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This discusses the international brand hotel Human resource management. The selected international brand hotel is Accor. It also discusses the evolution of Human resource management and the strategic role of the HR function in general and relates to the Accor Hotel brand (Pelit and Katircioglu, 2022). Moreover, the strategic HR planning process is also discussed in this essay, In the HR planning process forecasting labor demand and supply of organisation, strategic planning and goal setting, evaluation, and program implementation are also discussed. Additionally, recruitment stages and the selection process are also discussed in related to Accor. 
The words "human resource management" is relatively new. Its contemporary meaning emerged mostly during the 1980s and has since been widely adopted. In ancient times and for most of the Middle Ages, the creation of commodities was primarily carried out by highly trained artisans and craftsmen (Farndale, Mayrhofer, and Brewster, 2018). The individuals had the tools and equipment, manufactured goods, and then traded them in the marketplace. Consequently, the issue of employer-employee or master-servant connection did not come up in their respective situations (Dogru et al., 2023). They independently handled their business, both alone and with the assistance of their family members. Nevertheless, several skilled artisans also engaged apprentices and specific groups of hired workers (Banfield et al, 2018). A strong bond was there between the skilled workers and the trainees, who actively addressed the challenges faced by the apprentices and their families.
Their partnership was characterised by a human connection. Following an extended period of instruction, several apprentices successfully created their businesses, while others chose to continue working with their senior craftsmen under favourable conditions (Farndale, Mayrhofer, and Brewster, 2018). In the medieval era, experienced workers established guilds largely to safeguard the interests of their industries (Darawanti et al., 2023).
HR often collaborates with the management team to develop the company strategy. However, the strategic significance of HR extends much beyond its function as a team involved in strategy decision-making. The toughest part for most enterprises is and remains execution, either leading to success or failure. On the other hand, HR might prove to be an active player in determining how the execution process shall take place.
 Another important area where HRM manifests its strategic importance is talent management. Although recruitment and selection form the core of HRM, it focuses on developing and attracting talent by creating a competitive advantage. In the hospitality industry, this may translate to introducing training programs that help employees hone their skills to deliver superior guest experiences (Laine et al, 2017). Furthermore, HR may contribute to succession planning and grooming leadership talent inside the organisation for long-term sustainability (Duarte and Silva, 2023). 
HRM also contributes to the field of organisational development strategically. This includes a positive organisational culture, creativity, and change. For an international hotel brand, HRM could engage in activities towards promoting diversity and inclusion that acknowledge the significance of a culturally diverse workforce in attracting clientele worldwide (Pelit and Katircioglu, 2022). Moreover, HRM may utilise change management initiatives in cases of growth or transformation shifts to ensure smooth passage for workers. There are multiple examples in the hotel industry where successful integration of HR functions with business strategy can be observed. To illustrate, a hotel brand offering luxury may position itself as an employer of choice by focusing on competitive benefits and employee development programs (Ghani et al., 2022). 
This is consistent with how the brand promises to provide superb service through dedicated and talented employees. The strategic role of HR functions in today’s business world is complex (Naznin, and Hussain, 2016). HRM significantly contributes to organisational strategy, talent management, and organisational development. The seamless integration between HR functions and business strategy in the hotel industry highlights the crucial role HRM plays for successful international brands (Dogru et al., 2023).
The strategic HR planning process can be considered as a reactive evolutionary structure that includes the forecasting of the labors demand and supply, goal setting SN strategic planning program implementation evaluation, and HR (Hani, 2021). The other all these elements play a significant role in ensuring the proper alignment of the international hotel brand’s workforce with the organisational goals (Darawanti et al., 2023).
Labor demand forecasting is a process of predicting the future need for a labor force depending on organisational growth plans, market trends, and industry requirements (Duarte and Silva, 2023). For an international hotel brand, forecasting includes changes in seasonal patterns, market fluctuations, and new openings. At the same time, forecasting labor supply requires analyzing external talent availability and internal bench strength (Bartlett et al, 2016). This procedure helps highlight possible deficits between demand and supply so that HR can anticipate staffing requirements to prevent surpluses or shortages.
Goal setting is an integral component of the effective HR planning process. The goals have to be consistent with the general strategy of the business, especially in a global chain of hotels that exemplify growth (Ghani et al., 2022). For instance, as an example, in case the brand wishes to enter into new markets HR goals could include: hiring multilingual staff members and training them for cultural sensitivity, etc. Strategic planning requires precise strategies that guide the organisation to attain these goals hence, HR initiatives contribute directly towards ensuring the success of the brand’s spread (Miller et al, 2017).
HR conducts its program implementation, as soon as the goals and strategies are established. This stage involves the implementation of plans like conducting recruitment drives, delivering training programs, and introducing employee development opportunities (Sealy et al., 2023). This may include customizing the onboarding process within a hospitality organisation to suit various cultural backgrounds or initiating special training for staff in particular positions (Chakraborty, and Biswas, 2019). The implementation of these programs helps supplement a workforce that is not just aligned with the brand’s objectives but also capable of responding to an international market that has its challenges.
The evaluation is a nonstop and recursive element of strategic HR planning. It is about evaluating the success of implemented programs and projects. In the case of an international hotel brand, HR will analyse recruitment success by assessing the performance and satisfaction level of recruits. In the process of evaluating training effectiveness and impact on employee skill development & job satisfaction, feedback will be sought from employees (Dogru et al., 2023). 
This feedback loop mechanism empowers HR to make data-driven adjustments, ensuring that the workforce remains in pace with the changing needs of the brand and global market. The strategic HR planning process is a multi-stage procedure comprising forecasting, goal setting, strategy development program implementation, and evaluation (Nikoloski, 2021). This process is particularly important for international hotel brands because it allows human resources professionals to forecast future labor needs, identify alignment of goals with overseas growth strategies, and implement programs that support HR planning which in turn contribute to the brand’s success (Ghani et al., 2022).
The HR planning of Accor goes hand in hand with the brand’s approach to innovation and quality (Abellanet Miranda, n.d). For example, to embrace fresh markets, Accor pays exceptional attention to forecasting to determine unique labor demands for every location. This ensures that the mode of recruitment is culturally sensitive and takes into account such factors as cultural nuances, regional preferences, etc (Ghani et al., 2022).
As a renowned international hotel brand, Accor focuses on its recruitment and selection processes paying much attention to getting talent that matches both Cultural Diversity and values of exceptional guests’ experience. Additionally, Accor uses a multi-dimensional strategy for attracting and finding ideal candidates. The brand relies on a powerful online presence, utilizing its official website and several social media channels to promote vacancies (Garavan et al, 2021). This digital strategy also covers direct hiring initiatives, where Accor directly reaches out to potential applicants through online job fairs and virtual recruitment events (Sealy et al., 2023).
In the identification phase, there is a comprehensive screening process. HR professionals at Accor use a mix of resume reviews, video interviews, and assessments to screen candidates. In light of Accor’s global footprint, language abilities frequently play a central role, particularly in those jobs that interact directly with the customers (Demirçiftçi, and KIZILIRMAK, 2021). The brand deliberately recruits people with language skills because the clients are all over the world.

Accor’s recruitment strategy is aimed at ensuring that the identified individuals are not only skilled but also align with their brand culture and vision. At the interview stage, it is also crucial to refer not only to technical skills but also interpersonal qualities such as adaptability and passion for hospitality (Ghani et al., 2022). There is a lot of emphasis on cultural fit in the brand. The interview process of Accor predominantly involves scenario-based interviews that assess the ability of candidates to deal with real-life situations characteristic in hotels (Susilo, and Santos, 2023). Furthermore, role-based evaluations like simulations for managerial positions ensure the person is not only technically competent but one who will safeguard Accor’s standards.
Accor promotes inclusive recruitment practices focusing on diversity and inclusivity. The dedication to these principles is apparent in programs that engage candidates from diverse backgrounds, leading to a multifaceted workforce that benefits the entire guest experience (Accor, 2023).
The recruitment success of Accor goes hand in hand with its expenditures on training and development programs. The brand encourages employees’ continuous learning and skill development creating an efficient, highly qualitative team (Accor, 2023).
Accor focuses on internal talent mobility where the employees can progress within an organisation. Career progression is offered to the successful hires and this helps not only in individual career development but promotes Accor as a serious global hospitality player.
However, Accor’s recruitment strategies do not rely on conventional methods only. The brand is vigorously driving an employer brand that attracts the best of talent through Digital channels, career fairs, and partnerships with hospitality schools across the world. This holistic approach further promotes the emergence of business units that are comprised of people with multicultural professional skills and cultural awareness needed in the international hospitality market (Duarte and Silva, 2023). The success stories of Accor in terms of recruitment are often shaped by the contributions of individuals who have effortlessly assimilated into its culture and brought about remarkable benefits (Accor, 2023).

 For example, a great hire who is multilingual can improve guest experience through effective communication with the diverse clientele. Similarly, a manager who has demonstrated success in adapting to varied cultural environments may steer an organisation unit towards achieving its objectives in the new market (Pelit and Katircioglu, 2022) (Pelit and Katircioglu, 2022). Such successful hires not only demonstrate the necessary technical skills for their positions but also match Accor’s corporate values and reflect well on the company’s reputation. Their success in adapting to and performing well under dynamic international situations demonstrates Accor’s ability to identify people who meet not only the brand needs today but also contribute towards its further endowment for tomorrow (Abellanet Miranda, n.d). However, Accor’s strategic HR planning recruitment and selection has transformed its brand into an industry icon in the global hospitality arena. By promoting inclusion, employee training, and purpose-driven talent acquisition, Accor helps to establish business units that excel in different but global markets. The success stories of hires represent the brand’s commitment to developing a labor force that reflects its values and supports long-term corporate growth (Sealy et al., 2023).
The development of HRM and its strategic nature in terms of the international hotel industry reveals a dynamic process from traditional practices to modern phenomena crucial for business (Darawanti et al., 2023). The strategic HRM functions, including workforce planning and recruitment as well the selection are very important in building successful international hotel brands (Duarte and Silva, 2023).
Effective business units’ development is directly determined by HR strategic functions, including labor demand forecasting, setting goals in line with global spread strategies and running profitable programs. Accor, a company successfully integrates all these functions and implements egalitarian recruitment policies that demonstrate commitment to employee development through strategic talent acquisition (Ghani et al., 2022). The effects of strategic HRM on business development in the worldwide hotel sector are obvious with one’s ability to create diverse, competent, and culturally sensitive workforces that satisfy different requirements emerging from a global consumer base (Pelit and Katircioglu, 2022). The cases of successful hires in Accor reflect the direct correlation between strategic HRM practices and sustainable business success (Sealy et al., 2023).
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