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Introduction 
The Intercontinental Hotels Group (IHG) is one of the renowned manufacturers in this global hotel industry that has always been providing what many have considered an outstanding guest experience. IHG was established in 1778 by the United Kingdom and focuses on its brands hotels, and innovation globally contributing to sustainable solutions while also leadership with a passion for excellence. in essence, this essay analyses how the hotel brand has managed to reflect on its HRM policies owing passage of time. with the exception of that different changes related to HR roles have also been determined. it makes clear the various functions of HR and how these functions work together. On the other hand, policies for forecasting demand and supply for human resources have also been considered. Further, the author describes how a brand organizes its scheme and attempts to utilize these for all intents and purposes in the long haul. furthermore, various stages of the recruitment and selection process including examples have been brought up.

















Organisational overview 
Intercontinental Hotels Group (IHG) is one of the most prominent international hospitality companies in the United Kingdom. With its renowned hotel brands with established reputation, IHG operates in over a hundred countries around the world. Established in 1778, the company has built a remarkable legacy over time and is now clearly one of the leaders in the hospitality business (Hopkin, 2010). Among the IHG’s brands, including InterContinental, Crowne Palace, Holiday Inn and others there is a choice of traveller needs provided from luxury to low-cost hotels. The brand prioritises innovation and sustainability by implementing several initiatives that will culminate in award-winning partnerships (Intercontinental Hotels Group, 2013). This is already reflected in the IHG’s strategic presence in key markets which underline its global power such that a traveller seeks quality and uniformity of hospitality services would prefer it. 




The evaluation of HRM 
IHG has shown a proactive strategy, which continuously adapts to the changes within both industry and internal needs. The evaluation of HRM practices within IHG includes a detailed examination of recruitment, delivery training activities for employees on induction programs or early in service, and engagement processes together with proactive initiatives to foster diversity and inclusion (Phillips, 2019). With the IHG, talent acquisition is a key priority: thus, it uses innovative methods of recruitment to attract talented people across the globe. The company’s diversity is seen in its employees and it avoids discrimination amongst the people working within. This simply symbolizes a diverse enterprise that tolerates differences among individuals or groups of different ethnicities, religions etcetera (Armstrong and Taylor, 2020). In recent years, IHG has adapted its HR procedures to embrace technology which enables them to have an efficient and effective talent-searching process. That is why, IHG uses employee training and development as part of its HRM strategy. Secondly, the company invests in skill facilitations for employees’ development formulation of leaders and encouragement in career progression. As the hospitality industry continues to change, IHG adjusts its training modules in response to emerging trends, advances in technology and changing guest expectations.
Employee engagement is one of the most important concepts for IHG, allowing them to establish that there is a direct connection between enthusiastic and motivated employees on-site and guest satisfaction. Feedback mechanisms, acknowledgement programs and employee wellbeing activities are factors that lead to a positive work environment. HRM adaptability of IHG in the context of global changes has been illustrated through resolving such challenges as remote work policies creation, and employee health and safety concerns (Torrington et al., 2020). Such adjustments in HR practice due to the COVID-19 pandemic included prioritizing employee support or mental health initiatives programs and flexibility of work arrangements.
Also, IHG strenuously adheres to sustainability and corporate responsibility, ensuring that its HRM strategies aid in the adoption of environmentally sustainable practices. The company uses a vast resource inventory to evaluate HRM, ensuring that its labour force stays flexible and motivated enough despite waning through testing periods in the ever-changing hospitality industry (Vöge, 2017). IHG establishes rather than continuing its assessment and adjustments, it can fortify itself as an apt leader in productive cutting-edge HRM practices in the global hotel industry.
The strategic role of HR functions
It is generally accepted that HR functions act as the source, carrier and power behind every activity in an organization just like IHG assumes HR to be a key strategic function of identifying competitive edge across their domain. This is aimed at featuring HR’s pivotal role in steering the workforce and preserving IHG an oriented attitude towards staff culture as a guest-focus. What is of importance for the IHG HR strategy, recruitment and talent management become evident as important features of this organizational document (Friedman, 2012). The focus is put on the attraction of an elite staff around the world, making sure that their employees are now endowed with the skills required to deliver high-quality guest services. Strategic workforce planning allows IHG to get a grasp of what the trends are in regards to the market demands and can put itself at an optimal point which incorporates both skills that they have as well as ones from people.
Employee development and training is another key angle which IHG focuses in centralising its philosophy of creating a culture that will see expansion not only for the company but also to clients. Various HR functions actively participate in initiatives aimed at skill-building, leadership empowerment and the setting of corrective employee training to fit role transitions as they become dynamic (Patel et al., 2017). That type of strategic investment in human capital enables IHG to create an innovative market and even advanced technology. Similarly, HR plays an equally important role in promoting diversity and inclusivity within IHG.HR creates a workforce that does not merely present diversity, but embodies true variety in backgrounds and perspectives: so, creativity once again together with more awareness about the demand of tourists from all over the world. This imperative inclusivity fits into the core values of IHG, enhancing its brand image (Gallagher, 2016). In addition, HR functions provide key leverage for employee engagement activities by IHG. The hospitality sector requires an employee average who is motivated and committed for the quality of service offered to be commendable. HR strategies include different employee feedback mechanisms, recognition programs as well as a variety of initiatives related to employees’ well-being that ensure a positive and enjoyable work setup.
Strategic Planning Process 
The five-year forecasting model for a world chain hotel like Intercontinental Hotels Groups (IHG) is in the labour demand and supply to ensure operational efficiency which also entails high-quality service delivery regarding guest experience. With very careful waiting in anticipation of another labour terrain, IHG performs its succession process. In predicting the labour demand, IHG takes these market trends into account: In this regard, economic factors are further considered and also at the end historical occupancy rates which influence forecasts of tourist arrival (Horn, 2009). The analysis is broadened through specific areas and seasons, allowing the hotel group to restructure staffing percentages according to estimates of guest visits. The correlation of technology and data analytics will allow for properly determining growing demand with greater accuracy while highlighting the flexibility level in workers by focusing on such components as trial employees and part-time staff choosing cross-training programs. This policy enables the hotel chain to lighten or heavy its workforce at different levels of demand so that it can save on labour costs with minimal reduction in service quality. On the supply side, IHG measures recruitment pipelines, internal talent development and affiliates with learning institutions. With knowledge of the industry trends and the changing nature of skill requirements, IHG is well-poised to act proactively on anticipated labour shortages or surpluses with regard to the international hotel industry, labour demand and supply is an important strategic edge (Johnston, Clark and Shulver, 2012). In addition, IHG’s integrated approach ensures that there are the right resources to address patron needs at all times in a bid to seek the operational resilience necessary for the maintenance of the high standards associated with a brand.
The use of a detailed process in setting goals and developing strategies through IHG is essential since it ensures the company remains ahead globally as described above (Hassan, 2010). The IHG goals, therefore, are intertwined with its macro mission which is exceptional guest experiences in the conducting of the strategic planning process, a careful analysis is carried out on market trends and customer usage preferences while looking for emerging dynamics in an industry (Ackermann, 2014). IHG ensures that the goals are SMART – specific, measurable, achievable relevant time bound. The range of these goals extends over different areas including revenue growth, guest satisfaction criteria and chosen sustainability initiatives on one hand and employee development programs on the other (Mick Marchington et al., 2016). Strategic planning at IHG is viewed as an effort of the entire company, involving various departments to ensure that their individual plans complement those of their respective organization and therefore serve both parties. The process is based on stakeholder response and reacting to changes in market trends. IHG continuously reinforces its commitment to innovation and technology through various developments that specifically aim at enhancing guest experience and operations. By defining goals that are relatively high but reachable and allowing for flexibility to be included in its strategic planning, IHG addresses the challenges associated with an industry steeped by mysteries yet remains prepared as well adapt to a global arena.
The planning and implementation procedures that IHG seems to dwell on provide viable substance in support of a systematic type towards program implant assessment. IHG; when rolling out new initiatives, the level of resources available and skills readiness together with the technology levels pervade this process. Clear communication offers a mechanism whereby employees and other shareholders of this company can be involved. Systematically, IHG conducts post-implementation analyses to assess the effectiveness of implemented programs. The particular goals underlying the development and implementation of KPIs are identified, which allows for matching their specific objectives (Inman, Nuala O'Sullivan and Murton, 2010). The feedback loops and the data analytics prevent to identification of performance improvements that are a result of the program in guest satisfaction, operational efficiencies or fiscal measures. The iterative process of IHG also shows that they are committed to continuous improvement. Finding results from the evaluations which then guide change in practice and modification for better outcomes of a program (Eberly, 2016). This feedback loop is linked with the perpetual responsiveness coming from a person to increase agility while ensuring IHG aspires constantly to produce superior experiences in every context often under ideal operational conditions.
Recruitment and selection process 
The recruitment and selection process that is used by IHG proves to be quite complicated; the firm employs superior talent from all over its highly diverse hotel brand portfolio. The stages in the IHG recruitment processes are strategic planning sourcing candidates for screening, assessment evaluation and selection. The business does use the operational phase of service delivery to determine essential staff numbers after evaluating factors for instance occupancies, seasonal demands and special skills (Al-Kassem, 2019). The process is significantly reliant on the intervention of human resource managers and some departmental heads to align recruitment objectives with a more encompassing strategic path for the organisation.
IHG seriously depends on the candidate sourcing stage where several means are used like job boards, as well as online and social media networks such as LinkedIn and Facebook. The holistic approach makes it easier to select candidates with different natures. For instance, in the case of IHG when it was looking for experienced individuals to act as managers then virtual presence would help but at entry levels local networks can be used to tap into suitable candidates (CCH Australia, Limited, 2011).
The selection process consists of receiving resumes, interviewing the candidates and assessing their qualifications; IHG considers competency-based interviews as an effective tool for gauging candidate’s skills in connection with corporate standards. For example, in the case of an applicant who intends to fill positions that involve dealing with clients such as interpersonal skills, problem-solving capacities and attitude meeting IHG’s focus on providing unsurpassed customer services can be evaluated (G., R. and T., 2019). IHG And different approaches to selection procedures such as psychometric tests and job-role simulations are used with the purpose of judging whether a candidate’s suitability is appropriate. For example, a test for managerial candidates will be a simulation test to assess their leadership and decision-making abilities. The last step is committee type of decision-making, whereby ideas from the HR and departmental managers are pooled together (Valenzuela, 2019).

Conclusion 
IHG can only be proud to have overcome the shortcomings of a dynamic international hospitality industry through intense strategy and flexibility. Innovation and sustainability, as well as workplace diversity, define IHG as being a pacesetter in such an intensely competitive environment. The evaluation of HRM practices draws attention to how the organization focuses on talent, development and inclusivity. Effective resource resilience ensues through the development of HR functions that inspire engagement with people and assure a strong workforce for IHG. The subsequent labour demand and supply forecast, along with a well-thought implementation strategy of programme application also encompass the dimension where operational efficiency is at stake. The exhaustive recruitment and selection process ensures that IHG recruits the best of talent in terms of quality services for satisfying guest experiences. In general, the approaches adopted by IHG are multidimensional and hence directly related to its mission which strengthens and solidifies IHG’s position as a world leader in hospitality.
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