



[bookmark: _GoBack]HRM has undergone a huge transition, from a traditional function of the Human Resources Management (HRM) organisation to a partner in the strategy-making process. Being part of a fast-moving business, Holiday Inn has to compete in a global hospitality market. These experiences have allowed the hotel management to re-evaluate and restructure the HR department (Knowles, 1996). The human resource management practice plays a key role in an organisation’s effectiveness and competitiveness, which is a prevalent characteristic of a volatile and dynamic environment in the hospitality industry. HRM provided the means to achieve the mentioned goals for Holiday Inn Hotels, which happens to be a globally known brand, trusted for its incredible customer experience and service quality. The study reveals that at the core of the services that Holiday Inn delivers is the trained and motivated workforce that underpins brand commitment and propels the hotel chain to its position of being a top-quality and hospitable service provider (Angelo & Vladimir, 1991).
Human resource management of Holiday Inn is based on the dedication of personnel of the entire staff towards its symbols and on the expected values and standards that each employee bears. Functioning as a team starts with people because every employee within the company plays a part in the eventual success of Holiday Inn. In Human Terms This includes face-to-face interactions with guests by the staff providing these services and managerial personnel who supervise the operations. Above all, the problem in HRM at Holiday Inn is closely linked with primary objectives and more importantly, it is operation and service approach. HRM, in general, performs a big part in controlling the successful behaviour of the organisation as well as putting an organisation ahead of its competitors (Kitson & Michie, 1996). The study sheds light on the following ways: employees’ recruitment, re-assignment, retention, and learning following seasonal demand fluctuations, recruitment of the top talents using innovative techniques, and the educational program to improve the service standards.
Skill development training like leadership seminars and customer services training are being held as part of HRM for Holiday Inn Hotel to have such. The continuous development or the evolution of the management of the Holiday Inn Sunderland's human resources remains the core principle of its human resource management (Beadles-II, Lowery, & Johns, 2005). Systems of feedback are created to gather impressions of guests and their suggestions to follow the to-be-improved areas fast and carry out the corrective measures. Insights from guest surveys, comment cards as well as online reviews are meant to fill in the gap that can be identified in the level of visitor experiences and also be used to improve a provider of the service. The HRM department for Holiday Inn would probably have aimed primarily at administrative functions like payroll processing and generating employee documentation. However, while HRM has adapted in correlation with the industry shift, the nature of its work has evolved similarly throughout this period (Ichniowski, Shaw, & Prennushi, 1994).
Technological development has been a major factor in making up the HRM strategies at Holiday Inn Sunderland. By applying HRM (Human Resource Management) & other digital tools, the performance is upgraded to higher levels resulting in better decision-making, smooth operations, and highly efficient data analytics. The study sheds light on the awareness of the employee engagement impact on visitor loyalty levels and dissatisfaction with the amenities offered. Human resources operations and functions at Holiday Inn create significant platforms in which the business grows and expands, and therefore it steers the company's vision (Kelvin, 2014). For the Holiday Inn to meet the operational needs by hiring the right number of staff with the right skill set, the workforce planning must therefore come on top. HR creates a recruitment plan to address talent shortages, determine the number of people whose needs will be satisfied, and collaborate with different departments. The research underscores the significance of HRM in Holiday Inn  which believes in reallocating resources towards staff training and development with the aims of improving the quality of jobs, increasing morale and enhancing service delivery. HR cooperates with training providers positioning themselves on the market to apply engaging and relevant learning experiences, develop personal learning plans, and utilise e-learning platforms (Satish, 2012).
Holiday Inn understands the importance of workforce diversity and inclusion as the core of their stratification strategy that seeks to unlock the potential of their employees and provide accommodation for different kinds of customers. Imperative to fulfil egalitarians is ensured for all employees, regardless of origin or identity, through the course of diversity programmes implementation and emphasises the value of inclusive culture within the considered HR. Holiday Inn ought to be able to be a ‘respective employee’ and can successfully mitigate the risk by sticking to all the legal and regulatory protocols (Huselid, 1995). The findings portray that HR is not limited to the interpretation of existing laws but also manages amendments to labour laws, ensures compliance with policies and procedures and executes a range of risk management approaches. If Holiday Inn   had opted for a traditional role of a support function and as a facilitator for the realisation of organisational objectives, the transformation of human resource management would represent the metamorphosis of the way it is managed today. 
Working rules that are enacted act as an important role in the creation of working conditions and the relationship between those who work in Holiday Inn   Hotel (Yorrick, 2012). In  , as in the rest of the UK, Holiday Inn, regardless of the labour practices norms the business has, must still comply with the various laws and regulations governing labour practice otherwise it will face legal action. To start with, hotels must implement the National Minimum Wage Act and make sure that every employee at least receives the minimum wage as mandated by the law (Handy, 1990). The hotel has also to take care of Working Time Regulations (WTR) which are responsible for working hours, rest breaks and annual leave entitlements so only the safety of workers can be ensured. Moreover, Holiday Inn   operates strictly according to the rules on discrimination and equal opportunities in a working environment. The study reveals that such employment practices have to ensure that there is nondiscriminatory treatment and equal chances for all workers irrespective of characteristics like race, gender, age or disability. This involves not only the implementation of the Equality Act and anti-harassment and victimisation but also other appropriate measures that must be taken (Arthur, 1994).
The investigation highlights that the world hospitality sector has been led by Holiday Inn   and become the driving force of numbers, highly engaged employees, and well-aligned goals by implementing technological advances, employee engagement, and syncing human resource procedures with strategic goals. Holiday Inn  's human resource department must sustain the initiative to be proactive and adaptable as it continues to cope with the impending challenges. Nowadays, employment forecasting is profitability and flexibility linked to the fact that labour supply and demand prediction must be done by estimating the upcoming staffing requirements and the availability of the workforce.   Holiday Inn Company can provide a great number of knowledgeable staff perfectly in tune with all operational needs and tasks through specific labour requirements (Baird & Meshoulam, 1988). Making sure that absences, trips, and unforeseen circumstances such as overstaffing or understaffing that may lead to inefficiencies and higher costs are impossible is guaranteed by labour cost forecasting. The property of estimating labour demand gives Holiday Inn   the possibility of strategic planning for demanding expansion or growth by the provision of useful information therefore that they can be able to anticipate the workforce trends (Latack, 1990).
The hospitality industry is a buoyant one entirely reliant on the customers who visit its establishments. When it comes to HRM practices, they can have a strong influence on the employees’ satisfaction and therefore, on guest experiences. Distinct HRM styles of Holiday Inn which belong to reputable hotel chains and Four Seasons Hotels brands have been revealed while comparing them (Becker & Gerhart, 1996). The Legendary Holiday Inn, popular for its standard mid-tier options, frequently takes the line of guest happiness rather than employee care. Although such chains together with the superficial employee benefits and in-house training stay intact, none of these can appropriate the essence and established customisation needed in other boutique-styled stores. While the Four Seasons Hotels, a sign of luxury and elegance, ensure employees' well-being process and progression, Holiday Inn emphasizes customers' experience. Workers usually get a benefit plan that covers them and their families as well as one that offers continuing education, and training and the chance to progress in their careers (Guest, Conway, & Sheehan, 2003). While Holiday Inn aims to maximise operational efficiency, including the staff, Four Seasons Hotels tries to keep the right amount of staff on the hotel property for the clients to have a great experience all the time. Through a delicate understanding of these differences in HRM approaches, organisations can develop their strategies in a way that both portrays their brand values and creates an excellent culture for employees that will propel them to give the best guest experiences. 
The study concludes that Employee planning and right people employment become a driving force behind achieving the business objectives of Holiday Inn   (Dyer & Todd, 1995). This is through the utilisation of business forecasts and market trends to designate the amount of staff the company is going to need in the future. Holiday Inn   anticipates a surge in demand for its services during situations of continuous tourism activity that last for many months like the summer holidays or around events that either bring people into the city or occur in the city. In anticipation, HR plans ahead, pre-emptively secures extra manpower, and trains the staff in due course who render adequate services in periods of high demand. Omitting this reactive HR planning strategy for dealing with fluctuating demand and being focused on operational efficiency will be the key future for Holiday Inn   (March & Sutton, 1997). 
Making sure employees with the right qualifications to fill empty positions in an organisation is a main HR staffing function and one of the critical human resource management processes. The hiring process of Holiday Inn   should be sensitive and make sure that individuals comply with the organisation’s values and objectives, which require being deliberate and prudent. The investigation highlights that Holiday Inn Resort in   has been endowed with a strong recruitment process which functions through several phases that are examined, interviewed and checked on CVs (Graziano & Raulin, 1993). To be certain that candidates can preserve the hotel’s magnificent status of being leaders of the market in terms of offering unforgettable visitor experiences, during the selection process customer service skills and cultural compatibility are given much serious weight. Holiday Inn   improves its ability to serve in the best possible manner and hold on to the brand image by tactfully giving preference to catching on to native culture and efficient customer service.
Holiday Inn   ought to contemplate the subsequent suggestions to enhance its human resource management practices and propel the growth of its business unit: Promote postings of jobs on job boards, and social media platforms the community outreach help will be more considerable in efforts to reach the wider spectrum. It will broaden the hotel staffing options for those with a wide variety of skills and experiences; the recruitment and selection process can have biases, therefore, it is imperative to train HR personnel and hiring administrators on the best way to include diversity and make it safe for all. Facilitate inter-departmental development of a culture of inclusivity and offer educational opportunities regarding unconscious biases (Guerrier, 1999).
Another way to contribute to employee expertise is investment in employee development for organisations, where a well-made, training and development structure is created to be favourable for upskilling and reskilling. Encourage employee growth and commitment by giving the option of developing career pathways and cross-departmental experience (Michie & Sheehan, 2003).
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