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The purpose of the essay is to argue how the progress of human resource management (HRM) supports the strategic growth of the Hard Rock Hotel, a leading global brand in the hospitality market that is present in more than 70 countries and 250 communities (Hard Rock International (USA), Inc., 2024a). The essay critically investigates how the changing roles of HRM, which include workforce planning, recruitment, and selection practices at Hard Rock Hotel, contribute to organisational strategic development. Key HRM topics such as HRM evolution, strategic roles of HR functions, the process of strategic HR planning, the forecasting of labour demand and supply, goal setting in relation to strategic planning, the implementation and evaluation of strategic plans, and the recruitment and selection of personnel are discussed and analysed using examples of how Hard Rock Hotel facilitates organisational growth.
 
The management of HR represents a strategic and consistent approach to managing the employees, who are seen as the most important asset of a business, considering their individual and collective contribution to achieving the organisational goals (Armstrong, 2020). Furthermore, according to CIPD (2023), the strategic approach to HRM is connected to devising a coherent planned structure for recruitment, management of employee relationships, and employee development to contribute to the achievement of long-term goals by cultivating desired behaviours and environments that support value creation and enhanced performance.
 
The strategic approach to HRM is centred on longer-term employee relationship management, considering the significance of effective forecasting future needs and matching resources, and also on large-scale aspects of structure, quality, culture, and commitment while adapting to labour trends (CIPD, 2023). Thus, the role of HR professionals is instrumental in using their expertise to adapt strategies to the specific organisational environment, culture, and aims and to create recruitment pipelines that consider stakeholder requirements. Thus, effective SHRM makes a significant contribution to increasing the performance of the business. From an academic perspective, SHRM was defined by Schuler (1992), who emphasised the importance of aligning HRM practices and strategies with strategic goals, and Wright and McMahan (1992), who defined the aim of SHRM as deploying planned policies to achieve strategic objectives (CIPD, 2023).
 
Boxall and Purcell (2022) emphasise how HRM impacts the performance of a firm, differentiating between strategy and strategic planning. Hence, there is a strategy in place within any business to adapt to its external environment, while strategic planning is a formal method adopted by corporations to define how to achieve long-term growth (Boxall and Purcell, 2022).
 
The modern approach to HRM evolved from the traditional approach to HR, which focused on welfare, industrial relations, and generalist HR (Guest and Bryson, 2009). The new focus is on shared services, based on technological tools such as enterprise resource planning (ERP) (Beaman, 2007), and also on HR business partnering.
 
In the case of Hard Rock Hotels, the parent company has outsourced the recruitment process by using the iCIMS Talent Cloud (ICIMS, 2024), an ERP platform connecting the employer with potential employees. Thus, their approach to HRM is strategic and modern, seizing the benefits of outsourcing to increase the effectiveness of recruitment while enabling the HR department to focus on enhancing employee experience (Bhushan, Gujarathi, and Kaur, 2018).
 
The concept of HR business partnering, proposed by Conner and Ulrich (1996), encompasses two focal elements, process and people, in a theoretical frame that includes the HR four-role model, which includes strategic partner, administrative expert, change agent, and employee champion (Shakil, Hassan, and Qureshi, 2019). From this model, human relations’ scope has extended from the traditional function, which involves administrative services, to new functions such as business partner services and strategic partner services (Reilly, 2000). This is the case of Hard Rock Hotel HRM, where this function now encompasses traditional and business partner services as well as strategic partner services.
 
Currently, the strategic roles in HRM practices include assessment and design of work, planning human resources, recruitment, selection, employee development and training, reward systems, performance appraisals, and employee relationship management (Noe et al., 2006). Effective SHRM practices result in enhanced organisational performance (Saha et al., 2016). The benefits of effective SHRM practices include saving resources such as time and money considering the decreasing trend of administrative tasks for HR professionals and the use of HR expertise for strategic purposes, including new roles such as strategic business partner, change agent, and employee advocate (Conner and Ulrich, 1996).
 
Considering the changing trends in HRM as a result of the changing business environment, it can be assumed that the SHRM approach has changed the processes of strategic planning and recruitment (Al-Jedaiah and Albdareen, 2020). Moreover, HR is confronted with the challenge of focusing on forthcoming tactics and preparing HR professionals to advance and implement HR procedures. This change encompasses two tasks: self-service and outsourcing. The self-service challenge refers to offering employees real-time access via the Internet to relevant HR information, including training programmes, rewards and benefits, contracts, options to enrol in programmes or to ask for services, etc. Additionally, outsourcing refers to the practice of having third parties as HR service providers to save money and optimise and standardise procedures and processes (Kakabadse and Kakabadse, 2000).
 
The strategic HR planning process refers to the requirement to forecast future workforce needs (Sparkman, 2018) based on an assessment of the internal and external business environment, identifying potential gaps against future needs, addressing potential risks related to this aspect, and controlling the outcomes of forecasting. Strategic HR planning is crucial to avoid staff shortages or excesses, achieve long-term strategic plans, and attract and retain talent. In the case of Hard Rock Hotels, the HR department has the duty to forecast and plan the recruitment necessary to provide the workforce needed to support the operations. For example, to open the Hard Rock Hotel Long Beach in California in 2027, the HR department will recruit circa 3,600 employees, of whom 3,100 are in the construction phase and 500 are permanent jobs for the hotel staff (Hard Rock Hotels, 2023)
 
Hard Rock Hotels (2021) was awarded for best practices in HR by Forbes, for the quality of employment conditions, inclusion, diversity, gender gap, employing new graduates, and as a Top Large Employer in the Travel & Leisure, Gaming, and Entertainment Industry.
 
The strategic planning and recruitment processes at Hard Rock Hotels aim to attract talent that fits their organisational vision, mission, and strategic growth plans. In their CSR report (Hard Rock International (USA), Inc., 2024b), Hard Rock Hotels emphasises that the awards received from Forbes for effective HRM are the result of 50 years of responsible management of employee relationships, which are currently based on the United Nations (2024) Sustainable Development Goals (SDGs). HRM at Hard Rock Hotels manages over fifty thousand employees across the globe through the Office of Diversity, Equity, and Inclusion, which aims to incorporate organisational values into business operations and strategic business decision-making processes (Hard Rock International (USA), Inc., 2024b). The company recognises the importance of HRM strategies and practices in attaining organisational ambitions to be the ‘employer of choice for diverse talent’ (Hard Rock International (USA), Inc., 2024b), to nurture an organisational culture based on inclusion, equity, and responsibility, and to become a role model for practices within the hospitality sector.
 
The strategic HR planning process and the recruitment process are designed to incorporate values such as diversity, equity, and inclusion (Hard Rock International (USA), Inc., 2024b). Hard Rock Hotels emphasises that diversity in the workforce leads to excellent outcomes when leveraging the differences among people employed. Moreover, the recruitment and selection practices target prospective employees that fit the organisational goals and culture. Furthermore, the organisation aims to conduct practices and HRM activities that are fair and inclusive, encouraging the expression of ideas and thoughts in a positive and supportive environment that is safe, trustful, and open.
 
Hence, it can be assessed that Hard Rock Hotels employ the model proposed by Conner and Ulrich (1996), focused on processes and people, which include strategic partner, administrative expert, change agent, and employee champion functions for HRM practitioners (Shakil, Hassan, and Qureshi, 2019).
 
The goals of the SHRM practices and strategies at Hard Rock Hotels are to attain organisational ambitions to be the “employer of choice for diverse talent” (Hard Rock International (USA), Inc., 2024b) and develop an organisational culture that supports the achievement of strategic goals. Their strategies include developing equitable policies, programmes, and practices that focus on people, culture, and external stakeholders. Moreover, the strategies aim to meet the expectations of diverse segments of internal stakeholders, such as ‘Native Americans, women, the 2SLGBTQ+ community, people of colour (BIPOC), individuals with disabilities, and veterans (Hard Rock International (USA), Inc., 2024b). The activities include trainings, leadership development, continuous education (the Tribal Career Development), the Women in Leadership programme to address the gender gap in management roles, and general employee support via the Team Member Resource Groups. The Team Member Resource Groups aim to increase inclusion and commitment, as well as innovation and personal development, and they demonstrate organisational focus on their main asset, the employees (Seminole Tribe of Florida, 2024). Tribal Career Development is implemented to develop skills and leadership and offer employees access to top leaders (Seminole Tribe of Florida, 2024). 
 
The SHRM policies at Hard Rock Hotels already embed self-service and outsourcing of the recruitment process by using the iCIMS Talent Cloud (ICIMS, 2024), an ERP platform that connects the employer with potential employees. Thus, employees have online access to relevant HR information, including training programmes, rewards and benefits, contracts, options to enrol in programmes or to ask for services, etc. Outsourcing the recruitment process, Hard Rock Hotels saves money, optimises, and standardises HRM procedures and processes (Kakabadse and Kakabadse, 2000), significantly contributing to organisational performance.
 
The iCIMS Talent Cloud (ICIMS, 2024) includes applicant tracking systems, text engagement, and the employee onboarding process, and they integrate verification, job posting, assessments, and background screening. Thus, most parts of recruitment and selection are automated. Hard Rock Hotels aim to recruit talent that will create for customers original experiences ‘that rock’ (ICIMS, 2024), while the candidates learn organisational vision and mission since the first stages of recruitment. The main advantages of using integrated cloud solutions for recruitment and selection include time and money saved, managing high volumes of recruiting processes, optimising candidates’ experiences, enhanced recruitment efficiency through automation, which improves HRM productivity and sourcing, and collecting and making available important data such as information regarding each candidate, the status of the hiring process, and job profiles. Furthermore, candidates can apply for jobs through a mobile app and communicate with the employer by text message, mail, or phone.
 
Using this solution for recruitment, selection, and onboarding, the organisation has hired 25,000 people and effectively optimised high-volume recruiting processes in the Americas, Asia, and Europe to support the international growth of the hotel chain, from the stage of sourcing to the onboarding phase (ICIMS, 2024). By implementing this outsourced solution, the corporation doubled its global staff, obtained a 50 percent raise in candidate response rates, and added over 25,000 job positions globally (ICIMS, 2024).
 
In conclusion, the essay investigated how the progress of HRM supports the strategic growth of the Hard Rock Hotel, a leading global brand in the hospitality market. The paper investigated how the changing roles of HRM, including workforce planning, recruitment, and selection practices, contribute to organisational strategic development. Key HRM topics such as HRM evolution, strategic roles of HR functions, the process of strategic HR planning, the forecasting of labour demand and supply, goal setting in relation to strategic planning, the implementation and evaluation of strategic plans, and the recruitment and selection of personnel were discussed and analysed.
 
Hard Rock Hotels has outsourced the recruitment process by using the iCIMS Talent Cloud, an ERP cloud-based solution that connects the employer with potential employees. By implementing this outsourced solution, the corporation doubled its global staff, obtained a 50 percent raise in candidate response rates, and added over 25,000 job positions globally.
 
The analysis found that the approach to HRM at Hard Rock Hotels is strategic and modern. The main goals of their SHRM practices and strategies are to attain organisational ambitions to be the ‘employer of choice for diverse talent’ and develop an organisational culture that supports the achievement of the strategic goals. Their SHRM strategy includes developing equitable policies, programmes, and practices that focus on people, culture, and external stakeholders.
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