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Introduction
In the fast-paced hospitality industry, HRM performance is crucial to long-term goals for large multinational hotel companies. Famous firms succeed and last because they meticulously arrange their workforce needs inside HRM. Premier Inn has hotels worldwide (Al-Qudah et al., 2020). This essay thoroughly examines how HRM evolved from simple people management to a crucial corporate function. The session uses Premier Inn to demonstrate HR's strategic role in connecting people's abilities with company needs (Bass, 1994). This article examines Premier Inn's sophisticated strategic HR planning process, which involves estimating job demand, defining targets, and implementing programmes, to identify the intricate relationships between HR practices and organisational performance. Premier Inn actively maintains its human resources, employing and selecting staff who share its commitment to quality. Without using personal names, this study tries to give a full picture of how the strategic interaction between HRM evolution and Premier Inn's practices supports a strong and successful future in the competitive field of international hotel management (Beer, 2015).


Organisational methods can change and grow over time, as shown in The Evolution of Human Resources Management (HRM) (Boudreau & Ramstad, 2005). From a simple administrative job, it has grown into a strategic force that shapes businesses’ futures. Over time, Human Resource Management (HRM) has grown from a purely administrative function to a key strategic partner for companies.
When it was first started, HRM was mostly about doing paperwork like keeping notes on workers, handling payments, and making sure rules were followed. Human Resources (HR) dealt with problems as they came up instead of planning the organization’s future, so it wasn’t completely strategic. Realising that human capital has value on its own and is essential to meeting group goals was the first step towards a shift in perspective.
Within the 20th century, HRM went through a big change that linked its jobs to bigger business goals. Focus moved to talent management, looking for and keeping skilled workers who could make a big difference in the company’s growth (Cascio, 2005). During this time, Human Resources (HR) turned into a key partner and assisted in making choices and forming business plans.
HRM changed even more in the 21st century, when companies had to deal with the challenges of a globalised and technologically advanced world. The company’s plan includes HR controlling people, organisational growth, change, and getting workers engaged. The HR department became an integral element of the firm (Chen et al., 2016).
HRM changed more as technology and data analytics developed. HR professionals began leveraging data-driven insights to plan the workforce, manage performance, and motivate employees. Technology improved HR procedures by leveraging resources more efficiently.
Human Resource Management has evolved from a mundane task to a crucial company function. HRM is now essential to industrial success (Farndale et al., 2010). HRM continues to adapt to the changing corporate environment, promote diversity and inclusion, and manage a rapidly changing global workforce.
HRM has evolved to reflect the reality that in today’s commercial environment, HR management is crucial and vital for long-term success.
Human Resources (HR) departments today do more than fundamental functions (Hailey et al., 2005). HR teams help organisations accomplish their goals by planning and executing crucial projects.
Controlling human capital in line with overall business strategies is the main strategic job of human resource functions. According to this alignment, employees are not just tools; they are also valuable assets that can help the business achieve. One important part of the plan HR job is managing human resources. Workers in human resources (HR) are in charge of finding, hiring, and keeping the best employees who are compatible with the company’s goals and values.
Besides hiring new people, strategic HR tasks also include developing workers in all areas. Through training and development programmes, companies make sure their workers have the skills they need to meet the company's changing needs (Hendry & Pettigrew, 1986). The human resources department is also very important for succession planning, which means finding and training future leaders to make sure the leadership changes go smoothly.
Human resources strategy includes both organisational culture and staff involvement. Employee relations (HR) workers play a big role in creating a positive, welcoming workplace atmosphere that encourages teamwork and progress (Itani et al., 2017). An engaged workforce, created through programmes like health and recognition, directly affects the organization's general performance and productivity.
The strategy HR role also includes change management, which is very important. As businesses deal with the challenges of a constantly changing business environment, human resources professionals help make changes go smoothly by dealing with pushback, speaking clearly, and making sure that workers are ready for improvement. This flexibility is especially important in today's markets, which change quickly and without warning.
Strategic human resource functions include preparing the staff to make sure the company has the right mix of skills and knowledge to meet current and future needs. This includes looking at trends in the workforce, predicting the skills that will be needed, and putting plans in place to fill any necessary skill gaps (Jamrog & Overholt, 2004). As part of the strategic HR planning process, companies attempt to predict and adapt to changes in both the internal and external business environments.
Overall, HR services play a strategic part that is multifaceted and important to the success of an organisation. As the leaders of strategic projects, human resources experts oversee managing people, building organisations, creating a positive culture, and navigating change (Liebowitz, 2010). Human resource functions having strategic value is not only a modern organisational trend, but also a basic need for success in today's complex and competitive business world.
As an organisation grows, its success depends on its Strategic Human Resources (HR) Planning Process, a complex and ever-changing method. A thorough study of an organization's present and future human resource needs, along with their planned alignment with overall business goals, is what it entails (Kadam et al., 2022). Our 400-word analysis reveals the intricate details of the Strategic HR Planning Process, putting light on its main parts and importance.
Thoroughly examining the demand and quantity of labour is at the heart of this process. Planning strategically for human resources (HR) requires a deep knowledge of the company's current staff and a prediction of its future needs. According to data-driven research, human resources workers figure out how many employees are needed, what skills they should have, and when they should start working (Kaufman, 2015). Companies can foresee and fill skill gaps with this proactive method, making sure they have the right people in the right jobs at the right time.
The next critical steps in the Strategic HR Planning Process are setting goals and planning for the future. Human resources professionals work with key partners to set strategic goals once the company knows what kind of workers it needs. The fact that these goals are closely connected to the company's overall goals shows how important HR is to the company's success (Lawler & Mohrman, 2003). During the strategic planning phase, HR goals are converted into practical strategies that are in line with the company's general strategic direction.
Strategies are put into action in a changing way during the implementation and review phase. Human resources workers are directly involved in hiring, teaching, and developing employees. Human Resources (HR) makes sure that the business plan is carried out by bringing in new employees, helping current employees learn new skills, and starting diversity and inclusion programmes. Integral to this part is ongoing evaluation, which lets HR workers see how well strategies are working, make any changes that are needed, and keep the organisation flexible enough to adapt to changing business conditions.
Basically, the Strategic HR Planning Process is a proactive and flexible strategy that helps businesses handle the tricky aspects of managing their employees. The HR department goes from being reacting to being a strategic partner, directly helping the company reach its goals (Mahoney & Deckop, 1986). Aligning human capital with the changing needs of the business world is not a one-time thing, but a continuous cycle of study, planning, action, and assessment.
Human Resources Management depends on the Recruitment Stages and Selection Process to find and keep top talent for companies. This 400-word essay goes into detail about how these processes work, breaking down the steps and showing how important they are for helping business units grow in the hotel industry, looking at Premier Inn as an example.
The hiring process starts with a thorough analysis of the company's wants and the position's requirements. As a foreign hotel chain, Premier Inn starts this trip by carefully looking at the human resources needs of all its different business units. As a first step, HR pros and hiring managers work together to describe job roles, list necessary skills, and list qualifications and experience that are needed (Miller et al., 2017). Creating a clear and thorough job description is the main goal to find qualified applicants.
Later, candidates will be found through a variety of methods. On purpose, Premier Inn uses both old and new ways to reach a lot of people. To find the best candidates, Premier Inn uses both standard job ads and online channels. Quality, not just number, is what matters when it comes to matching possible candidates with the organization's values and goals.
Step two is application and screening. For example, Premier Inn uses strict screening methods to check applicant profiles against set criteria. Making sure that only people who meet the requirements move on to the next stage (Naznin & Hussain, 2016). While Premier Inn is committed to hiring people in a way that follows the law and promotes diversity and inclusivity, the screening process is meant to be fair, quick, and effective.
The selection method includes tests and discussions. Premier Inn puts a lot of effort into making sure that the selection processes are not only thorough but also fit the needs of each enterprise. This selection process includes behavioural interviews, skills tests, and social judgement tests that give a full picture of candidates' abilities and fit for the company.
The last step is creating a job offer and starting the hiring process. Premier Inn makes offers to qualify applicants, covering terms and conditions and starting the process of integration (Obedgiu, 2017). Incorporating new employees into the company's culture, beliefs, and standards is not just a formality; it's a strategic process. Premier Inn spends money on thorough onboarding programmes to support a smooth shift for new workers and make sure they are well-prepared to add to the business unit's success.


Conclusion
In conclusion, Human Resources Management (HRM), the strategic role of HR functions, the Strategic HR Planning Process, and the Recruitment Stages and Selection Process demonstrate HR's crucial role in Premier Inn's success (Oswal & Narayanappa, 2015). Human capital's crucial role in sustained success has led HRM to evolve from a transactional function to a strategic partner, mirroring organisational philosophy changes. Premier Inn's strategic HR functions drive the company forward. From people management to organisational development, Premier Inn strategically uses HR to create a good culture, manage change, and retain a varied and engaged staff (Rimanoczy & Pearson, 2010). The Strategic HR Planning Process shows Premier Inn's proactive approach to workforce concerns, connecting human resources with the ever-changing business environment. Premier Inn's Recruitment Stages and Selection Process demonstrate its dedication to hiring top personnel. Premier Inn recruits talented people and connects them with the company's values through careful research, sourcing, screening, and selection, encouraging harmonic integration across varied business divisions (Rothwell & Kazanas, 1988). The strategic orchestration of HR operations at Premier Inn drives organisational growth in the competitive hotel market. Premier Inn shows how HR can improve global business as it evolves and adapts. This study shows that strategic HRM and commercial performance are interdependent, making Premier Inn an international hospitality leader.
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