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[bookmark: _heading=h.gjdgxs]Human resources management (HRM) is an important function in the hotel sector around the world which involves the management of labour relations as well as personnel. Various functions regarding recruiting, training, and development of the employees are managed by the HR managers to ensure offering high-quality services to their customers (Dominguez-Falcon, Martin-Santana, and De Saa-Perez, 2016). It is considered that a well-planned HRM programme of a business can also enhance the business offerings through tailoring a management programme that is well-aligned with the core values of the business as well as of its staff. This aspect is currently utilised by most businesses in the hospitality sector for it can ensure a competitive advantage through the application of valuable changes in work practices (Khdour and Wright, 2020; Johnston, Clark, and Shulver, 2012). With a focus on Premier Inn, the largest hotel brand in the UK, this study attempts to provide a thorough analysis of the numerous responsibilities and vital role of HRM in the context of the Hospitality Industry. The brand operates with more than 840 hotels across the UK along with more than 83,500 rooms (Whitebread plc, 2024a). The size of the business operations thus calls for proper management of human resources to ensure high-quality service offerings.
[bookmark: _heading=h.30j0zll]Human resource management has evolved significantly from the abusive working conditions and days of slavery. At present, employees are treated with respect and dignity and are valued as an integral part of the business's success. HRM is critically responsible for the management of the people component or the human capital of a business and manages the activities regarding recruiting, training, screening, assessing, and rewarding (Kadam et al., 2022; Torrington, 2020). The Industrial Revolution helped in implementing the need for machines and steam power to complete tasks that were previously done manually. Integration of scientific management brought focus on employee productivity level enhancement through developing a single and optimal method for observing the workforce. In the early twentieth century, the human relations movement began and the term human resources evolved (Obedgiu, 2017; Armstrong and Taylor, 2020). In the twentieth century, with the advancements in communications and transport, workforce collaboration and mobility also got enhanced. The viewpoints towards the workforce changed from the cogs in a machine to the assets of businesses.
Human resources management (HRM) further developed into strategic human resources management (SHRM) in this period. The integration of SHRM also acknowledges the significant role of the human capital of a business in implementing value to the organisational operations which can not be easily imitated as compared to external developments such as economies of scale, natural resources, and technology. It thus further developed in the aspects as a major driving force for bringing organisational efficiency crucially. Along with that, in recent times, with the increased focus of organisations on sustainability as a major factor, HR roles become further critical in integrating sustainability within the organisational strategy through the support of the proper management of the workforce and aligning organisational culture into sustainable operations (Idrus et al., 2023). Moreover, with the Industrial Revolution 4.0 and digitalisation within the different industries, the integration of advanced technology became evident. The fast-paced changes in the key factors of communication, technology, and computing facilitate shift within a work environment which becomes the responsibility of the HR managers to implement seamlessly (Yang et al., 2023). Utilising automated cognitive systems and Artificial Intelligence (AI) helps businesses enhance efficiencies in the forms of human-machine interactions. Moreover, firms also utilise Big Data and different data analytics functions to increase the quality and efficiency of their organisational decisions to enable seamless change and improve organisational agility.
The utility of technology, SHRM, and various other strategic approaches in enhancing the ability of knowledge and value creation, and implementation of innovation requires a critical and strategic role of HR managers to properly implement those and attain optimised results and benefits. Human resources management is responsible for a mixed role of traditional functions of administrative personnel as well as resource planning, employee relations, and performance evaluation. Thus, this practice encompasses the management and overseeing of the approaches implemented by a business for hiring and retaining employees as well as their benefits and pay, health and safety, and working conditions (Kadam et al., 2022). Human resources managers are also responsible for employee benefits and payrolls which are generally outsourced along with the instrumental strategic functions. They also oversee employee termination which includes performance-related dismissals, redundancies, and resignations. Moreover, HR managers oversee the management of organisational culture and leadership as well. Compliance with the labour laws and employment policies along with the security, health, and safety of the workers also falls under the responsibility of the HR managers (Obedgiu, 2017). Employees are the internal brand which can significantly impact the brand image. Thus, HR managers are responsible for implementing productive as well as positive employee-brand-related behaviour within the business by incorporating training and development scope within the service-oriented industry.
Successful customer satisfaction and interaction within the hospitality sector are majorly dependent on well-trained, engaged, and motivated employees which is the crucial responsibility of an HR manager to ensure (Michael, Michael, and Fotiadis, 2023). Strategic management implemented by HR managers can help in achieving organisational objectives in the long run as the management measures are interlinked with the activities related to planning, development, and investment of the competencies and capabilities of different collaborators. As per the viewpoints of Madera et al. (2017), HR managers are required to be administrative experts, employee champions, a strategic partner, and a change agent to ensure high-quality services for their consumers along with attaining a competitive position in the hospitality industry. Moreover, according to Marchington and Wilkinson (2016), HR experts are responsible for balancing ethical and professional dimensions at work. HR managers are responsible for developing best practices that can effectively improve organisational performance. Moreover, developing cost-effective recruitment selection and resource planning, establishing initiatives to maximise contributions and skills, managing processes of education and growth for the employees, and developing processes and structures to manage employee relationships effectively are also handled by the HR managers.
Managing HR processes requires a strategic approach and planning to conduct different tasks seamlessly. With the changes in the role, HR managers are now responsible for ensuring hiring the best fit among jobs and employees to ensure workforce surpluses as well as shortages. Thus, HR managers need to include a systematic way to implement different measures relating to employee demand and supply. These processes include a critical evaluation of the present scenario regarding the labour supply of a business, forecasting and calculating current market labour demand, then balancing out projected company needs with the market supply and lastly, building an efficient workforce that can support organisational goals proactively (Ghimire, 2020). In this regard, according to Prakash (2022), HR managers need to consider various aspects of complexity, normalisation, direction, finance, production, and supply to effectively manage the processes of labour demand forecasting. Among the four major phases of forecasting labour demand, the first step requires the HR managers to conduct a critical analysis of the labour supply of the company. In this phase, HR managers evaluate the levels of strength of the organisation depending on its employee skills, numbers, achievements, qualifications, and performance levels. After the evaluation, they are required to consider specific challenges that can potentially affect the growth of the company regarding layoffs, promotions, transfers, and retirements to understand the needs. Then, they are required to develop a gap analysis to address the future needs of the organisation that is limiting the labour supply of the business (Ghani et al., 2022). 
The increased changes in HR roles due to digitalisation affect more than just daily administrative work (Fenech et al. 2019). The recruitment and selection process is also heavily impacted by the changes in the HR role. Currently, it has become evident that HR changes the selection and recruitment process of organisations (Komm et al. 2021). Nowadays, HR is more focused on hiring a “purpose-driven” employee. These attributes are now embedded in the process of recruitment, development, and succession planning (Komm et al. 2021). The HR manager at Premier Inn assumes the obligation of providing support to the organisation by recruiting employees who are purpose-driven and not just there for some reward. With the changes, HR managers now sit with hiring managers to define the roles and responsibilities for a certain post and hire the right candidate for that post (Leonard, 2023). 
Strategic planning is a crucial part of the proper management of human resources in the hospitality industry. Strategy development helps in determining long-term goals and objectives and establishing required actions while allocating necessary resources. Implementation of strategic planning in the hospitality sector helps in attaining improved overall performance. The four major dimensions of strategic planning such as strategic formality, the use of empirical measurement tools, time horizon, and strategic control collaboratively help HR managers implement necessary measures to attain optimised improvement within the organisational operations with the support of the human capital of the company (Mulade and ChimaOnuoha, 2020). All the evaluation measures need to be carried on for the final stage of strategy implementation that can utilise the maximum possible workforce capabilities to serve customers with a high-quality service in the service-based hospitality sector. Customers are the key to attaining sustainable profitability and growth, all these effective strategic approaches need to be implemented within an organisation operating in this sector by the HR managers. HR managers need to implement developed strategies while maintaining strategic consensus to an extent which is the shared organisational commitment and understanding towards the developed strategies (Aladag et al., 2020). In the present times, aligning HRM strategies with environmental sustainability has become a crucial part that HR managers should also consider to attain a positive result in terms of a higher level of consumer base and profitability.
In this regard, the biggest hotel brand in the UK, owned by Whitebread plc, the Premier Inn, and its implemented strategic HRM approaches can be considered to analyse the processes of effective workforce management. The extensive size of the international hospitality business requires proper management approaches to conduct business in the service industry utilising its manpower efficiently to provide exceptional services to its customers (Whitebread plc, 2024a). The company as a Whitebread family majorly focuses on its teams, communities, and the planet. The company showcases its valuable industry-leading goals which are developed to support people and local communities and thus focuses on its recruitment and selection processes crucially. On one hand, the brand invests highly in its people to offer various benefits as well as development scopes with which it aims to provide the best possible service and experiences to its guests on the other (Premiere Inn, 2023; Whitebread plc, 2024b). It offers various opportunities through its marketing capabilities to implement recruitment processes for various positions to attract potential candidates and select based on their capabilities to offer services that are well-aligned with the company values and standards. Thus, depending on various recruitment and screening processes, the company selects its employees and after selection, they are provided with various perks and benefits along with the scope of training and professional development in the industry.
[bookmark: _heading=h.1fob9te]The above analysis offered an in-depth evaluation of the different aspects relating to human resources management. The study has presented a broader exploration of the evolution of HRM practices over time and the changes made in these aspects depending on the changing consumer needs and market demands. The evolution of these practices from its general initiatives to the implementation of strategic approaches to incorporation of technology as well as sustainability measures helped in depicting the changing needs of businesses over time. Along with that, the multifaceted roles of HR managers in implementing a proper management system of the human capital in the hospitality industry showcase the significance of the different leadership capabilities of HR managers in the present complex business landscape. An in-depth discussion on the various strategic steps in developing HR management strategies has offered a broader knowledge of the major aspects that need to be crucially focused on during the whole time by the HR managers and leaders in the hospitality sector. Lastly, aligning all the discussion with the evidence gathered from a leading international hotel business in the UK, the Premiere Inn has helped the study to offer valuable insights on the implemented strategies to offer high-quality service to its customers that have assisted the business to attain the position as the largest hotel business in the UK among its competitors.
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