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Discuss how the evolution of HRM facilitates the strategic  development of an international hotel brand through workforce planning, recruitment and selection





This essay aims to cover the evolution of Human Resources Management, and how this aids a hotel’s strategic development, through workforce planning, recruitment and selection. This essay will also cover how the changing roles of HRM support of Premier Inn. Lastly, the strategic planning process will be broken down into smaller segments such as the: forecasting of labour demand and supply, goal setting and strategic planning, and the program implementation and evaluation. The Recruitment stages and selection process will also be covered, with a few examples. 

Firstly, covering the history of HRM and how the space as changed, the beginning needs to be analysed for further understanding of how the space evolved. In the earlier days, HR used to be mostly focused on employee welfare and satisfaction, resolving problems and concerns employees faced, keeping records and ensuring compliance with labour laws. (Jamrog, 2004) While HRM still takes care of employee problems and concerns, the space has evolved to take much more responsibilities, such as forecasting labour demand and supply, essentially this new aspect of HRM entails the anticipations of staffing needs in various locations, considering factors such as market trends, seasonality, and projected business growth. This proactive approach enables Premier Inn to deploy the right talent at the right place and time, optimising operational efficiency and guest satisfaction. (Morley, 2006) 
Furthermore, HRM are now given the responsibility of setting goals and strategic planning. This means that HR must look at the short-term business goals, select the right talent for achieving said goals, making sure the talent understands the objective, and plan ahead to make sure the goal is met in a reasonable time, in layman's terms they manage the employees to meet targets, similarly to a Grandmaster moving pieces on a chessboard. (Armstrong,2020)
Program implementation and evaluation is also a pivotal part of the strategic HR planning process, this process boils down into turning goals from intangible ideal scenarios, and breaking them down into actionable plans. Although, this process is much more complicated than it first leads on. For premier Inn, they invest heavily in employee training programs, and making certain the employees have the skills they need to fulfil the plans needed to reach the businesses goals, Premier Inns HRM also make sure to engage their employees, by building a business work culture designed around team work and communication. Diversity and inclusion programs are common tools Premier Inn use to keep their employees happy, aswell as Performance management systems. (Aziati, 2019) 
What makes Premier Inns HRM special is the fact that employee wellbeing is given extreme priority by Premier Inn. The goal includes such things as mental health support systems, flexible work hours and welfare schemes. Premier Inn focuses on overall well-being of its employees that results to not only job satisfaction but also a good corporate culture.(Lopez-Andreu, 2019)
Aswell as the fact that the Human Resource department of Premier inn uses technology in its operations hence making it effective. These range from digital onboarding and performance management platforms to employee self-service portals through which efficiency, accessibility, and transparency have been enhanced across various HR functions so empowering employees and HR professionals alike. (Bondarouk, 2016) The business also integrates principles of sustainability and CSR into their human resource management practices. These include initiatives like community engagement programs, and environmentally friendly workplace policies among others. By aligning the HR initiatives with broader sustainability goals, Premier Inn confirms its commitment to social responsibility while attracting social-minded talent. (Ehnert, 2016)
Premier Inn strongly believes and has rightly placed an importance on leadership development and succession planning. The company prioritizes programs aimed at identifying and preparing future leaders within the firm thereby creating a reliable pool for top leadership positions. This proactive approach is beyond leadership backup in premier inn since it also promotes employee loyalty thus ensuring long term organizational stability. (Blass, 2006) Finally, to adapt quickly to changing business needs and market dynamics; Premier Inn has adopted agile HR practices… This includes having flexible staffing models, team structures that are cross-functional as well as rapid decision-making systems. Premier Inn’s agility in HRM allows it to be adaptive in terms of industry disruptions besides ever-changing customer expectations. (Cardon, 2006)
An example of how Premier Inn facilitates development of business, is the use of a service called Personio, This service is a software that simplifies or even automates HR processes, a HR manager from premier Inn (Cristina Antonio) stated she was pleased that her Premier Inn was using the service. She went on to say: 
‘’The decision to use Personio for all our hotels in Germany was also made to make it easier for our new colleagues to get started with our processes. Cooperation with Personio was the best way for us to standardise our HR processes.’’ - (Antoniu, 2023) 
Premier Inn, also has a lengthy Recruitment and selection process, with multiple steps to ensure only the right people are hired. The process follows these steps: Firstly, they analyse the role requirements, responsibilities and qualifications needed for the Job they are hiring. This is how the business determines what needs to be added to the job description. (Christensen, 2008) Next the business focuses on presenting itself as an attractive employer through certain branding initiatives. This may include showing off the companys business cultures, potential career path and development opportunities, Employee benefits, and positive testimonials from current employees, in an attempt to look as attractive as possible to prospects. (Styven, 2022) 
Next the business deploys its job offering onto its multiple channels, to reach a huge pool of candidates, the different channels include: the company website, job boards, social media, and professional mediums like job agencies. They may also use employee referrals and campus recruitment events to find talent. (Ladkin, 2016) Next, after applications come through a screening and shortlisiting process begins to assess candidates against the job requirements and qualifications. Shortlisted prospects are then invited to come for further questioning and assessment, which may include interviews, skills assessments or even psychometric tests. Furthermore, beyond the initial interviews candidates go through a mandatory behavioral interview/s to evaluate candidates past experiences, behaviours and usefulness to the role, interviewers may ask candidates to provide specific examples of how they handled specific situations or demonstrated skill. (Mcginley, 2017)
And depending on the role, premier Inn may ask the candidates to come in to assessment centres to go through a series of exercises, group discussions and team building activities, and simulations. Penultimately, before extending an offer Reference checks and background checks are done, to verify the candidates history, quals, and credentials. And finally, the business will extend an offer to the most worthy candidates, and upon accepting, premier inn will start an onboarding process to welcome the new employees, providing necessary training and resources. (Kwok, 2011)
Premier Inn’s recruitment process is a well-structured and comprehensive approach aimed at attracting and selecting the best talent to drive the brand’s success in the hospitality industry. The process has some strengths, but also has certain limitations which should be considered.
One of the major advantages that Premier Inn’s recruitment procedure possesses is its attention on job planning and analysis. Through conducting extensive job analyses, Premier Inn ensures that job descriptions and person specifications accurately reflect the role requirements and desired attributes. Consequently, this will attract those who really want such position as well as those who are suitable for it hence raising chances of recruiting successful employees. (saad, 2013)  Furthermore, Premier Inn’s multi-channel mode of recruitment helps to reach out many candidates with diverse backgrounds. In particular, using different platforms like company website, advertising jobs through social media sites and online boards plus signing up with employment agencies widens applicant pool thus increasing chances of getting a right person for every post in question. Lastly, behavioural interviews together with assessment centers enable premier inn to conduct a more comprehensive evaluation about candidates’ competencies as well as cultural suitability thereby providing an all-round view in respect of potential hires. (Boella, 2013)
Still, there are problems associated with how Premier Inn carries out its recruitment process. However, despite efforts to reach diverse candidate pools challenges might still arise while acquiring people from minorities’ communities. Some factors such as unconscious bias within selection procedures may hinder or limited outreach strategies targeting divers communities may also lead to such state of affairs. Addressing these challenges through targeted diversity recruitment initiatives and inclusive hiring practices can enhance Premier Inn’s ability to build a more diverse workforce reflective of the communities it serves. Additionally there are limitations related with time taken during thorough screenings plus assessments for each applicant; although sometimes it might be resourceful as well if done properly alone thus ensuring a policy for filling vacant posts without any delay hindering productivity levels within operational running systems involved by wide-ranging employment processes thus this often further affects overall effectiveness inside organizations. It is therefore important to strike a balance between being thorough and being efficient in order not to sacrifice quality when recruiting in a timely manner. 
(Jeske, 2016)
Some of the strengths of Premier Inn’s recruitment process include strong job analysis, multi-channel recruitment strategies and extensive assessment methods. However, there are areas for improvement such as enhancing diversity recruitment efforts and optimizing the balance between thoroughness and efficiency. Such limitations can further improve on ways that premier inn recruits its staff members hence attracting top talents which will support it’s growing trend and success at its business within hotel industry. (Phillips, 2015)
When it comes to talent management and sourcing, the internal operations within Premier inn may be just the safe ways of enhancing quality since such processes consider an individual who might understand well the specificities of hotel responsibilities performed at those hotels (D’Annunzio-Green, 2018). Internal sourcing is also economical and can provide an effective way to source for talents to fill up positions even when there has been a shortage of new talents and applicants. Additionally, these placements have familiarity measures that will enhance desired levels of motivation amongst existing employees in Premier Inn. For example, for any Premier Inn branch, a vacancy for any service provider could be filled through moving some experienced redundant employee with similar job title at different branches of the hotel chain. Another which Premier Inn can use is promotion to give more power to existing staff members to put them into appropriate roles. An example of Premier Inns internal development is the way that long standing and experienced subordinates sometimes take over from the manager if the position has been left vacant. 

In conclusion, premier Inns recruitment process is made up of heavy job analysis, posting job opportunities across all available mediums, and comprehensive interviewing and skill check process, to ensure the right people that align with the brands values and objectives are hired. While this part of HRM has its pros, it also has its cons. By leveraging internal talent and building employees up, integrating technology into HRM, and planning ahead to met targets. Premier Inn change the definition of HR management. 
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