[image: A close-up of a sign

Description automatically generated]

Module name: Personnel Resourcing and Development
(BMIH5005)
Lecturer name: Scott James
Student Name:  Daniela Zota
Student ID number:	2240973
1st Assignment
Number of words:     1928
2

Accor Hotels HRM – Case study

Strategic development encompasses the creation and execution of plans and strategies aimed at achieving organisational goals, considering both internal strengths and external factors (Lynch, 2006). HRM, according to Armstrong (2017), is a strategic management approach focused on effectively overseeing an organisation’s most valuable assets, its employees, who contribute both individually and collectively to achieving its goals. The strategic development of international hotel brands such as Accor, heavily relies on the pivotal role of Human Resources Management (HRM). This essay delves into the evolutionary trajectory of HRM and its significant contributions to Accor's strategic advancement via proficient workforce planning, recruitment, and selection methodologies.
Historically, HRM has transitioned from a transactional to a strategic function. At first, HRM mainly concentrated on administrative duties like handling payroll and ensuring compliance. In recent times, HRM has shifted towards a strategic perspective, where employees are regarded as crucial assets to be nurtured and developed, rather than expenses to be minimised. This approach emphasises the importance of having a dedicated, skilled, empowered, engaged, and motivated workforce as the key to gaining a competitive edge and ensuring long-term business prosperity (Kuslevan et al., 2010).
Taylor (1911) focused on making jobs specific, standardised, and on choosing workers scientifically. This laid the foundation for the HR practices we have today. In the early stages of hospitality HRM, including within Accor Hotels and other hospitality chains, the focus was predominantly on administrative functions such as recruitment, training, and compliance. Following traditional HRM models, the emphasis lay on maintaining adequate staffing levels and ensuring operational efficiency, reflecting the industry's foundational priorities (Nickson et al., 2005).
As more hotels competed globally, Accor Hotels changed how they managed their employees. They started to link HR practices with their business goals to make guests happier, keep employees more engaged, and make more profit. They did this by focusing on things like finding and keeping talented workers, helping leaders grow, and setting up systems to track how well everyone was doing (Nickson et al., 2005).
In the 1930s, the Human Relations Movement started because people felt Taylorism was too mechanical. They said it's important to have good relationships at work. Mayo's Hawthorne Experiments (1933) showed that things like how well workers got along and how much attention managers gave them affected how much work they did. This made people start thinking about workers' feelings and social needs at work.
Beer et al. (1984) came up with the Harvard Model of HRM. They suggested a way of managing people that looks at the whole picture and focuses on employees. This approach tries to make HR policies match what the organisation wants to achieve. Next, Strategic Human Resource Management (SHRM) was developed, and this approach regarded employees as valuable assets, aiming to synchronise HR practices with business objectives to achieve a competitive edge (Ulrich, 1998). Influential theorists like McGregor and Maslow played pivotal roles in this paradigm shift (Bach, 2005). As hotels also focused more on providing good service, Accor Hotels started caring more about how their employees felt and having a diverse workforce. They did things like setting up programs to help employees stay healthy, teaching everyone about diversity, and letting workers have flexible schedules to attract and keep the best people (D'Annunzio-Green et al., 2004).
In today's HRM landscape, globalisation, technological progress, and shifting workforce demographics are prominent features. HR professionals face multifaceted challenges including talent management, diversity, inclusion, and managing remote work setups (Sparrow et al., 2016). Furthermore, the emergence of HR technology, like HRIS and AI-powered tools, has transformed HR practices by automating mundane tasks, facilitating data-driven decision-making, and improving the overall employee experience (Cascio & Boudreau, 2016). Accor Hotels, recognising the inherent diversity of the hospitality industry, has increasingly prioritised diversity and inclusion (D&I) efforts. In 2015, they launched various D&I programs, understanding the importance of a diverse workforce for innovation and meeting the needs of a global clientele (Accor, 2021). Moreover, the recent evolution of HRM within Accor Hotels aligns with broader technological and social shifts. The adoption of digital HR technologies has revolutionised traditional HR functions, with e-recruitment and digital training platforms becoming the norm. Furthermore, there's a growing focus on sustainability and corporate social responsibility (CSR) in HR practices, reflecting consumer demand for ethical and sustainable business operations (Davidson, McPhail, & Barry, 2011).
Strategic HRM underscores the importance of regarding strategy as a continual process and mindset, rather than just a written plan, emphasising the essential connection between business strategy and HR strategy. Torrington et al. (2020) explain that there are three main ideas about HRM: one says there are universal best practices, another says it depends on the situation, and the third says it's about how valuable employees are. Each of these ideas has good points and things it's not so good at. 'Black box' research investigates how HR practices affect performance and aims to grasp the inner workings, while globalization adds more challenges to understanding and putting HR strategy into action. On another hand, Armstrong (2011) believes that strategic HRM (SHRM) extends beyond strategic planning to emphasise the critical role of strategy implementation and that it focuses on the strategic actions of HR specialists collaborating with line management to achieve organisational objectives and uphold its values in daily operations.
Accor, as a leading international hotel brand, operates in a highly competitive industry. To stay ahead, Accor must use its workforce efficiently. HRM helps Accor align its employees with its strategic goals, ensuring that the right talent is available to propel the brand forward. Accor Hotels' HR functions are integral to its success, focusing on attracting, retaining, and developing talent in line with the company's values and objectives.
Accor Hotels works hard to find and keep the best people from all over the world. They use new ways like social media and talent analysis to find people who fit well with the company. They also make sure new employees feel welcome and have chances to grow in their careers (Accor, 2024). Accor spends a lot of time and money on teaching and helping their employees get better at their jobs. They offer different ways to learn, like online classes, leadership training through the Reveal Talent program, and learning about different parts of the company, so everyone can keep growing (Accor, 2023).
Accor Hotels places a strong emphasis on performance management, fostering a culture where employees are driven to excel. Through regular feedback sessions, goal setting, and performance evaluations, employees are equipped to understand expectations and monitor their progress, ensuring alignment with organisational objectives for overall success. Additionally, Accor priorities employee engagement through initiatives like recognition programs, open communication channels, and fostering a positive workplace environment. By keeping employees engaged, Accor aims to boost productivity, innovation, and commitment to the company's mission.
Accor Hotels priorities diversity and inclusion, fostering a workplace culture built on equality and respect. HR initiatives focus on creating a diverse workforce and nurturing an inclusive environment where every employee feels valued, leading to enhanced collaboration and innovation. 
By implementing these strategic HR functions effectively, Accor Hotels gains a competitive edge in the hospitality sector by attracting top talent, cultivating a skilled workforce, boosting employee engagement, and aligning HR strategies with the broader business goals. These practices not only contribute to employee satisfaction and retention but also drive organisational performance and sustainable growth.
Strategic HR planning also holds significant importance for companies such as Accor Hotels, which operate within the dynamic hospitality sector, with a focus on forecasting labor demand and supply, goal setting, strategic planning, program implementation, and evaluation. 
Accurate forecasting offers significant benefits by furnishing managers with essential data for making informed decisions. It assists in guaranteeing that the organisation possesses the appropriate number and types of personnel, positioned effectively and timely, engaged in tasks that generate value for both the organisation and its employees (Snell & Morris, 2019). According to Taylor, S. (2021) the forecasting process involves three main stages, with a fourth stage that entails formulating a response to the forecasts. At first, it's important to figure out how many people and what skills the organisation needs based on its business plans. This means understanding how the organisation’s overall strategies affect its need for human resources. Then, the attention turns to looking at the possible supply of human resources. Firstly, internal supply is assessed to determine if existing employees can meet the demand identified earlier (Bidwell, 2017). Lastly, any gap between demand and internal supply is considered, prompting the workforce planner to forecast the availability of skills and experience externally through new employee recruitment.
Workforce planning involves assessing current workforce capabilities and anticipating future needs. For Accor, workforce planning makes sure the brand has the correct talent in the proper positions when needed. It includes predicting demand, finding skill gaps, and creating plans to fill them. Accor Hotels uses advanced forecasting methods to predict fluctuations in labor demand and supply, including seasonal variations. Through the analysis of historical data, market trends, and business projections, Accor's HR team anticipates staffing requirements across its worldwide hotel network. For instance, during peak tourist seasons like summer or holidays, Accor adjusts its staffing levels to meet the heightened demand for hospitality services, ensuring exceptional guest experiences. 
Accor Hotels aligns its strategic HR goals with organisational objectives, focusing on enhancing guest satisfaction, optimising operational efficiency, and maximising employee engagement. HR professionals and business leaders collaborate in strategic planning sessions to define key performance indicators (KPIs) and action plans. For example, initiatives like career development programs or workplace culture enhancements aim to improve employee retention rates.
Accor Hotels carefully puts HR programs in place, making the most of its worldwide resources and using effective talent management techniques. They have detailed onboarding programs to help new employees fit in smoothly. Also, Accor focuses on training and development to make sure employees have the skills they need and deliver excellent service. Checking how well these programs work is important, so they regularly review performance, gather feedback from employees, and use surveys. By keeping an eye on things and making changes as needed, Accor makes sure its HR programs keep up with changes in the business and the industry.
Recruiting and choosing the right people at Accor Hotels involves a few important steps to help the different parts of the company grow. First, Accor plans ahead to figure out how many new staff are needed and what skills they should have. For example, if a part of the company is going to start working in a new place, they will need people who can speak the language or know about the local culture. Next, Accor uses different ways to find job candidates, like posting ads online, using social media, or going to events where they can meet lots of people. For example, when looking for managers, Accor might go to special events or work with schools that teach hospitality. Then, they check resumes, interview people, and see how well they fit with the company during activities like group exercises. For instance, they might watch how candidates talk to customers or solve problems. 

Overall, the development of HRM has turned it into a strategic role that plays a key part in the success of global hotel brands such as Accor. As recommended by Dessler (2017), HRM includes recruiting, training, assessing, and compensating employees, along with handling their interactions, well-being, safety, and fairness issues. By implementing efficient methods for planning its workforce, recruiting, and selecting employees, Accor can match its human resources with its strategic goals, securing continuous growth and competitiveness in the worldwide hospitality sector.
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