicates that the evolution of the Human resource management of Linthwaite House Hotel is to create and execute initiatives to increase revenue, efficiency, and customer satisfaction. Whether it's the expansion of new areas, the reinforcement of guest loyalty programs, or the introduction of new services, HRM's strategic planning is the key to the long-term success and viability of the Linthwaite House Hotel (Carneiro, 2011). 
The strategic HR strategy of the Linthwaite House Hotel is highly dependent on the ability to plan, implement, and evaluate programs as an important delicate operation process that determines the success of HR initiatives. The study analyses that after the HR objective and the action plan have been established, they use project management and change management to implement the programs and initiatives company-wide to convince the stakeholders and get their support (Chauhan, Sharma, & Tyagi, 2011).
[bookmark: _Hlk166441112]Payroll and employee relations in the service industry are the major aspects of HRM (Human Resource Management). The only way to maintain a competitive advantage in the hospitality sector and to excel in providing customer services is by strategic planning, and this is what Linthwaite House Hotel is distinguished for. HRM, on the other hand, is the chief source of strategic planning in which organisations use different methods to connect their human capital activities with the hotel's goals. 
The Linthwaite House Hotel shall do research, an analysis of past figures, and the ongoing market trends to predict the necessity to get and release the labour force that might prove to be short or abundant (DeCenzo & Stephen, 2010). To avoid considerable shortages or redundancies of staff due to business amounts being unpredictable, seasonal changes, or unforeseen circumstances, HR works very closely with operations and finance. The Linthwaite House Hotel utilises tools such as workforce modelling, trend analysis and regression analysis to forecast the number of workers that will be required to meet both guests' expectations and operational demand. Profit forecasting, guest profiling, service quality gauges, room occupancy and food and beverage supervisors determine overhead labour requirements for desk, concierge, housekeeping and F&B personnel.
The study shows that the Linthwaite House Hotel recalls its labour resources just by reviewing things that include internal human resources flow and the existing turnover rates as well as the labour market situation (Al-Shawabkeh & Mahmoud, 2014). To make the best use of people and fill in the gaps of experienced employees, HR may develop recruiting and retention strategies by evaluating the shortage or surplus of skills or job categories. The spread is improved by keeping a continuous check on the labour estimates. This helps the Linthwaite House Hotel to make optimum use of the personnel, cut down costs and offer personalised service. It is also easy for the hotel to be able to adapt to varying market conditions.
In the path of setting-up objectives and planning the strategy, Linthwaite House Hotel's human resources management starts in a way in which the employees’ efforts are in agreement with the company’s aims and values. To be able to mesh the human resources initiatives of Linthwaite House Hotel with the service culture and strategic goals of the company, HR must take a look at the mission, vision and fundamental principles of the hotel (Dulebohn & Marler, 2005).
The study reveals that accompanying the Department Heads and other stakeholders, the Linthwaite House Hotel creates strategic plans and action steps to achieve their goals. Through the provision of data-driven insights, looking at the best practices across the field, and explaining why everyone should be accountable and the management should be more transparent, HR is a part of the process of goal setting (Rishi, Meghna, & Gaurav, 2016).
The Linthwaite House Hotel, on a day-to-day basis, tracks the outputs of its programs against the predetermined standards of success to make sure that it is working well. Employee competency is a key ingredient of Linthwaite House Hotel's customers' experiences, in addition, it impacts the brand's reputation; therefore, recruitment serves as one of the Linthwaite House strategic development objectives. HRM is engaged in the utilisation of social media, talent acquisition technologies, and employer branding to pull in and hire the best candidates (Florkowski & Olivas-Luja´n, 2006). Human resource management serves the role of an employer who is chosen by highly skilled personnel, who do not just devote their life to the main objectives of the hotel: helpfulness, honesty, and integrity. The research indicates that the Linthwaite House Hotel recruits selects and enrolls the best performers in the job market as a carefully planned and administrative assigned process (Lucas, 2018). Typical procedures in recruitment include:
Before the recruiting process, Linthwaite House Hotel does a complete job analysis to determine the job. The second step is to emphasise these key factors in the job description: The required skills, knowledge, certifications, and work experience for the job. The Linthwaite House Hotel divulges available positions on its website, social media, job boards, and professional networks via its website and other platforms. This is to follow up with the previously completed job analysis. The hotel's actions to find qualified applicants are a sign of its diversity and inclusion policies (Grobler, Warnich, Carrell, Elbert, & Hatflied, 2006). The Human Resources Department of the Linthwaite House Hotel places applicants depending on whether they pass the critical requirements in the vacancy posting. There are several different ways that one can assess a candidate's abilities, for instance by looking at their social media accounts, resumes, and therefore cover letters. The shortlisted candidates are then interviewed by the human resources and hiring managers. The Linthwaite House Hotel will use multilevel interviews to evaluate candidates’ competencies which includes competency-based interviews, panel interviews, and behavioral interviews. When the candidate is done being interviewed by the Linthwaite House Hotel, the reference checking of the candidate’s credentials, employment history, and other pertinent details is done. 
The Linthwaite House Hotel may carry out tests or practical evaluations that measure an applicant's cognitive skills, technical knowledge or suitability for the job, depending on the position. These exams get added advantage and help in the hiring process because they provide a more precise evaluation of candidates. Moreover, few people are recruited to work at Linthwaite House Hotel. The ordinary shortlist of the employment contract is the salary, benefits, and the starting date. Linthwaite House Hotel attracts and retains highly qualified individuals by awarding them fair remuneration as well as providing them with possibilities for career development (Gueutal, 2003). The necessity of ensuring a marching line between stakeholders and managerial targets was pointed out by Linthwaite House Hotel as well. The study reveals that Linthwaite House Hotel boosts its performance and competitiveness through staff integration in the goal-setting and decision-making processes. Such culture encourages ownership among fellow workers and shared goals
Conversely, Linthwaite House Hotel differs from Novotel, because while some aspects of this management approach are similar, the innovative approach employed by Linthwaite House Hotel is given more prominence. Apart from the fact that Novotel usually concentrates on being aware and respectful to both the guests and the employees, Holiday Inn may still give less attention to the employees’ welfare. Unlike the Novotel hotels who implements their famous “Gold Standards”, the Linthwaite House Hotel might not have” the same organisational approach in operation that guides their employees to offer impeccable service (Hagood & Friedman, 2002). Nevertheless, in a similar vein to Novotel, the customers of the Linthwaite House Hotel can still find themselves receiving excellent and personalised service from hospitality staff, nonetheless, within the context of the company's business model. While Novotel being personnel-oriented would increase in number of employees which at times would improve service quality, the extent to which employee-centric approaches influence the staffing levels and service quality at the Linthwaite House Hotel can be difficult to ascertain as it will be dependent on the operation methods and corporate culture of the brand (Wood, 2013).
The report concludes that Linthwaite House Hotel makes sure to the effective by linking recruiting ideas to business objectives. Using active recruiting and talent development, Linthwaite House Hotel is creating a strong talent pool (Hill, Jerram, & Troshani, 2010). The HR department may partner with top-ranked vocational schools, hotel and industry associations, job fairs, and other platforms that host hospitality and tourism professionals seeking employment opportunities. At Linthwaite House Hotel, a fluid influx of skilled workers is a guarantee to satisfy the different demands of the various divisions as they arise. This connection is maintained through the early recruitment of potential employees. 
The study indicates that to create possibilities for workers at Linthwaite House Hotel which match their interest areas and make workers proactive in their career path, the company can encourage continuous learning and development, improve the retention of the business unit and enhance organisational retention (Tom & Frances, 2007).
While hiring, Linthwaite House Hotel emphasises cultural consistency and incorporates the characteristics of its culture and services. HR examines the front-line workers for the guest-facing jobs in terms of their interpersonal skills, customer service focus and their ability to execute the brand promise of the Linthwaite House Hotel, which is the provision of exceptional experiences (Huang, Yang, B.-H, & Chiu, 2004). Linthwaite House Hotel produces a business unit team that thrives on common values and intertwined minds by hiring members who believe in its beliefs.
The main support that Linthwaite House Hotel involves in the process of providing new business units from performance management and appreciation campaigns. HR determines the performance, gives the workers constructive input, and recognises those workers who help to achieve the business unit's goals. Hilary Linthwaite House Hotel is a company that motivates employees to succeed and to contribute to a successful business unit by awarding and recognising hard-working employees (Tom & Frances, 2007).
Linthwaite House Hotel's commitment to client satisfaction starts with a thorough selection process that includes the identification of the most suitable candidates for the job (Hussain, Wallace, & Cornelius, 2007). The Linthwaite House Hotel HRM department goes through a rigorous selection process winnowing the crowd to make sure they only hire the best people who have the values of quality, professionalism, and hospitality. Linthwaite House Hotel awarded every relationship with a client to be wonderful, genuine, and punctilious by hiring staff with a fond liking for service and a customer-first attitude.
Staff are given a vast amount of training and development on their responsibilities after joining the company. The employees of Linthwaite House Hotel achieve a topmost level of service industry skills, knowledge and service standards, continuous training enables Linthwaite House Hotel staff to meet guests' high expectations. Workers on Linthwaite House Hotel staff are trained and supervised in practical areas such as room housekeeping and food preparation as well as soft skills like communication and problem-solving Linthwaite House Hotel's Human Resource Management (HRM) focuses on the empowerment and self-reliance of employees (Junaid, Muhammad, & Norazuwa, 2010). 
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