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	The Accor case shows how active human resource management is and how important it is for the strategic success of international hotel companies. The main goal of HRM is to handle employees (Richards, 2022). This essay will discuss how HRM has changed from a management role to a strategic necessity for businesses, especially hotel companies. The main topic of this essay is the plans of Accor for international growth, define and rate plans for the workforce and hiring. Planned workforce helps a company match its employees with its goals and the constantly changing market (Khang et al., 2023). It includes predicting the quantity and demand of workers. Recruitment is the process of finding, hiring, and keeping skilled workers who are culturally suitable. One other meaning of selection is how a company hires people after thorough tests and careful consideration. These factors helps experts figure out how Accor uses HRM to grow and compete in the hotel business around the world (Bans-Akutey et al., 2021). The goal of this comprehensive study of the HRM methods of Accor is to learn more about how strategic growth affects planning, hiring, and recruiting. 
	Because the goals of the businesses are always changing and international trade is always evolving, HRM has grown and improved a lot over the years. HRM is important for international hotel groups like Accor because it helps them plan for strategic growth in areas like hiring, training, and staffing (Hassanein and Özgit, 2022). HRM has changed over time from what it used to be; an administrative department in a company that handled things like salary and keeping notes on employees (Ali et al., 2023). Still, as companies learned how important human capital is to reaching their strategic goals, HRM turned into a strategic job. This showed a shift in HR strategy and practice toward helping employees grow and work together to reach company goals. People are important to Accor, one of the biggest hotel groups in the world (Garavan et al., 2021). 
Accor needs to use good HRM methods to keep being the leader in the hotel business as it grows in other countries. To keep the good name of the company and provide great customer service, the right people need to be hired. The strategy methods of HRM goes beyond just hiring people. It also includes growing workers, monitoring performance, and planning for who will take over when someone leaves. 

Through the training and development programmes, Accor pushes its employees to always be looking for ways to do things better and come up with new ideas (Li, 2021). With performance management tools, Accor can both praise and reward great workers while also giving them constructive feedback to help them improve (Yousaf et al., 2020).
 	Succession planning also means that the strategic goals of Accor will be carried out by a series of skilled executives. Strategic human resource (HR) planning is very important for companies like the international hotel group Accor to make sure that HR efforts help the company reach its goals (Papaevangelou et al., 2023). The strategic planning of Accor for HR starts with a prediction of the supply and demand for workers. Accor has to think about how adding new services or joining new markets will affect the number of workers the company needs to run (Sealy et al., 2023). 
A company like Accor can see if there are too few or too many qualified workers by looking at things like employee loss rates, exit figures, and skill gaps. At Accor, the goal of labour demand projection is to guess what kind and how many workers will be needed to reach the long-term goals of the company (Sinta et al., 2023). At Accor, plans for hiring, teaching, and deploying staff are based on accurate estimates made by using past data and industry standards (Dolan et al., 2022). For Accor to figure out who can apply for jobs, they have to consider things like population growth, levels of schooling, and changes in the job market. The succession planning of Accor and skill development schemes also help the company find and train people to take on leading roles in the future (El-Sherbeeny et al., 2023).
 At Accor, setting goals and making plans for the future are closely linked to strategic human resource planning. Once estimates of worker demand and supply have been made, HR specialists work with top management to come up with strategic goals that are in line with the mission, vision, and values of the company (Nasar et al., 2021). The strategic HR goals of Accor should be SMART, which means they should be clear, measured, realistic, relevant, and have a date. This will help keep workers responsible and give the company direction. Accor should set goals like reducing staff churn, improving diversity and inclusion, and getting higher scores on how happy employees are with their jobs (Ali et al., 2023). HR of Accor efforts at all levels are led by a shared sense of purpose and direction that was formed by making these goals known to everyone in the company (Fraij, 2021). The next step in the strategic HR planning of Accor is putting plans into action. This means making and putting into action HR plans and efforts that help the company reach its goals. Procedures for hiring and choosing people are very important to running a project because they determine how many and what kind of talented people the company will get (Sinta et al., 2023).
 	Accor needs to find ways to hire people who not only have the right skills but also fit in with the goals and attitude of the company. Accor can get in touch with a lot of different possible workers through different ways of hiring, like job boards, social media, career events, and word of mouth (Elsayed et al., 2023). Accor also find new employees and get in touch with people who want to work for the company by working with schools, professional groups, and industry networks (Russen et al., 2021). Accor should make its hiring process open, fair, and friendly to everyone so that it promotes variety and equal opportunities. The commitment of Accor to sustainability and CSR also affect how it hires people. This is the considerable step in the strategy HR planning process of Accor. The company set standards and key performance indicators (KPIs) to keep track of its progress towards its long-term goals (Mingotto et al., 2021). Key success measures could include things like how engaged the staff is, how quickly open positions are filled, and how many employees leave the company. Because Accor has regular performance reviews and feedback routes, it can see where it can improve its HR strategy (El-Sherbeeny et al., 2023). If Accor cannot find diverse people or meet its hiring goals, for example, it needs to rethink its sourcing methods, update its job titles, or step up its workplace branding efforts (Sinta et al., 2023). In the same way, Accor have problems with pay, chances for growth, or the way the company works if it has a lot of high-turnover rates.
 	The hiring process at Accor, a famous international hotel group, is well-thought-out to find great people who share the values, principles, and goals of the company. There are six important steps in this process; writing the job description, posting the job, screening candidates, questioning them, giving tests and evaluations, and finally picking the best option (Alreahi et al., 2022). Accor puts a lot of importance on clear and specific job titles so that they can hire skilled people who will also work well with the set procedures of the company. Once the job description is complete, Accor advertises the opening in a number of different ways to reach a wide range of people. Some outlets could be the website, social media, job boards, professional associations, and magazines that are specifically made for the business of the company (Atasoy et al., 2022). As part of its workplace branding efforts, Accor posts job openings and uses its global reach to hire people from all over the world. It is possible that applicant tracking systems (ATS) could help Accor find good people faster and with less work. Candidates who make it through the first round of screening are invited to meet with the hiring managers of Accor and HR experts (Bans-Akutey et al., 2021). There are tests to see how well candidates can communicate, how well they fit in with the approach of the company, and how committed they are to the goal and ideals of Accor (Yousaf et al., 2020).
 	The company uses social and behavioural interviewing to find out more about job applicants' experiences, how they solve problems, and how they make decisions. Instead of conversations, Accor use tests and evaluations to check professional skills, thinking abilities, and skills of candidates connected to the job. All of the tests of Accor are carefully checked to make sure they correctly show how qualified candidates are for the job (Buhalis et al., 2023). After the tests and interviews are over, the hiring team of Accor decides who would be the best fit for the job. This choice was made after giving careful thought to the skills and experience of each candidate as well as how well they did in the selection process and how well they fit with the goals of Accor. Diverse, fair, and welcoming people are very important to Accor when they hire new staff (Mingotto et al., 2021). This helps them make a space that is both artistic and friendly. When Accor hires people, the most important thing is to find, talk to, and hire the best people. Accor hires a lot of smart people because they plan ahead, review applications carefully, and are dedicated to being fair and honest. This helps the company grow and come up with new ideas in the hotel business around the world (Sinta et al., 2023).
 	The success of the global hotel chain Accor shows how important it is to carefully plan, hire, and choose HR personnel when starting up new business divisions. Accor helps businesses do well by planning their people in a way that fits with their brand growth goals and what the market expects (Dolan et al., 2022). Accor spends a lot of time planning its HR to find out what jobs are available in each market before it moves into new ones or stays put in the ones it already has. Accor hires people who are sensitive to different cultures, speak more than one language, and have experience working in hotels so they can give the best personalized care. Accor wants people who are tech-savvy and share the ideals of the company of being kind, accepting others, and caring for the environment. Accor uses a series of tests, such as psychological exams, role-playing, and competency-based interviews, to see if a job applicant can work well in different situations, meet the needs of guests, and promote creativity and teamwork (Bagdadi, 2023). Accor also uses its global network and efforts to promote itself as a company to attract highly skilled people from all walks of life. At job fairs, industry meetings, and online hiring sites, Accor is always talking to possible workers and showing them how they can move up in the company. After hiring someone, Accor puts them through a number of programmes meant to help them grow professionally (Papaevangelou et al., 2023). These include leadership classes, training, and coaching. Accor has a committed and loyal staff because they promote from within and give employees chances to move up.
	It has been concluded that in the past few years, HRM has come a long way. This is good for Accor and other international hotel groups because it helps with carefully planning, hiring, and choosing staff. HRM has changed from just being an office role to working with companies to help them connect their people with their goals. Accor makes the most of its human resources by planning ahead for the supply and demand of workers, setting SMART goals, and putting focused plans into action. This helps the company and the market keep up with the constantly changing needs of both. Its HRM approach is based on three main ideas; diversity, sustainability, and inclusiveness. When Accor hires new people, they do a lot of research to make sure they find people who share the approach and beliefs of the company and also have the right skills. Accor makes sure they have a diverse and skilled staff by using new methods such as competency-based interviews and role-playing exercises. Accor also encourages a growth attitude by paying for leadership courses, internal raises, training, and other ways for employees to improve their careers. 
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