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[bookmark: _Toc166531707]Introduction 
International hotel brands are confronted with the challenge of not only providing excellent hospitality experience but also, strategically positioning themselves for the long-term benefits. There are so many factors that make up this goal, and Human Resources Management (HRM) is one of the main ones. This essay discusses how the transformation of HRM practices helps to the strategic development of an international hotel brand, especially for InterContinental Hotels Group (IHG).
IHG Hotels & Resorts is a worldwide hospitality firm. It is one of the world's top hotel companies, with around 345,000 colleagues working in over 100 countries to provide True Hospitality for Good. The wide range of IHG Hotels & Resorts of different brands are famous and loved by millions of users all over the globe. They have the appropriate hotel brand for both the guests and the owners, whatever they wants (IHG, 2024). The main characteristic of IHG's asset-light business model is its disciplined, long-term approach to capital allocation and the reduction of the asset intensity of the business. They aim to keep a good balance sheet with an AA credit rating (IHG, 2024a). The essay will illustrate with real-life examples and case studies how IHG uses HRM practices to create a talented environment, develop innovation, and sustainably increase its global presence.

[bookmark: _Toc166531708]Main Body 
The growth of Human Resources Management (HRM) during the past decades is marked by the changes in the organizational philosophy, practices, and the way of the management of human capital. Over time, HRM has changed from an management function that was mainly concerned with personnel management to a strategic function that contributes to the success of the organization, which is influenced by the changes in the business environment, societal trends, and technological advancements. In this paper, the stages of HRM evolution are discussed in the context of the hospitality industry, especially in the InterContinental Hotels Group (IHG). Nonetheless, according to Greer (2021), the early 20th century was the time when the personnel management was born, and organizations saw the employees as a production tool. The HRM function was limited to the lack of administrative job, such as payment management, employee records, and complying with labor laws. The hospitality industry of that time was characterized by rigid hierarchies, centralized decision-making, and cost control. Besides, Judge et al. (2017) have stated that since the human relations movement appeared in the 1930s, the people started to see the importance of employee satisfaction and motivation in the improvement of the organization's performance. HRM began to put emphasis on employee wellbeing, job satisfaction and employee relations programs such as employee counselling and grievance handling. More than that, Kanfer et al. (2017), in the mid-20th century, behavioral science theories were applied to HRM practices. This period was about the research of individual and group behavior in organizations and its impact on productivity and performance. Besides, now HRM functions also the educational, performance appraisal and motivation programs the employees. In the end of the 20th century and the beginning of the 21st century, HRM was a strategic function that was closely related to the goals and objectives of the organization. (Podgorodnichenko et al. 2020). Strategic HRM is the management of human resources in a way that it gives a competitive advantage and long-term business success to a company. HRM includes functions such as workforce planning, talent management, and performance management, which are all part of the strategic planning process (Emeagwal and Ogbonmwan, 2018).
According to Bokareva and Yudina (2020), the HRM function is a key factor in the success of the organization, especially in the changing and competitive environment of the hospitality industry. The nine competencies shown in the sentence say that HRM is a complex field, and it is important to match the human capital strategies with the business objectives. Another function is HR technical expertise and practices (Garg et al. 2022). The HR professionals at IHG must be very familiar with the HRM principles and practices to be able to contribute to the success of the business. Nevertheless, the problem is to turn this expertise into real results that will improve the organization's performance. Another function is business acumen (Piper, 2017). Knowing the business functions and the metrics is a must for IHG HR professionals to design and implement HR strategies that will help the organization to achieve its goals. Nevertheless, understanding the metrics is not enough; HR needs to use this knowledge to make strategic decisions and prove the value of HR initiatives in terms of business impact. The third is critical evaluation, the capacity to interpret data and evaluate the organizational impact of HR initiatives is a must (Yu et al. 2020). IHG HR professionals need to dig deeper than the surface and explore the reasons behind the organizational problems to make wise suggestions. The fourth is ethical practices and combining core values, integrity, and accountability into all organizational practices is vital for the trust and credibility-building process (Atan et al. 2017). The HR professionals at IHG are the ones who are responsible for the ethical culture and compliance with the legal and ethical standards. The fifth role of HRM function is effective communication which is a key element for the successful collaboration and transformation of the organization (Lewis, 2019). IHG's experts have to speak loud and clear to the stakeholders at all levels to build trust and engagement. The final role of the HRM function is relationship management and IHG HR professionals must build strong relationships based on trust and mutual respect. In the end, the process of balancing competing interests and resolving conflicts diplomatically is hard (Ahammad, 2017).
As Chakraborty and Biswas (2019) suggest, strategic HR planning is a basic process that connects the HR capacities with the organization's goals and objectives. This process includes several essential elements, such as forecasting the labor demand and supply, setting goals, strategic arrangement, and scheme implementation and evaluation.
    Prognosticate Labor Demand and Supply: IHG carries out detailed examination and forecasting to find out the future labor needs that will be based on business expansion, market trends and operational needs. This means that the expected occupancy rates, the change of seasons, and the new market demand must be considered (Richard, 2017). Using historical data and predictive analytics, IHG can forecast the decrease or increase in labor demand and thus can properly adjust its workforce strategies. For instance, during the times of the peak seasons or the growth periods, IHG might have predicted the huge demand for frontline staff like housekeepers and front desk associates, and as a result, IHG would have recruited these staff and planned its workforce (IHG, 2021). While in contrary to the periods of economic slumps or low demand, IHG can use techniques to make the workforce more efficient and cut labor costs while at the same time keeping the service quality. 
    Goal Setting and Strategic Planning: From the demand for labor projections IHG sets the targets and objectives that match its general business strategy. The aims of these goals can be to raise guest satisfaction, to improve the operational efficiency, to be more market-oriented or to reach the financial goals (IHG, 2022). HR is the fundamental instrument that makes the link between the strategic goals and the HR initiatives and priorities. To illustrate, let's take the case of IHG which is a hotel chain that has as its aim the improvement of guest satisfaction with personalized service.  Therefore, HR can focus on recruiting and training employees who will be able to communicate well with people and will be culturally competent (Stahl et al.  2020). Through the combination of HR objectives and the organization's goals, IHG makes sure that its workforce strategies, in turn, directly contribute to the company's success.
             Program Implementation and Evaluation: Set the goals, IHG implements HR programs and initiatives point at achieving them. Thus, this includes recruitment and selection processes, training and development programs, performance management systems, and employee engagement initiatives (IHG, 2024b). For example, IHG may create recruiting campaigns to get candidates with knowledge of the emerging markets or start cross-training programs to increase employee versatility and adaptability. The entire HR program's implementation is closely monitored and evaluated by IHG using KPIs and metrics such as employee turnover, productivity, and guest satisfaction scores (IHG, 2022a). By gathering feedback and data-driven insights, IHG can find out the areas which are not working and thus improves the HR strategies to meet the organizational needs. 
Recruitment stages and selection processes are the crucial elements of HR planning that are directly linked with the development and success of business units in InterContinental Hotels Group (IHG). The IHG employs a recruitment and selection approach that is tailored for every single business unit and is in accordance with the company's strategic aims (Sen and Bhattacharya, 2019). The IHG's recruitment process usually begins with the identification of staffing needs which are caused by the forecasts and the business operations. This means having a good relationship with the business unit leaders to acquire knowledge about the existing and future staffing needs. Once the staffing requirements are determined, IHG employs a variety of recruitment channels like internet job boards, social media platforms, career fairs and worker referrals to attract a large pool of applicant (Voegeli, 2021). IHG utilizes its worldwide reach and its image as a leading employer in the hospitality industry to get the best people. IHG's selection process is made to check out the candidates' qualifications, skills, and cultural fit to check that they are in line with the company's values and objectives (IHG, 2024b). The process usually consists of resume screening, competency-based interviews, skills assessments, and reference checks. IHG uses primarily behavioral interviewing techniques to check the candidates' previous experiences and abilities to face real-life challenges in a hospitality setting. Besides, IHG may use assessment centers or simulation exercises to check the candidate's problem-solving skills, customer service orientation, and teamwork capability (Talawanich and Wattanacharoensil, 2021).
IHG's plan for HR, recruitment, and selection plays a crucial role in the creation of it’s a division. For instance, IHG, while preparing to open a new hotel property in a high-growth market, does the workforce planning to find the staffing needs and the qualified talent (Gagić and Jovičić-Vuković, 2017). Using specific recruitment campaigns, IHG manages to get experienced professionals with a proven career history in the hospitality sector, hence, the new business unit can improve the operational performance and service quality.
[bookmark: _Toc166531709]Conclusion  
It is concluded that InterContinental Hotels Group (IHG) is a good example of how the progress of HRM enables the growth and success of global hotel brands. Between HRM practices that focus on the acquisition of talent, strategic workforce planning and performance evaluation, IHG has become a leader in the global hospitality industry. By adopting a code of ethics, engaging in effective communication, and managing relationships, IHG creates a culture of excellence and innovation, which in turn, leads to the growth and sustainability of the organization. IHG is still facing the difficulties of the global marketplace, and thus, its strategic HRM approach will be the most important to be used to reach the long-term success of the company and to provide excellent hospitality to the guests of the world.
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