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1. [bookmark: _Toc166144353]Introduction
 HRM, or human resource management, describes the practice of organising, managing, and coordinating the employees of an organisation to achieve its vision, mission, and goals (Torrington et al., 2020). 
The purpose of HRM is to maintain desired levels of productivity by having the right people with the right skills in all positions in the organisation, and it aims to utilise people to the best of their potential to attain organisational and specific goals. To do this, human resource managers oversee several processes and function as the link between the employees and the management of an organisation.
The essay will discuss how the evolution of HRM facilitates the strategic development of an international hotel brand through workforce planning, recruitment, and selection. The international hotel brand selected for the essay is InterContinental. The essay will start by providing a brief overview of the brand. It will discuss the evolution of HRM to what it has become now, as well as the strategic role of HR functions within an organisation. The strategic HR planning process will be studied, including forecasting labour demand and supply, goal setting and strategic planning, and programme implementation and evaluation. The recruitment stages and selection process will be discussed by providing examples from the selected hotel for facilitating business development.
[bookmark: _Toc166144354] 2. Main Body 
Premier Inn is a British hotel chain founded by Whitbread in Dunstable, England 1987. It was initially called Traven Inn. It grew to become the largest hotel brand in the UK as it currently has more than 840 hotels in the UK and over 83,000 rooms (Premier Inn, 2024). The company aims to provide affordable and quality hotels for its guests. It offers a variety of facilities to its customers and focuses on excellent customer service and cleanliness to ensure satisfaction for all guests during their stay. The company employs more than 39,000 people and serves an excess of five million customers every month (Whitbread, 2024).
The success of organisations has become highly dependent on how well they manage their human resources. With the changes in the requirements of organisations and employees, HRM has evolved substantially, so it meets those requirements effectively. The evolution of HRM is a testament to the business environment's constantly shifting dynamics (Marchington & Wilkinson, 2016). With time, HRM has gone from what once was a purely administrative role to now, where it is an instrumental strategic partner for achieving organisational excellence. At the beginning of the 20th century, HRM was referred to as personnel management and was predominantly administrative. It accounted for conducting the basic activities related to human resources like record-keeping, payroll management, and addressing worker relations (Cooke et al., 2021).
The late 20th century marked a significant evolution in HRM, as it emerged as a distinct field of practice and study by undergoing a remarkable transformation. The importance of HRM started to be recognised by organisations as more functions started to be carried out by HR personnel. Critical functions like recruitment, training, employee development, and performance management came under the scope of HRM, and organisations understood the need to empower and nurture their workforce to survive and grow in an increasingly competitive landscape (Idrus et al., 2023). Firms started to utilise their role to make better use of their human resources.
On the brink of the 20th century, a new era started for HRM, which gave rise to strategic human resource management, which developed from being a supporting department to a vital contributor to the business strategy of organisations. This is where HRM started to make a big impact on the strategic development of organisations (Coron, 2022). More and more roles and functions were added to the practice of HRM, and its scope kept growing, which provided organisations with a great way to make the most out of the people they have while providing for the satisfaction and wellbeing of the employees as well.
In the current era, strategic HRM has evolved to emphasise more on aligning HR practices with organisational goals and objectives (Haque, 2021). This has become a crucial contributor to the strategic development of organisations, and firms that do not engage in strategic HRM face difficulties in surviving in the current landscape. HR personnel now engage in strategic decision-making processes like succession planning, workforce analytics, and more, and play a vital role in shaping the organisational culture as they foster an environment of innovation, employee wellbeing, and collaboration (Murton et al., 2010).
The functions of strategic human resource management have several roles in an organisation, which help in supporting the strategic development of an international hotel brand. The first function is recruiting, hiring, and retaining top talent, which plays the role of finding the best-fit candidates for the positions that the organisation is recruiting for and retaining them in the organisation (Podgorodnichenko et al., 2020). This supports organisational development by providing the best performance as all the people are proficient at their jobs, and no inefficiency is experienced. The second function is employee engagement, which recognises the employees and groups that perform well, encourages engagement of employees in decision-making and organisational processes, and exchanges feedback. It plays the role of keeping the employees connected with the organisation to keep their morale and motivation high and providing and taking feedback to bring improvements in the employees as well as the HR strategies for the organisation's development.
Performance management is another HR function that focuses on maintaining optimal performance levels of employees throughout the working period. Its strategic role is to ensure that the performance levels of the organisation are always at the maximum potential and no inefficiencies are experienced to support strategic organisational development (da Silva et al., 2022). Compensation and benefits function to keep employees satisfied and ensure their well-being and work-life balance. Through this, the company can boost their motivation to do their best at work. The role of the development and training function is to provide growth opportunities to the employees so they remain happy in the organisation and experience enhanced performance and additional skills from them by training them (Mohd et al., 2020). The function of risk management related to human resources is to reduce the impact of risks on the organisation to ensure stability and smooth operations, providing for better growth and development. The last function is audits and legal compliance, the strategic role of which is to ensure that the organisation is working according to the rules and regulations and the set organisational policies and guidelines.
Forecasting labour demand and supply is a crucial part of the HR planning process as it provides guidelines on how to base the actions so that the organisation can always have the required number of human resources. Forecasting labour demand involves the estimation of future work volumes and workers' requirements, which can be done using different methods and tools based on the accuracy, complexity, and level of detail required (Kwon et al., 2022). This can support the strategic organisational development of an international hotel brand by ensuring it always has the required human resources so that operations are not hindered. Forecasting labour supply involves the estimation of the number of workers the organisation will have in the future and the skills and competencies that will be possessed by them. With this, the organisation can estimate labour requirements based on forecasted customer demand and historical data (Vankevich & Kalinouskaya, 2020). The estimation of labour supply can be used to forecast the optimal employees and shifts and ensure that the employees possess the necessary skills to perform the work.
Goal setting and strategic planning are important parts of the overall HR planning process because they provide the end goal that everyone will work towards and a framework to follow for achieving it (Chong et al., 2020). Goal setting specifies strategic HR goals whose outcomes can be measured, and they help organisations in bringing improvements to the use of their human resources. These goals can be set at different levels to bring different improvements to the organisation. Goal setting helps in strategic development by addressing the weaknesses of the organisation through the goals. Planning, on the other hand, aims to make it easier for the organisation to achieve the goals set by the HR department by dividing the goal into smaller tasks and providing a proper framework to follow for efficiently achieving the organisational goals (Cachón-Rodríguez et al., 2022). It also includes how the organisation will deal with the risks and challenges that will be faced along the way to help achieve the goals and support strategic organisational development.
Programme implementation describes the process of executing the plans that have been made earlier to achieve the goals set for HRM (Trullen et al., 2020). This involves communication of the strategy that will be used and implementation of project management principles to help. It follows the framework provided by the planning process and mitigates the risks and challenges faced using the measures developed while planning. Strategic development of international hotel brands is assisted by this as it brings the improvements necessary for the brand to fill any loopholes. Programme evaluation in the HR planning process describes the assessment of the HR programmes and plans to check their effectiveness and relevance in changing conditions (NGUYEN et al., 2020). This helps organisations in finding any HR plans or processes that are no longer applicable due to changes in conditions and replacing them with new ones using the steps discussed above. Organisations can boost their strategic development using this as it removes ineffective and non-relevant plans and processes to maximise efficiency.
It is highly important for an organisation to have a recruitment and selection process that can efficiently fulfil its human resource needs by providing the required number of employees with the desired skillsets (Abdalla Hamza et al., 2021). Taking Premier Inn as an example, the planning process involves all three components discussed above, which provide a comprehensive HR plan for the company. The recruitment stages of the company differ on the basis of which form of recruitment is being done. For the recruitment conducted through job applications, the stages involve posting about a vacancy, receiving CVs, selecting the most appropriate ones, calling them for an interview, shortlisting the best from them, and finalising which candidate to select for the job (Glassdoor, 2024). This is a very standard recruiting process for any organisation, and it is used so widely because of its efficiency and applicability in all situations. For hiring from campuses, direct interviews are conducted, after which the best candidates are shortlisted to select the most appropriate fit for the vacant positions. For internal recruitment, the process is the simplest, where input is taken from managers and supervisors to identify the most appropriate employee for the new position, and an interview is conducted to clear out the rest of the details. The best candidates are chosen from the shortlisted ones, which concludes the company's selection process after the candidate and the company enter into a formal contract (Whitbread, 2024). This planning, recruitment and selection process has been very successful for the company and has supported the strategic development of Premier Inn as an international hotel brand greatly.
[bookmark: _Toc166144355] 3. Conclusion 
The essay concluded with details about the strategic development of an international hotel brand being facilitated by the evolution of human resource management through workforce planning, recruitment, and selection. It started by providing an overview of Premier Inn, which was the selected international hotel brand. The company has over 840 hotels and more than 83,000 rooms and is the largest hotel brand in the UK. The evolution of HRM was examined, which highlighted how it went from a mere administrative activity to a crucial factor in the success of an organisation. The major changes were experienced on the brink of the 20th century when strategic HRM became popular. The strategic roles of HR functions were discussed, and it was highlighted how these functions play a role in the strategic development of organisations in the hotel industry. The HR planning process was described in detail, shedding light on forecasting labour demand and supply, goal setting and strategic planning, and programme implementation and evaluation. It was found that the three components of the planning process as a part of evolving HRM have a substantial role in supporting the strategic development of organisations. Examples of the recruitment stages and selection process of Premier Inn were provided to describe how the brand facilitates the development of business.
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