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Discuss how the evolution of Human Resources Management (HRM) facilitates the strategic development of an international hotel brand through workforce planning, recruitment, and selection.








The hospitality industry of the UK is considered one of the most fast-paced industries that significantly contributes to the global economy. Through retaining more clients from the global marketplaces, the tourism industry of the United Kingdom has managed to generate a greater volume of revenue, which in turn has contributed to the GDP growth of this nation. For this industry, one of the most significant success factors is human resource management which complements it as a strong backbone for catering to the tailored vacation preferences of individuals and building a long-term connectivity approach. The UK hospitality industry has enhanced its economic contribution from £20 billion to £93 billion since 2022 when it opened employability scope for 3.25 million people in the UK, being the 6th largest tourism destination in the world (Statista, 2023). As a booming segment, the hospitality industry has projected a consistent growth of 2.53% amounting to £60.73 billion by 2029 (Statista, 2023). This reflects the impact of potential planning, recruitment, and the selection process, with employees being the core driver of long-term sustainable growth of this industry in the UK. Úbeda-García et al., (2021) have found HRM to offer high-quality services to clients with potential recruitment training and employee development procedures to help them remain engaged, satisfied, and motivated in improving the overall productivity of the industry. Therefore, this essay aims at the strategic development of an international hotel brand in the UK through planning, recruitment, selection procedure, and the impacts of changing the HRM framework to this context. 
In this essay, the chosen brand is IBIS Styles Glasgow Central, situated in Waterloo Street, UK. The Accor group is considered one of the top hotel operating brands with over 5600 global hotels across the globe (Accor, 2022). This hotel is eco-certified providing long-term sustainable growth impacts through the operational excellence of the staff in terms of minimization of resource usage to ensure the reduction of environmental footprint globally (Irani et al., 2022). It shows the vivid impact of strategic HRM on enhancing Glasgow Central’s performance in the long term with increased employee engagement and commitment to the hospitality firm. Further, the Accor IBIS group of hotels is highly impactful in combining local knowledge with critical global insights to retrieve positive outcomes and optimized growth in the competitive marketplace of the UK. 
In terms of understanding the impact of HRM on the hospitality industry of the UK, knowing the evolutionary history is significant. Greasidou and Valachis (2022) have found HRM to be the pillar of hospitality success by focusing on its evolution from personnel management toward an intriguing journey reflecting the shifting dynamics of the hospitality business environment of the UK. In the first phase of the 20th century, HRM was on the primitive level acquainted with personnel management (Armstrong, 2014). In this era, the key role of HRM was to mitigate fundamental, administrative responsibilities like payroll management, record keeping, and proper mitigation of labour relations by ensuring stringent compliance with the labour laws in the UK to help maintain employee engagement in the firm and their performance stability (Torrington et al., 2014). It proves HRM as personnel management to be the foundational basis of workforce management. 
Here, the need was more to provide a structured approach to people management in the UK by highlighting the employees’ optimum potential. On this note, in the 1980s, there was a significant transition from personnel management to human resource management where it was recognized and accomplished as a distinct field of study (Friedman, 2012). This period has successfully recognized the importance of recruitment, training, and performance management to ensure employee development to potentially sustain in the changing market landscape and competitive intensity (Marchington et al., 2016). Here, HRM operated as a catalyst to change in effectively identifying fresh talents and acquiring them through a strategically crafted recruitment and hiring plan. The third phase, however, took place in the 21st century when the HRM was renamed Strategic HRM in shifting the organizational focus from the auxiliary department to the mainstream operations to the extent of formulating strategies to ensure overall organizational growth (Horn, 2009). In the final phase, the strategic HRM was successfully aligned with the wider business objectives where the active engagement of the HR professionals was equally emancipated to ensure more informed decision-making in talent management, workforce succession planning, or effective performance analysis. Based on the CIPD professional framework further, the role of organizational culture was highlighted to ensure potential workplace collaboration, innovation, and employee well-being in the process (CIPD, 2023). Thus, the evolutionary background of HRM can be supportive for the hospitality industry in ensuring potential talent engagement and management to improve overall hospitality productivity of the UK in the long term. 
The key strategic functions of the HRM include attraction and retention of top talents, provision of high-end effective training and development synergies, potential performance management, and increased employee engagement through strategic planning and overall organizational development. Regarding attracting and retaining talents, the HR professionals of hospitality firms tend to work collaboratively with the hiring managers to establish effective recruitment and selection strategies through compelling job descriptions and efficient selection processes (Bokareva and Yudina, 2020). They also help foster a positive work environment. In terms of training and development, HR professionals are committed to comprehending the need for training and development programs followed by the key opportunities for the overall professional growth of the employees (Rossidis et al., 2021). The skill development programs further contribute to the quality performance of the employees and improved productivity of the firm through their high technological adaptability and diligence to innovation.
Performance management is another strategic function of HR professionals in the hospitality industry, where the HR professionals collaboratively collaborate with the managers in setting clear and concise expectations of the firm by reflecting employees’ accountability for their work (Greasidou and Valachis, 2022). These HR professionals also help the employees with constructive feedback and coaching to effectively define their performance metrics and ensure organizational success. Improving employee engagement is another key goal of strategic HRM since it fosters a potential culture of collaboration, commitment, diversity, and inclusion through high-end communicative transparency (Franzoni et al., 2021). Consequently, the employees feel more valued and engaged in the workplace to ensure the long-term success and sustainability of the hospitality firm in retaining clients. Further, the HR professionals of the hospitality organization can ensure their participation in the workforce needs followed by the development of succession planning which can help in mitigating skill gaps in the industry (Crawshaw et al., 2020). By ensuring proper delegation of tasks aligned with expertise, HR professionals can add value to the people management goals as a core function of the Strategic HRM. Thus, HR functions have a vivid role in enhancing the growth and developmental sustainability of the hospitality industry at large. 
In terms of ensuring the developmental sustainability of the hospitality firms in the UK, the HR functions have included forecasting labour demands and supply, goal setting, and strategic planning followed by the program implementation and evaluation in the end. Strategic HRM, being the parental system, consists of human resource development and human resource planning, which plays a vital role in the alignment of people, culture, and processes to ensure optimized productivity in the hospitality industry (Papademetriou et al., 2023). In terms of forecasting the labour demand and supply, Human Resource Planning (HRP) can help in both qualitative and quantitative ways. While the qualitative methods of demand and supply forecasts fundamentally depend on statistical equations like workforce trend analysis or econometric calculations, the qualitative methods extensively are used to effectively spot the managerial judgments and the need for training and developmental integration among employees (Gallagher, 2022). These supply and demand signals are extensively used in the estimation of demands for labour in the hospitality industry. 
The Delphi technique is considered one of the most authenticated labour supply and demand techniques that exemplifies the past and current workforce data followed by their turnover rates and employee performance along with the identification of organizational goals and alignment with the workforce’s skill and attributes with the same goal (Naisola-Ruiter, 2022). In terms of goal setting and strategic planning, HR professionals can help in providing a strategic pathway toward success by emphasizing team connectivity and strategic alignment of company goals. In addition, it is important for the respective professionals to align the organizational objectives with individual goals, commitment to set deadlines, alignment of goals with individual’s professional development, and recognition of short-term wins. Apart from this, the HRP helps in effective strategic planning in keeping adequate talents in the hospitality industry to provide the most effective customer-centric services to facilitate their tailored preferences (Kloutsiniotis and Mihail, 2020). The strategic HRM further ensures more productive businesses with high-end competitive advantages that help in improving the organizational viability and validity in mitigating the core HR challenges. While relating to the recruitment and selection process, the HRP successfully guides in identifying the critical skill gaps and competencies to conduct appropriate need assessment programs (Shao and Peng, 2023). These further enable HR professionals to engage the higher quality workforce to ensure increased productivity and improved hospitality business performances. Thus, the entire strategic HR planning process soundly guides the hospitality industry in retaining employees for long after recruitment and selection to ensure long-term sustainable hospitality business productivity. 
For hospitality firms, recruitment and selection projects vivid impact since their fundamental aim is to attract the best talent by visibly reducing employee turnover and absenteeism rates thereby fuelling employee engagement and workplace satisfaction. By using the optimal recruitment and selection process, hospitality firms can contribute to high-end cost-effective operational trends in the industry by enhancing expertise and the job satisfaction level of the employees (Ghani et al., 2022). 
The process of recruitment and selection for Glasgow IBIS Central hotel in the UK consists of six distinct steps which are discussed further. First, with the creation of a meaningful and lucrative job description, the prospective candidates can be introduced to the key role. Secondly, by posting the advertisement in the right places, such as social media platforms like the Company’s career site and LinkedIn, the organization can ensure better reach of the role to the applicants (Abdalla Hamza et al., 2021). Thirdly, all the resumes are screened by the company authority against the core requirements of the role to assess their qualitative aptitude and purposive alignment. Fourthly, the candidate is called for an interview that helps the HR professionals with a comprehensive idea about their key capabilities and suitability (Cambon, 2023). Fifthly, by ensuring the personality tests, knowledge tests, and psychometric tests, the candidate can be potentially screened to help them stand out from the rest. Finally, based on the previous stages, the most suitable employee is hired as an ideal candidate for the position based on their professional skills, firsthand experience, and expertise (Kravariti et al., 2021). Adding to this, the Human Resource Management has been significant in the overall development of the employees to ensure high-quality service outcomes for the hotel. Thus, by focusing on Glasgow Central’s recruitment processes, the extensive impact of the HR professionals can be efficiently projected in the productive improvement of the hotel. 
This study has concluded that offering extensive insight into the role of Strategic Human Resource planning in ensuring the clarity and significance of recruitment and selection with specific reference to the Glasgow IBIS Central Hotel, UK. In the primitive stage of the essay, the evolution of the SHRM has been projected from personnel management and the way it has determined the hotel’s growth and developmental consistency eventually. Moreover, the strategic roles of the core HR function have been detailed including attracting, retaining talents, and ensuring employee engagement through potential training and development provisions to improve the productivity and employee retention capabilities of the hotel (Inman et al., 2014). Additionally, this study has highlighted the strategic HR planning process by focusing on the significance of the Delphi technique as a supply and demand forecasting instrument, goal setting, and strategic planning initiatives of the hospitality industry followed by policy implementation and evaluation. Further, in terms of recruitment and selection processes, Glasgow IBIS central has extensively been beneficial in ensuring a sound talent management framework for the hotel to enhance the consumer satisfaction level that contributes to the development of a sustainable framework for the hotel. Thus, the changing roles of the HRM can support the strategic development of Glasgow IBIS Central through effective planning, recruitment, and selection processes. 
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