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The three main schools of thought in strategic human resource management (SHRM) are the best-fit, resource-based, and universal-or best-practice schools of thought. Eight case study firms in the international hotel industry are examined in this study to see whether they adopted these approaches simultaneously or in a mixed fashion. Although the results show that the first two methods are often used together, the SHRM RBV method was not easily implemented by all businesses. In general, distinct industry forces made it difficult to gain differentiation through SHRM practices. The research shows that businesses who get an edge in the market thanks to their HRM practices have mastered the art of integrating the knowledge of their managers with that of their corporate market entry mode. This has allowed them to create unique HRM interventions that work hand in hand (Chen et al., 2022).

[bookmark: _Toc166422896]Evolution of HRM in the Hotel Industry
Many changes in emphasis and approach have characterised the development of HRM in the hospitality sector throughout the years. Managing payroll and staff schedules were the two main focuses of human resource management in the hotel industry in the past. On the other hand, HRM's function has grown in importance over the years, becoming a strategic driver of organisational performance and competitive advantage. The hotel sector is seeing a shift in human resource management practices towards treating staff more like assets and acknowledging their importance in creating a positive experience for guests. As a result of this change in thinking, talent management, employee development, and creating a happy work environment have become more important (Dalluay and Bagas, 2021). These days, in order to be competitive, hotels put money on programmes and initiatives that help them recruit, retain, and develop elite staff. Chen et al., (2021) all agree that in the last 30 years, SHRM has become the most prominent designation in people management. The topic has been dominated by three distinct approaches: the resource-based view (RBV), best-fit or contingency, and the universal or best practice (RBP) (Ruzic et al., 2022). Recent theoretical arguments have proposed that companies are likely to adopt multiple approaches simultaneously rather than sticking to just one. This is because firms are influenced by complex factors and forces, and empirical research has mostly examined SHRM from one of these specific perspectives (Boxall and Purcell, 2008, Boxall and Purcell, 2011, Marler, 2012). Few studies have used an empirical approach to examine how companies use SHRM strategies all at once to gain a human resource competitive advantage (Boselie et al., 2009). Studies that have looked at this topic have found that industry-level analyses are crucial (Paauwe, 2009; Paauwe and Boselie, 2003), and they have also urged more empirical research into the competitive HRM strategies of multinational corporations operating within certain industries. In light of this need, the current research examines how businesses in a single sector have begun to use hybrid SHRM strategies (Lee et al., 2022). 

Cultural and institutional environment factors impact, enable, and constrain human resource management (HRM) across borders (Edwards et al., 2010; Zheng, 2013), in contrast to the SHRM literature, which acknowledges the significance of both internal and external factors in determining a firm's people management practices and approaches. International corporations in particular industries have used SHRM concepts and HRM practices to achieve competitive success by balancing these external and internal aspects, but there has been little research on this topic (Boselie et al., 2009; Marler, 2012; Zheng, 2013). The strategic approaches are given centre stage in the literature review since this study is focused on the strategic and international human resource management (SIHRM) of international managers, including expatriates and inpatriates who lead overseas subsidiaries (Hussain et al., 2021).

Through case studies of worldwide hotel sector companies, this research aims to uncover evidence of the hybrid form of SHRM techniques. This industry presents a particularly apposite sectoral context where there is a long and continued history of internationalization and the rhetoric suggests ‘a hotel is only as good as its manager’. Unit or subsidiary managers have traditionally been seen as ‘strategic human resources’ responsible for creating profitable units through their leadership and expertise in hospitality-specific and generic-business management skills (Miao et al., 2011). It is also an industry, dominated by companies with vast portfolios of hotels across the world using low risk and control entry modes, typically management contracts and franchises (Xiao et al., 2012) which has increased the skills and expertise demanded of such managers. As such, the importance of mutually beneficial relationships between hotel companies, their partners and property owners and (master) franchisees further highlights the importance of effectively managing and developing skilled and experienced hotel managers (Golubovskaya et al., 2021). 

[bookmark: _Toc166422897]Strategic Role of HR Functions at Premier Inn
When it comes to reaching organisational goals and being a top hotel chain, Premier Inn knows that HR functions are crucial. When it comes to talent management, employee engagement, and organisational development initiatives, Premier Inn's HR services play a crucial role in propelling the company to success.
The alignment of HR strategy with the company's overall business objectives is a critical component of Premier Inn's HRM. Human resources experts collaborate closely with upper management to ascertain the long-term objectives of the business and devise programmes to help employees achieve them. As a result of this strategic alignment, HR initiatives will have a positive impact on the company's performance and viability in the long run. Strategic human resource management (SHRM) methods can help Premier Inn, a chain of affordable hotels, reach its objectives (Poursafar et al., 2021).

Potential SHRM approaches for Premier Inn:

1. High-Performance Work Practices (HPWPs):
· Recruitment & Selection: Utilise competency-based interviews and targeted recruitment efforts to attract and hire individuals that exemplify Premier Inn's values (friendliness, efficiency).
· Training and Development: Invest in programmes that teach people at all levels how to do their jobs better, from cleaners who use less water to managers who learn how to lead.Provide language classes to help members of an intercultural team (such as Germany's) communicate more effectively.
· Management of Performance: Establish a transparent framework for managing performance, providing frequent feedback, and creating possibilities for advancement (Chen et al., 2022).
· Pay and Benefits: Provide competitive salaries and benefits packages that meet the needs of employees. For example, German workers can request flexible work arrangements to help them manage their professional and personal lives.
· Open lines of communication and employee appreciation programmes can do wonders for morale and engagement in the workplace, therefore it's important to prioritise employee relations (Chan and Wan, 2022).

2. Talent Management:
· Succession Planning: Develop a talent pipeline by identifying high-potential employees and providing them with opportunities for advancement within Premier Inn.
· Career Development: Offer career development opportunities through coaching, mentoring programs, and internal job postings.

3. Alignment with Business Strategy:
· Skills Gap Analysis: Identify the skills and competencies needed to achieve Premier Inn's business goals and tailor HR practices to fill those gaps.
· Performance Measurement: Track the impact of HR initiatives on key business metrics like employee turnover,customer satisfaction, and operational efficiency (Koseoglu et al., 2022).

Benefits of SHRM for Premier Inn:
· Employees that are happy and invested in their work are less likely to quit, have higher output, and give superior service to customers.
· Less Employee Turnover: Premier Inn can save money on training and recruiting with lower employee turnover rates.
· A competitive advantage in the hotel business is achieved by Premier Inn through its enhanced employer brand, which attracts top personnel.
· Enhanced Customer Service: Guests are more satisfied and loyal as a result of the outstanding service they receive from staff members who are both highly trained and highly motivated.
· Premier Inn can improve operational efficiency and cut expenses with the support of effective HR practices (Lee et al., 2022).

Examples of SHRM in Action at Premier Inn:
· "My Premier Journey" is Premier Inn's programme for career development that aligns with talent management initiatives. It gives possibilities for employees at all levels to advance in their careers.
· "Investors in People" certification: Premier Inn's dedication to staff growth is evident in this certification, which highlights their emphasis on HPWPs.

[bookmark: _Toc166422898]Strategic HR Planning Process
The strategic HR planning process at Premier Inn encompasses several key stages aimed at forecasting labor demand and supply, setting goals, and implementing programs to achieve these objectives.
1. Premier Inn uses variables including anticipated company growth, seasonal demand swings, and industry trends to predict its future labour need through extensive study. This entails looking at things like turnover rates, present personnel levels, and expected changes in company operations to predict how many workers will be needed in the future.
2. Human resources experts work with other department heads and upper management to establish long-term HR objectives that support the company's strategic goals. A more diverse and inclusive workforce, higher rates of employee engagement, and retention could all be among these aims.
3. After goals are set, HR teams create and launch initiatives and programmes to reach those goals. Then, they evaluate how well the programmes worked. Training and development programmes, improved performance management systems, and strategies for attracting and retaining employees may all be part of the picture. Human resources initiatives are evaluated and monitored on a regular basis to determine their efficacy and to make any required revisions (Wu et al., 2022).
[bookmark: _Toc166422899]Recruitment Stages and Selection Process at Premier Inn
Finding and hiring top people is a top priority for Premier Inn because it determines the company's success and the quality of the experiences guests have. At Premier Inn, we strive to find exceptional people whose values and beliefs complement our own through our rigors hiring process.
The recruitment stages at Premier Inn typically include:
1. Premier Inn posts job openings on multiple platforms, including social media, online job boards, and recruitment agencies, in order to reach a wide range of potential applicants.
2. In order to find applicants that are qualified for the position and have the right experience, HR staff go through resumes and applications that come in.
3. The next step is to invite the candidates who made the cut for interviews and assessments. These may take the form of psychometric tests, competency-based interviews, or assessments of specific abilities.
4. Final applicants are chosen and employment offers are issued based on their performance in the interview and the findings of the assessment. To entice top talent, Premier Inn offers competitive remuneration packages and possibilities for career progression.
[bookmark: _Toc166422900]Facilitating Business Unit Development through HR Planning, Recruitment, and Selection Process at Premier Inn
Premier Inn's strategic human resource planning, hiring practices, and selection procedures all show how seriously the company takes the development of its business units. To guarantee that its employees have the know-how to propel company growth and provide outstanding customer service, Premier Inn aligns HR strategies with business goals. For instance, in order to help their employees grow and advance in their careers, Premier Inn invests in extensive training and development programmes. Premier Inn encourages its staff to grow professionally and make a positive impact on their respective departments through programmes including leadership development, cross-training, and ongoing education (Hussain et al., 2021). In addition to finding people with the right set of talents, Premier Inn's hiring procedures look for people who can fit in with the company's culture and values. A good work environment and a culture of cooperation and collaboration are fostered by Premier Inn through the hiring of personnel who exemplify the company's commitment to excellence and customer service (Chan and Wan, 2022).

[bookmark: _Toc166422901]Conclusion
Premier Inn's strategic approach to human resource management is essential for driving business unit development and maintaining success in the highly competitive hotel sector. This strategy includes an emphasis on strategic HR planning, recruitment, and selection processes. Premier Inn shows it is dedicated to providing great guest experiences and being at the top of the hospitality industry by investing in its employees and coordinating HR initiatives with business goals (Abuelrub et al., 2021). 
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