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HRM has more on the administrative tasks like payroll, recruitment and compliance historically. Nonetheless, the landscape of business has kind of changed and the acknowledgement of human capital as the most important asset has made the HRM define its identity properly. It transformed into a core part of strategic management, where it fits into the human capital plan of the organisation which is supportive of overall business goals and objectives (Chan & Kuok, 2011). The current discussion focuses on how the evolution of HRM practices helps to expose the strategic development of The Cranleigh Hotel, a luxury establishment famous for its passionate dedication to superb service and wonderful guest experience.
Strategic HRM is the active human resource management that is done to get the workforce competitive edge. Human resource management strategic practices contribute by serving as key ingredients in augmenting the happiness of guests, the staff morale, and the overall profitability at The Cranleigh Hotel. At the Cranleigh, we are aware that staffing is the key priority with regards to employee engagement, customer satisfaction and retention. Emphasis is often put on the search for those who have both the skills needed and the culture that matches the company (Chang & Madera, 2012). The analysis demonstrates that the HR department applies retention or exit management strategies that include career development facilities, favourable salaries and bonuses, and a positive working environment to reduce staff turnover. 
On-going training and development guarantee in the hospitality industry, at seats the skills and knowledge necessary for employees, to face the requirements of their constantly growing customers. The Cranleigh Hotel HRM is focusing on developing training courses that are customised for different departments, such as customer service, housekeeping, and culinary services (Huang, Lalopa, & Adler, 2016). The hotel will be ahead of the competitors in providing better quality service when all its workers are equipped with the ability to deliver it.
An efficient performance management system incorporates the provision of feedback, recognition and support to employees which is the strategy to harmonise the individual performance needs with the organisational goals. The Cranleigh Hotel is using performance metrics like guest satisfaction scores, employee productivity, and revenue per available room to assess performance. An implemented performance review system along with the assigned goal-setting process allows employees to recognise the requirements and evaluate their efforts, therefore creating a culture of accountability and excellence (Meagher, 2017).

The analysis indicates that a team who is motivated and happy is more likely to do their job well and to affect more or less the expectations of the guests. HRM initiatives at The Cranleigh Hotel are all about promoting employee engagement through open channels of communication, employee recognition programs and initiatives that improve the balance between work and life (Nieves & Quintana, 2018). The hotel gives first the idea that employees are the most important team members and that it always cares for the feelings of these staff thus, the workers are thoughtful and focused on meeting the basics of the customers.
The Cranleigh Hotel regards diversity and the preservation of the inclusive environment as one of the most significant core values of our organisation. This is implied in the miles the hotel goes in the implementation of policies, training, and initiatives which are aimed at creating an environment where everybody can feel welcome and treated with equal dignity (Mooney, Harris, & Ryan, 2016). Through the use of the diverse experiences and abilities of a multitude of workforce, the hotel promotes creativity, innovation, and guest satisfaction. Such a consequent and well-timed monetary policy perfectly motivates the mortgage lending activity that is firmly aligned with the overall goals of The Cranleigh Hotel. The quality of service is ensured when the organisation spends on its staff. 
The personnel part of an HR department is the main strategic factor of such types of hotels as The Cranleigh Hotel, where the quality of services and guest satisfaction are the major goals. To go a step further, HR does not only deal with administrative activities but also plays the role of a strategic partner to align the human capital with the accomplishment of the company's strategic goals and objectives (Myloni, 2002). In The Cranleigh Hotel, strategic HR functions include a myriad of components that are essential for its success and competitiveness.
The study signifies that The Cranleigh Hotel cannot fail to emphasise the fact that employee engagement and development initiatives form a part of strategic human resource functions. The constant training ensures that the employees have the skills and knowledge needed to follow the changing customer's expectations. The HR team will be covering customer service training bases to in-house training in culinary workshops that will be customised to different department units within the hotel. Through empowering employees’ core competencies, The Cranleigh Hotel can provide superior service have a differentiation from its competitors, and ultimately get a reputation for brilliance (Kapiki, 2012).
Performance management systems play a key part in HR's strategic role at The Cranleigh Hotel. Performance Management that yields positive results throws back positive energy to employees which keeps them motivated, inducing them to act according organisation's goals. Routine performance reviews, regular goal-setting sessions, and way of metrics such as guest satisfaction score and revenue per occupied room let employees understand hotel expectations and follow their advance (Janes & Wisnom, 2010). The study depicts that the HR department of The Cranleigh Hotel in particular emphasises the aspects of employee engagement and satisfaction as key things to look into. Respectful and happy employees are sure to exceed customer service and it makes the guest experience interesting. HR initiatives centre on the promotion of employee engagement through the establishment of open communication channels, the implementation of recognition programs, and the creation of projects that increase work-life balance. Employee well-being enhancement and a supportive atmosphere are achieved by the HR function. These conditions spark the labour force's ambition, dedication to the guest-oriented role and overall success of the hotel (Huselid, 1995).
HR does labor forecasting which means evaluating historical data, industry trends, and guest booking patterns. HR may foresee both its peak times as well as slumps in personnel rosters, programming schedules, and overall business projections so that it can make sure to take note of them and handle them accordingly. This forecasting allows the hotel to avoid the two extremes of under-staffing or over-staffing, hence, the hotel is going to be more efficient and provide better service (Guest, 2011).
HR teams its efforts with the hotel's general strategic direction; that way, the hotel can invest in its human capital along the way to reaching the overall business objectives After the goals have been set, The Cranleigh Hotel starts the implementation stage of its strategic HR planning process. HR devises, designs and introduces programs and initiatives that are purposed at realising the desired targets. For instance, this could be in the form of a brand new recruitment and selection approach that will help the organisation get the best-fit candidates, training and development programs that will cater to the development of employees’ abilities and skill sets, or through performance management systems that link employees’ performance with organisational objectives. The analysis demonstrates that HR together with departmental managers work to get the managers on board and align the overall strategic vision. 
The Cranleigh Hotel and Holiday Inn is a brand in tourism that represents two distinctive branches of the sector, each having its exclusive features and plan. The comparison of these organisations' HR strategies in planning and recruitment reveals how human resources are capitalistically employed to achieve their envisaged goals. The Cranleigh Hotel and Holiday Inn realise the significance of HR planning for humans to have a proper staffing level and performance (Easterby-Smith, Thorpe, Jackson, & Lowe, 2008). Their approaches may be adopted or modified depending on other factors as those being organisational size, type of market and cultural influences. 
As a luxury boutique, The Cranleigh Hotel gives preference to the personalised service and the small details of discreetness. The HR department of the Cranleigh Hotel is mainly involved in the activities of labour demand forecasting based on seasonal trends and the booking patterns of the guests. HR of Holiday Inn counts on a leaner workforce, so they ensure they can replace all workers with high-calibre individuals rather than many with mediocre potential (Diaz & Dominguez–Alvarez, 2013). The process of recruitment at the Hotel Cranleigh is planned to come up with a human resource that will not only be demonstrated by skills but also the behaviour that matches the culture. 
The Cranleigh focuses on personalised hiring campaigns and through social media, industry networks, and referrals they find candidates who show a passion for hospitality and a commitment to the guest service. Contrariwise, the other hotel chain, Holiday Inn as a big hotel for the wider market segment deals in economy and scale-up in its HR processes. 
At the Cranleigh Hotel, the strategy focuses on quality and differentiation, from the moment of recruitment to the provision of all services which will emphasise high standards and let the clients enjoy luxury experiences (Daskin & Tezer, 2012). However, the Holiday Inn lifts its role as a network of interdependent units instead of a united whole, leading to efficient and scalable actions based on its corporate resources and standard operations to meet the diverse needs of a large customer base in different sites. Finally, the comparison of the HR planning and recruitment methods used by The Cranleigh Hotel and Holiday Inn reveals the variety within the hospitality industry and the necessity to match human capital strategies with the organisational goals and market positioning. The Holiday Inn focuses fitness and well-being of customers' teams and clients is the main goal of both these businesses though they do it differently by emphasising their different business models, the client market, and the organisational culture (Apospori, Nikandrou, Brewster, & Papalexandris, 2008).
Knowing the intricacies of the human resource practices used in their organisation, as well as the ones in their competitors', ensure that they can maximise the contribution of their workforce to achieve their targets and stay ahead of the competition in the hospitality market. Be it their diverse nature or the necessity to create a solid strategic HR planning and recruitment as a base, both “The Cranleigh Hotel” and “Holiday Inn” underline the significance of expert HR planning and recruitment in boosting business prosperity and delivering the best guest experiences. As the hospitality market continues to change, HR strategies should also be changed to meet the changing market dynamics and consumer preferences to ensure continued growth and competitiveness (Airbnb, 2020).
The research concludes that The Cranleigh Hotel's efforts in hiring people who envision and share its hotel's values of luxury and attention to detail provide high-quality service. Through the implementation of comprehensive training and development programs, employee skills and competencies can be improved, thus, staff members can be more confident to provide excellent service to guests and satisfy evolving guest expectations (Barringer & Bruce, 2014). The study reveals that both The Cranleigh Hotel and Holiday Inn, have the same objectives in terms of recruiting the best talent and optimising the workforce performance, their approaches are based on their different business models and market positioning. The exploration underscores the importance of labour supply estimates and organisational objectives, HR jointly with management chart out objectives to achieve and the desired outcome (Al-Shawabkeh & Mahmoud, 2014). These goals may range from improving the guest's satisfaction scores to increasing the employee retention rates or to optimising the operational efficiency. 
Partnering training initiatives with the departments and jobs that are within the hotel to achieve specific learning targets will ensure the effectiveness of the training. Transparency, fostering of the feedback mechanism, and providing scope of the employee involvement in decision-making processes help in the enhancement of employee engagement and satisfaction. Moreover, designing a work setting that puts work-life balance and employee welfare first to improve both their morale and their productivity is likely to be an added benefit (Amrik, 2014). Through its keen capability to adapt and adjust to the changing market trends and customers' preferences, The Cranleigh Hotel can stay competitive and keep its growth going (Barry, Mary, & Lindley, 1985).
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