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Being one of the most vital factors ensuring hotels’ success, Human Resource Management (HRM) makes proper management and human stewardship evident.  The process of HRM conducted in a hotel involves recruitment, training and retention based on the orientation toward perfection of customer service. It facilitates the emergence of powerful organisational culture that supports the philosophy of teamwork and customer orientation attitude among employees (Baum 2018). On the contrary, HRM is pivotal towards problems endemic to hospitality industry; employee retention and seasonal nature of demand among some key issues. It facilitates compliance with the laws and statutes associated with labor, addresses employee relationships, forms incentive systems that promote performance.  An effective HRM strategy in the right design contributes to ensuring a pleasing work environment. It makes employees more satisfied and leads to a positive guest experience (Pham et al., 2019). The following essay will shed light on the HRM strategies of Accor hotel which were helpful in ensuring high performance of the hotel chain. 
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Evolution of the course on Human Resource Management (HRM) that has experienced dramatic shakes in its past. Initially, the operational aspects of HRM were largely centered on administrative operations such as payroll and compliance (Noe et al., 2020). However, it has evolved into a strategical one tied with workforce management to integrate the organization’s goal formulation. HRM of modern days covers the issue of talent development and retention, employees’ engagement and unity. With the advent of modern technology, simple repetitive tasks which are dedicated to HR professionals become easy (Ashto 2018).  This is evident through the measures chosen by Indeed Accor Hotels, from the point of view of HRM realization. The chain hotel initially focused on the traditional HR functions, tactically impacting its staff with precision towards organizational goals. For instance, in Accor case technology adoption is evident by the integration of innovative systems on selection and performance management, procedural changes that enhanced effectiveness. It is not only that, though. The hotel company has also begun a trend, with respect to employee health and working conditions. Among these, Accor’s “Heartist” initiative stands out: it unifies closing programs for well-being, mental health support in terms of empathy and solidarity as a company philosophy and also new benefits such as care offer, monthly bonus or sustainable travel that motivate and allow to the employees feel satisfaction. In addition, the accent on the diversity, equity, and inclusion is proved by Accor’s RiiSE program aimed at achieving inclusivity within the workplace. The proof of Accor’s dedication to the issues of the contemporary reality lies in this wide-ranging and adaptable HRM model, which demonstrates cooperation between a passionate and heterogeneous workforce with a brand that has succeeded in an incredibly competitive area (Accor hotel 2018).
Strategic HR planning is a systematic and continuous process that integrates the human resource management of an organization with its overall mandatory objectives. It focuses on developing a forecast for workforce and goals establishing activities, which are HR-determined and have programs that will aim to attain these objectives. This all-inclusive method combines HR processes with strategic planning of business the organization, therefore having the proper individuals at hand to solve both present needs and future function (Papke-Shields and Boyer-Wright 2017). Strategy-based HR planning contains elements of workforce analysis, talent recruitment, skill development and assessment that help organizations adjust to the ongoing technologic changes, future trends and variation in environment with effective motivation and productivity (Paauwe and Boon 2018). Therefore, the role of HR functions at Accor Hotels is strategically crucial because puts in perspective the overall goal of HR does not stand on its own but aligns efforts with wider business objectives. Accor recognizes that its people are the company’s primary assets, and HR has a profound duty especially in talent management tasked with acquisition, growth, and retention of valued professionals. Strategy of workforce planning is being highlighted for the company whereby Accor can proactively predict and provide human resources needs that match its growth and diversification missions. Additionally, HR at Accor is the backbone of an innovative and embracing organizational level environment. The overall quality of service delivery depends on the throughout training initiatives that are aimed to improve and increase employee vital skills and capabilities. Both employee engagement and well-being are important areas of focus for HR initiatives, as they help create a comfortable workplace culture that positively influences employees’ satisfaction and performance (Garavan et al., 2021).
Moreover, the HR functions in Accor act as a key element that contributes to diversity and inclusion regarding the workforce by ensuring that it is composed of diverse people across various dimensions. HR planning other critical aspect is to respond to changes in the marketplace-staying on top of industry trends, emerging technologies hitting this field as well as evolving customer demands and ensuring that Accor maintains a workforce that remains both flexible and capable for navigating through the challenges of hospitality sector (Cardoso and Forte 2020). Thus, the strategic contribution of HR functions at Accor Hotels significantly outruns usual cases of this types and is entirely targeted on substantial improvement of overall organization’s vision and sustainable development. The process of strategic human resource planning in Accor Hotels forms a carefully structured framework that coordinates various human recourse and activities with the broader strategy to ensure an ideal skilled workforce for the company’ s success. The immediate a peal is forecasting the labor demand and supply (Wynn and Jones 2022). Accor’s HR managers use data collection to forecast the staffing requirements for the future based on facts regarding historical data, current and projected market trends, as well as anticipated business growth over time. This also includes measuring the influence of broadening, refurbishment, and factual industries on the need for talented work force (Ali 2019). After the forecasting, Accor is into a critical goal-setting and strategic implementation phase. As part of establishing specific objectives that are in line with HR being the cause of implementing primary business strategies, HR works closely and jointly with key stakeholders to establish particular HR strategic goals. This basically includes establishing talent gaps, skills for future needs and defining job recruitment strategies, training and development that are needed (Bryson et al., 2018). Objective is also related to the inclusiveness and diversity in staff, since a considerable variety of staffs involved in the work of hotels.  Accor’ HR strategic activity is implementing and assessing the plan that moves about action steps to carry out its goals. Implementation focuses on robust talent acquisition strategies that will recruit the high-caliber talents, specialized training initiatives that aim at equipping employees with skills and retention in efforts to create a positive workplace culture around. Technology and data analytics tend to perform an essential function in the assessment of the efficiency, where HR can assess initiatives’ impact on workforce productivity and adjust strategy correlative (Garg 2021). Accor continuously evaluates its plans for HR through constant feedback mechanisms, the agility of their HR planning. The team responsible for HR evaluates the success rates of implemented programs every period, asking employees’ opinions about success achieved and its impact on other beneficial factors such as productivity to ensure it affects optimal growth. The alignment between the strategy of HR and the needs of a business is ensured via this feedback loop, ensuring that all strategies will adapt to currents changes in a marketplace. In all honesty, the process of strategic HR planning that is used by Accor can be termed as a systematic and flexible model that supports an organization to perform well in a highly competitive market through building an effective and diverse workforce that’s optimistic (Hughes 2018). 
In strategic HR planning implementation and evaluation processes, Accor Hotels show that it has approach to be detailed by implementing programs indicated in this chapter. For instance, against the background of enhancement sustainability and environmental issues in the hotel industry, Accor has designed extensive training programs for employees. It also goes by training the staff on sustainable practices, waste management and reduction, energy conservation (Goswami 2018). These programs are evaluated quantitatively by KPIs, such as lessened use of resources and satisfaction from eco-friendly practices pointed out in guests’ feedback. In the case of program implementation and evaluation, diversity and inclusion are yet another area where Accor carries out its commitment toward a more inclusive lifestyle (Dos Santos 2017). As a response to that, the hotel chain has started specific recruitment and training programs aimed at ensuring diversity in their membership while acknowledging the fact that hospitality is all about bringing together of people representative of vast fields (Madera et al., 2017). Evaluation of the effectiveness of these programs is made in regular assessments, with diversity metrics serving as a major ingredient followed by employee satisfaction and overall Office inclusivity. In addition, as a reaction to the changing scenario of how guests expect services, Accor put in place intensive training programs to help advance staffs digital competence. The success of these programs is regularly assessed through better satisfaction scores from the guests; reduced operational inefficiency, achieved due to a number of activities they are undertaking is one (Damnjanović et al., 2020). This includes training their employees on key processes supported with the IT interventions, before implementing them in an IT illiterate environment and reduction in overall cost makes it more viable business proposition for the management. In this regard, Accor’s focus on program implementation and evaluation is a testament to the company’s adaptive nature that responds to the challenges of an industry based on current trends and organizational needs effectively ensuring that HR efforts contribute significantly towards the continuity and success of the hotel business. This recruitment process as well as the training and selection practiced at Accor aim to attract and retain quality personnel for its business units, which will certainly lead them into greater success (Damnjanović et al., 2020). 
The HR team partners with business managers to identify specific performance criteria that include the recruitment of operational staff who possess knowledge in environmental governance, energy efficiency as well as sustainable corporate practice. The process of recruiting employees, devised by Accor, is very detailed and on the same time specially tailored to satisfy any specialized requirements that each business unit may have (Bardukova 2023). The hotel brand enjoys a variety of channels in obtaining talent that is diverse. For instance, in response to the need for qualified personnel during the digital age of potentials as well as to induce digitally talented employees, Accor uses focused recruitment approaches that bring in individuals who are knowledgeable about technology and innovation  (Wright and Ulrich 2017). Accor Hotels also gives importance to the internal mobility in their hiring strategy. As the employees have knowledge and experience as well, are loyal to the organization, it encourages career advancement within its premises. This internal mobility is not only conducive for employee development but also ensures a stable supply of Accor’s skilled manpower fully familiar with its brand and philosophy.  Accor’s selection process targets candidates who have the fundamentals and are at harmony with the company’s culture and values. 
[bookmark: _Toc157700023]Conclusion
To conclude with the nature of HRM as a strategically-driven adaptive function has been central to organizational success. Thus, organizational strategic HR planning is not an abstract theory but a carefully conceptualized scheme that structures human resource activities to be in concert with the overall strategy of any given organization. This can be demonstrated by the case of Accor Hotels as put forward above. The changing and dynamic nature of HR practices exhibited by Accor is revealed at has a firm’s commitment to sustainability, diversity, and digital innovation. By integrating technological solutions, offering targeted training programs, and developing sound recruitment policies Accor exhibits response to industry trends within organizational policy. In addition, success of the business units is evident from human resource planning recruitment, and selection practices as shown by use of sustainable management practices technology. Basically, Accor Hotels serves as a framework for the modern impact of HRM that is necessary in ensuring organizational development, competitiveness and success through its role in the competitive hospitality.
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