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HRM has gone through a substantial transformation, shifting its primary emphasis from administrative duties to assuming the role of a strategic partner that is vital for the expansion of businesses. As a consequence of the shifting organisational structures, employee expectations, and workplace environment, this evolution has expanded the responsibilities of human resource management to encompass strategic planning, employee development, performance management, and the cultivation of organisational culture (Kaufman, 2015). HRM is essential for the strategic development of international hotel brands within the hospitality industry. Effective HRM is essential in the industry due to its emphasis on service excellence, cultural sensitivity, and operational efficiency (Sharma and Gursoy, 2018). This is demonstrated by Accor, a prominent global hospitality company, through its HRM strategies designed to improve brand and operational effectiveness. Accor prioritises employee well-being, diversity and inclusion, talent development, and the incorporation of corporate social responsibility into its fundamental operations. The purpose of these initiatives is to retain, cultivate, and recruit a diverse workforce that is well-equipped to handle the ever-changing demands of the international hospitality industry (Accor Group, 2022). Demonstrating a dedication to HRM as a strategic partner, Accor places significant emphasis on fostering an appealing and interactive work environment that promotes sustainability, diversity, and inclusivity. The essay will look into the Accor Group in order to explain the evolution of HRM and how it develops an international brand through planning, recruitment and selection.

Human Resource Management can be defined as a methodical and strategic approach to overseeing the personnel of an organisation who, both as individuals and as a group, play a critical role in the accomplishment of its goals (Cheng and Hackett, 2019). Human resource management involves the coordination and support of individuals in their employment with an organisation, with the goal of guiding them through the necessary procedures to fulfil the organization's objectives, while also considering their well-being and compensation (CIPD, 2023). The transformation of Human Resource Management from a transactional function to a strategic entity signifies a fundamental change in the way organisations view human capital and the importance it must possess to attain a competitive advantage (Greer, 2021). At its inception, human resource management was distinguished by administrative responsibilities centred on payroll, employment, and labour law compliance (Kaufman, 2015). On the contrary, HRM practices underwent an important transformation in the late 20th century, placing a higher value on talent development, strategic alignment with business objectives, and organisational culture (Armstrong and Taylor, 2020). Integrating HRM strategies with the overall company mission to improve organisational performance constitutes strategic HRM. This methodology is supported by the notion that employer and employee interests are unitary, that individuals should be managed holistically as assets rather than liabilities, and that high levels of commitment are required (Armstrong and Taylor, 2020). Adoption of high-involvement work practices, which have been demonstrated to increase profits and employee turnover, has facilitated the transition to strategic HRM. Moreover, senior executives are increasingly engaged in the strategic planning processes, which demonstrates the growing significance of human resource management in the attainment of organisational goals (Torrington et al., 2020). The evolution of human resource management in the hospitality industry is apparent through the deliberate integration of HR practices with the objectives of providing outstanding visitor experiences and attaining operational excellence. Skilled, motivated, and compatible employees are imperative in the service quality and customer satisfaction sector, which mandates a workforce that embodies the organization's vision and values (Friedman, 2012). An additional illustration of the strategic orientation of human resource management in the hospitality industry can be found in Accor, a top multinational hotel conglomerate. Aligning HR strategies with overarching business objectives, Accor's human resource management approach prioritises staff wellness, diversity and inclusion, and talent development in order to stimulate innovation, increase visitor satisfaction, and propel growth (Accor, 2023). The organization's endeavours, including the development of appealing and interactive work environments and the prioritisation of developing young talent, demonstrate a profound comprehension of the strategic function of human resource management in the hospitality industry (Accor, 2023). Thus, organisational practices and priorities have been significantly altered by the transformation of HRM from a transactional function to a strategic entity.

Human Resource functions are critical participants within Accor, ensuring that HR initiatives are in line with the strategic objectives of the organisation. By implementing a strategic alignment that includes talent management, leadership development, and the promotion of an inclusive organisational culture, Accor guarantees its sustained dominance in the hospitality sector (Accor, 2023). The extent to which Accor is dedicated to leadership development and talent management is demonstrated through its extensive training and development programmes. Offering over 2.7 million hours of training in 2022 alone, the company makes substantial investments in training to equip its employees with the knowledge, abilities, and opportunities necessary for advancement within the organisation (Accor, 2023). These initiatives ensure that all team members, irrespective of their background or level of experience, have equal opportunities to progress in their professions and foster a pipeline of diverse leaders. The emphasis on talent development is crucial in order to maintain innovation, performance, and esteem throughout Accor's worldwide operations (Johnston, Clark, and Shulver, 2012).  The HR departments of Accor are instrumental in fostering an innovative corporate environment that places a premium on diversity, equity, and inclusion and HR assists Accor in attracting and retaining a diverse workforce by prioritising initiatives such as cultural diversity, gender equality, and the incorporation of individuals with disabilities, as well as fostering an inclusive work environment (Accor, 2023). By fostering an inclusive culture, Accor not only increases employee engagement but also improves its capacity to provide outstanding visitor experiences that cater to the varied needs and preferences of its international clientele. The impact of HR on Accor's strategic planning is significant, with workforce analytics, employee engagement, and succession planning being particularly noteworthy initiatives. HR strategies, including knowledge management and human capital management, influence operational, strategic investment, and value-adding decisions (Accor, 2023).  Through the utilisation of employee performance and engagement data, human resources offer valuable insights that inform the formulation of strategies aimed at bolstering the efficacy and adaptability of the organisation. The strategic input provided is critical in order to synchronise HR practices with business objectives, in this manner guaranteeing Accor's competitiveness and adaptability to market dynamics (Marchington and Wilkinson, 2016).

Furthermore, Accor forecasts future employment requirements using a methodical process that combines people strategy and business strategy. This procedure commences with an assessment of the existing workforce and accounts for probable rates of employee attrition. Through dialogue between HR business partners and business unit managers, future requirements are identified, enabling the alignment of skills in each job family with business initiatives (Accor, 2023). This forecasting is essential for Accor to ensure that personnel levels and competencies align with the company's growth and expansion plans, in this manner preserving the appropriate level of capability to execute business strategies. Objective formulation is a process undertaken by the HR functions of Accor to set goals that are compatible with the company's overall strategy as suggested by Armstrong and Taylor (2020). This requires identifying and implementing human resource strategies that contribute to the achievement of organisational objectives and are incorporated with the business strategy. Efficient human resource planning at Accor is designed to avert deficiencies in personnel, improve the recruitment process, and guarantee that the company hires competent and gifted individuals who make valuable contributions towards the fulfilment of its goals (Torrington et al., 2020). For instance, the recruitment and selection procedure are coordinated with the organization's strategic objectives, guaranteeing that candidate proficiencies correspond to job prerequisites. The strategic human resources programmes implemented by Accor are distinguished by their focus on diversity, equity, and inclusion (Accor, 2023). The organisation is dedicated to ensuring that all talented individuals have fair and equal opportunities for advancement and progress. An abundance of training and development initiatives and receptive recruitment procedures are a few of the ways in which Accor exemplifies its dedication to nurturing an inclusive and diverse workplace. As well as the gender composition of hotel management and the quantity of personnel with disabilities, these programmes' efficacy is evaluated via a variety of other metrics (Accor, 2023). The establishment of robust monitoring and debating entities, coupled with effective governance at the topmost managerial level, guarantees adherence to these commitments and fosters ongoing progress in initiatives pertaining to diversity and inclusion.

Recruitment and selection are pivotal procedures incorporated into HRM, serving to entice and select candidates who most closely align with the requirements and culture of the organisation. The act of identifying and enticing prospective employees from both internal and external sources in order to initiate the assessment process for future employment is the definition of recruitment (Murton, Inman, and O’Sullivan, 2010). The procedure entails ascertaining the job and organisation prerequisites, followed by disseminating this information to potential candidates through diverse channels, including job advertisements, social media, and other digital platforms that enable broad outreach (Horn, 2009). Conversely, selection is the procedure through which the most qualified applicants from the pool of those generated during the recruitment phase are selected (Kamran, Dawood and Hilal, 2015).  A succession of procedures are incorporated to assess the credentials, proficiencies, and organisational compatibility of potential candidates. Background checks, skill evaluations, skill tests, and personality assessments may be incorporated into the selection procedure in order to ascertain which candidates will contribute most effectively to the organisation in the present and future (Torrington et al., 2020). To attract talent, Accor implements revolutionary-edge recruitment campaigns and makes effective use of digital platforms. The organisation prioritises a transparent and non-discriminatory recruitment policy, which guarantees a decentralised, efficient, and equitable recruiting process that adheres to prevailing legal standards (Accor, 2023). Accor prioritises personality and individuality over technical skills when recruiting in order to construct a team that is both diverse and innovative. Developing the talents, career prospects, and job satisfaction of team members is the basis of Accor's recruitment strategy. Through sponsorships, mentoring programmes, and partnerships with associations, the organisation promotes diversity and integration in its workforce and leadership. (Accor, 2023). Accor's commitment to fostering diversity, equity, and inclusion is apparent in its recruitment procedures, which strive to furnish all personnel with just and impartial prospects to advance their careers in significant ways. Candidates who are accepted by Accor are vetted to ensure they are compatible with the organisation and its culture. (Accor, 2023). This entails an exhaustive assessment of the aptitudes, character, and viability of candidates to make valuable contributions and flourish in the organisational setting (Armstrong and Taylor, 2020). A Group Recruitment Charter is furnished to managers, which delineates exemplary procedures, encompassing acceptable inquiries and conduct throughout the recruitment process, in order to guarantee adherence to Accor's principles of non-discrimination, fairness, and diversity. Practical guides, such as the Disability Guide, serve to reinforce Accor's commitment to inclusivity and facilitate the seamless integration of diverse individuals into the workforce (Accor, 2023). Examples of Accor's strategic development facilitated by its HR planning, selection, and recruitment procedures include the conception and execution of industry-leading training and development initiatives. These endeavours enhance the capabilities of team members and promote leadership diversity by capitalising on the organization's multicultural principles to cultivate innovation, excellence, and regard (Gallagher, 2016). In addition, Accor's dedication to digitising the learning process ensures that all staff members have the chance to participate in educational and training initiatives, thereby optimising personalised experiences and stimulating collaborative learning. This methodology not only improves the competencies of personnel but also augments Accor's strategic aims through the assurance that the staff is proficient, driven, and in harmony with the organization's objectives (Chungyalpa and Karishma, 2016).

In conclusion, the strategic development of Human Resources Management has played a crucial role in influencing the expansion paths of international hotel chains, most notably Accor. This essay pointed out the evolution of human resource management from an administrative function to a strategic partner, which has allowed Accor to effectively synchronise its workforce capabilities with its overarching business goals. Through the strategic integration of its recruitment and selection procedures with the overarching objectives of the company, Accor has effectively maintained its competitive advantage and facilitated the expansion of the organisation. The proactive human resources initiatives, which prioritise talent development, diversity and inclusion, and employee well-being, are not solely supplementary operations; rather, they are fundamental to the operational success and brand enhancement of Accor. By performing these endeavours, Accor guarantees its ability to adjust and endure in the constantly shifting hospitality sector. The crucial significance of human resource management in facilitating Accor's progress ultimately demonstrates the indispensability of HRM to the attainment of business excellence and highlights HRM's critical necessity for navigating the complex nature of the worldwide hospitality industry, consequently ensuring persistent prosperity and sustainability.
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