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Tourism management can be defined as the process of managing, handling, and monitoring practices associated with the tourism sector or industry (Armstrong and Taylor, 2020). It can be said that tourism management is a comprehensive industry providing people with the necessary training, expertise, and skills required for attaining a better position within accommodation or hospitality (Aboramadan and Karatepe, 2021). This essay aims to provide critical information regarding business operations or frameworks of the tourism and hospitality industry. It will signify the way in which Britannia International Hotel Group operates its activities in the tourism industry. The organization is situated in Great Manchester, UK (Britannia Hotels, 2024). This essay will also include the entire recruitment process of the organization. 
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Overview of Britannia International Hotel Group UK
Britannia International Hotel Group is one of the most popular hospitality units in the United Kingdom. It was established in the year 1992 with the aim of becoming one of the finest operators of the hospitality industry in the United Kingdom. Earlier in 1988, the owners had seen vast success and growth in the International hospitality industry of the country and took over the challenge of exploring the industry in a great manner. In the year 1993, Britannia acquired a total of 187-bedroom hotels situated in Stockport. After having a quick renovation, the First hotel line commenced with the name of Stockport Hotel in the same year of its acquisition. Britannia facilitates its customers with two on-site dining halls or restaurants offering delicious cuisines of different lands. Offered bedrooms are combined with advanced technology providing super comfort to the customers. There are Wi-Fi services, 24-receptions, and everything that a customer assumes is convenient (Britannia Hotels, 2024). The evolving HRM also led Britannia to embrace updated or modern methods of HR planning, recruitment, and employee retention. 
Evolution of HRM 
Human resource management is one of the flexible departments indulged in any business organization. It has kept evolving in the business environment since it was introduced a decade ago. Here are some of the stages that describe the way in which HRM evolved: 
Transactional approach – The transactional approach in HRM simply refers to the approach HR practitioners use to manage daily activities of the business organizations, like workplace preparation, selection or recruitment, screening new employees, and managing rewards administration in organizational culture (Armstrong and Taylor, 2020). This approach is termed the prime way through which the Concept of HRM was introduced in business introduced in business environment. Under this, HR professionals majorly focused on operations like processing payroll and reward administration (Ahammad, Glaister and Gomes, 2020). 
Personnel or people management approach – People management or personnel management is an approach of human resource management that aims to recruit or select, train, evolve or engage, and retain appropriate candidates for the business organization in order to enhance business efficiency (Armstrong, 2020). This approach came into existence after the transactional approach, which mainly emphasized optimizing the right talent in business to ensure higher productive contributions from the employees. In earlier times, organizational management recognized that employee efficiency must be increased to win trade battles. 
Human resource management – After personal management, the conceptual studies regarding human capital knocked the minds of organizational managers. By making mutual decisions, they have modified the concept of personnel management to human resource management (Bratton et al., 2021). Although the ideology was similar in both, there was a huge difference in the mentality. HRM is significantly designed to assume the organizational employees as their valuable assets, and they must be nurtured and developed effectively. 
Strategic HRM – Strategic HRM simply means the human resource practices that are aimed to organize human resources with the key operations, strategies, and objectives of the business. After taking HRM practice into account, business experts and practitioners have found that there is a strong need to align a strategic partner to the same (Berman et al., 2021). After that, strategic HRM practices like talent optimization, talent acquisition, and employee development are taken into account in a real sense. 
People-centric approach – Right after strategic HRM, one of the most critical approaches of HRM burst onto the scene, where the older version stopped meeting the needs of human resources to some extent. The people-centric approach is the approach that aims to identify and significantly understand the needs of people associated with business, and accordingly, it met the same through using various resources and tools (Collings et al., 2021). There is a drastic role of workplace culture, diversity, innovation, and inclusion in the people-centric approach of HRM. 
Strategic role of HR functions
Human resource management holds a key position for business organizations, and it is greatly vital from the outlook of strategic success in a business environment. The strategic role of HRM is described as under: 
Attracting top talent – The prime role of an HR professional or HR management of Britannia is to identify the needs of recruitment in business, and accordingly, they quiver labour markets in search of the right talent as per their needs. They throw highly engaging offers in such a market, attracting a larger population for such a purpose (Dessler, 2020). This way, human resource professionals attract talent and recruit the right ones among them to manage their business operations. 
Training the talent – Despite deploying their major efforts and resources in recruiting the top talent, HR professionals of Britannia directly eagerly created training and development programs for sharpening the existing skills of candidates as well as offering them better industry expertise. Through making such efforts, human resources ensure the increment of organizational efficiency as well as the encouragement of staff, resulting in better business performance. Such a strategic approach is valuable for celebrating vast industry success.
Managing performance – The human resource professionals are entitled to oversee and alter the way in which employees operate in business.The HR professionals of Britannia critically observe what employees are generating for business, and they compare such outcomes with certain performance benchmarks. The HRM of business also figure out several areas of improvementsforexecutingbetter strategiesto mitigate the gaps in employee performance. This helps businesses in getting excellent business outcomes. 
Engagement and business culture – Despite several main practices of human resource management, they are also supposed to ensure that all the employees are appropriately engaged with the business leaders or management and that the business culture stays upright for them (Gallagher, 2016). HR professionalsof Britannia critically include some strategies like employee motivation and reward recognition, which lead the management to the pathway of reaching the employees. Moreover, such practices allow HRM to create a productive organizational culture for its associated people.  
Strategic planning – In addition to the HR functions, one of the most neglected as well as valuable functions of HRM is strategic planning. This helps the HR professionals of Britannia in matching the human capital with the main goals and objectives of the business organizations. Strategic planning also supports HR professionals in deriving the current requirements of business culture and expectations of human capital so that they can undertake appropriate practices and initiatives like change management, restructuring, and mergers. 
Strategic HR planning process 
There are four main steps in the strategic HR planning process, and these are: 
Review of HR capabilities – The prime step in the strategic HR planning process is reviewing or assessing HR capabilities (Malik et al., 2020). This step includes the practices of reviewing active staff of the employees. Before making any decisions, HR professionals are supposed to identify the need to hire or recruit employees. This practice supports them in preserving the limited resources of business organizations from being wasted in terms of unplanned hiring procedures. The HR professionals ensure the fulfilment of such motive through encompassing procedures like self-evaluation, questionnaires, and performance reviewing reports (Marchington and Wilkinson, 2016). Under this step, HR professionals align the hiring needs with the current business performances for determining potential outcomes.  
Forecasting labour supply and demand – The second step in this process is Forecasting labour supply and demand in the business organization. After getting the complete inventory, resources, and details ailed with the need for human capital, the HR professional can begin forecasting labour demand and supply for the business (Mousa and Othman, 2020). Under demand forecasting, HR professionals determine what number of employees are required in future and what could be their potential requirements. Under supply forecasting, the HR professionals identifies that the current resources are capable enough to meet the labour or human resource demands. For the business organization, it is critical to asses both of them so that these two must be synchronized with each other for future development.
Creation of talent strategies – Creating or developing talent strategies is the next step in the strategic HR planning process of the business. Under this step, the HR professionals create some strategies associated with the right employees. Such strategies can be termed talent development or talent nutriment in business. Forecasting supports this step by providing an effective base for HR professionals to ascertain several findings regarding talent development strategy (Stone et al., 2024). This strategy and similar ones are highly vital for this process, as it allows them to refurbish the recruitment, training, employee benefits, performance management, and employee relations process for organizational stake. 
Evaluation of the strategies – The last step in the strategic HR planning process is the evaluation of the strategies developed. Under this step, the HR professionals significantly evaluated the strategies they had developed in the prior step, such as recruitment, training and development, employee engagement, and others. Through making an upright evaluation, the human resource professionals of the organization can figure out what could be the outcomes of deploying such strategies on employee performance and do the same might uplift organizational performance or not (Pham, Hoang and Phan, 2020). They can accordingly find out what changes would be helpful for the business. 
Recruitment stages and selection process
There are several stagesin the recruitment and selection process of business organizations, such as:
Development of job description – The first stage in the process is to create an appropriate and informative job description for the vacant post in the organization. Here, the HR professionals of Britannia International Hotel Group UK create highly engaging job descriptions for different posts like hotel managers, receptionists, reservation agents, and many more (Stahl et al., 2020). 
Promoting the job role – The second stage in the process is to promote the job role through advertising the job description created in the first stage (Torrington et al., 2020). Here, the organization runs marketing campaigns through multimedia platforms. It also uses traditional marketing methods to ensure that its hiring alert gets evenly spread in the market. 
Candidate screening – The third stage in the process is candidate screening, in which HR professionals screen the candidates who have applied for the job role by ascertaining the job description. Here, the organization goes through the CVs and resumes of the job applicants and accordingly analyses their eligibility to appear in the interview rounds. 
Interview rounds – The fourth stage in the process is interview rounds, in which HR executives conduct several rounds of interviews or personal discussion rounds with the shortlisted applicants (Wilton, 2022). Here, the organization's HR professionals schedule two- to three rounds of interviews to ensure the suitability of the shortlisted candidate for hospitality operations. Britannia prioritizes experienced employees over  fresh hires, as they can contribute better for the business (Indeed, 2024).   
Evaluation through tests –The fifth stage in the process isevaluation, in which test methods are used to identify the expertise of the candidate for handling operations. Here, Britannia's HR professionals conduct a practical test series for the candidates in order to figure out whether they can manage hospitality operations in a good manner or not. 
Recruitment and Selection – The sixthand last stage in the process is recruitment or selection, in which good candidates are selected for the desired job roles (Yong et al., 2020). Here, Britannia's Hr executives select the candidates as per their performance in the interview rounds and test or assessment stage. This way, Britannia International Hotel Group UK hires the top talent. 
[bookmark: _Toc166245273]Conclusion
The above essay has supported deriving necessary findings about the value of the relationship between human resource management and the overall department of the organization. It has helped in understand the way in which human resource management has evolved during the past few decades. It also includes some HR functions that hold strategic significance for business organizations. The essay has explained that the strategic HR planning process is supremely meaningful for business organizations in forecasting labour supply and demand in the market, setting goals and objectives of strategic planning and implementing and evaluating the programs or plans. Overall, it has majorly emphasized on efficiency of HRM in business. 
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