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Title: Discuss how the evolution of HRM facilitates the strategic development of an international hotel brand through workforce planning, recruitment and selection
The modern fast-paced world of the hospitality industry is changing dramatically based on various factors such as market trends and tendencies, technological changes, massive competition, etc. To survive in this 21st global market landscape, the international hostel industry must take the necessary initiatives and programs to operate the organisational activities. In this dynamic business market landscape, Human Resource Management plays a significant role in effectively operating the organisational operations and ensuring organisational sustainability (Gannon et al., 2015). In the popular hotel industry, Marriott transformed the traditional recruitment approach to organisational strategic partners to enhance organisational effectiveness. Its changing roles and strategic programs foster the overall organisational performance that facilitates organisational growth and ensures long-term sustainability in the market. Effective recruiting of the most potential talents for the organisation can enhance the organisational performance and achieve the organisational goals and objectives (Armstrong and Taylor, 2020). In the context of the modern competitive market, strategic planning with employees is paramount. It facilitates the organisational growth of an international hotel like Marriott through taking various initiatives or programs including effective recruiting policy, workforce planning, and a positive work environment within the organisation (Marriott International Newscenter, 2015) It is important to align the strategic plan with the organisational goals and objectives. Here the various aspects of HRM that facilitate the strategic development of an international hotel are demonstrated in this assessment.Bottom of Form
Human resource management is one of the most significant aspects for every organisation to enhance organisational capabilities and ensure long-term sustainability in the competitive market landscape. It plays a key role within the organisation to achieve organisational aims and objectives (Nickson, 2018). Moreover, in this modern business market landscape personal management is transformed by the current market trends and tendencies. Modern human resource management is the strategic partner of the organisation that fosters organisational operations and ensures organisational success. In the traditional approach, Human resource management (HRM) is only focusing on the agreement, wages, performances, and employee record keeping (Thite et al., 2012). However, this modern business sector demonstrates the significant importance of effectively managing the employees within the organisation due to massive competition and globalization of the business market. It needs to develop strategic planning to ensure the effective human resource within the organisation (Hoque, 2014). However, In the context of Marriott hotels, the administrative panels of the hotels have undergone very significant challenges in operating the organisational activities. The hotel makes changes in its HRM management namely arranging various training programs, workshops, reward systems, and motivating employees to achieve the organisational goals. Additionally, the organisation also aligns with labour laws as well as managing employee records focusing on the organisational human resource management that ensures compliance among employees and the organisation as well (Mathis, 2019). 
Strategic human resource planning is one of the most crucial aspects of the organisational management approach that helps the organisation foster human resources capabilities by aligning the overall strategic goals of the organisation with HR practices (Beaven, 2019). It plays a vital role in increasing the organisational capabilities to survive in this massive competitive modern market landscape. However, the process of strategic human resource management consists of several key components that may include forecasting the labour demand and supply, organisational goals setting and strategic planning, and program implementation and valuation. These aspects help the organisation to enhance the overall organisational performance and achieve the organisational goals (Torrington et al., 2020). Therefore, forecasting labour demand and supply is paramount for creating a strategic plan for the organisation. Demand forecasting involves identifying the future demand of employees and potential talents for the organisation based on the overall organisational growth, market demand, changes in technologies, and organisational strategic goals (Moheb-Alizadeh and Handfield, 2017). Marriott always investigates the organisational overall conditions such as empty positions within the organisation, organisational growth, market expansion, as well as future labour demand within the organisation so that the organisation can recruit appropriate and potential talents for the organisation. 
On the other hand, supply forecasting involves assessing the current talents and the future availability of employees within the organisation in the context of the external labour market (Bassman and Fernandez, 2020). The human resource managers critically evaluate various factors including organisational current talents, turnover ratio, as well as external labour market information to make appropriate decisions to attract the most potential employees for the organisation. This may also help the organisation to find out the potential sources of labour that may foster the organisational activities and achieve the organisational goals and objectives (Moheb-Alizadeh and Handfield, 2017). However, by evaluating the demand and supply of labour, HR professionals will identify the gap in the workforce within the organisation. Understanding the labour demand and supply may help to develop strategic planning for the organisation to address the shortages or surplus of talent within the organisation as well as make effective decisions to handle the situation efficiently (Mitchell, 2018). For instance: if HR managers find any skill gaps among the existing laborers within the organisation, the Human Resource Management department might take various training and development programs to minimize the skill gap of existing employees (Armstrong and Taylor, 2020). 
Developing a strategic plan for the organisation is not enough to ensure organisational success. It has to be maintained the appropriate implementation of the strategic planning as well as evaluation and monitoring process to operate the overall organisational activities (Poister, 2010). However, after setting the strategic planning and organisational goals and objectives, the human resource professional implements various programs so that the organisation can achieve the goals within the period. The implementation programs may include recruitment, training and development processes, performance measurements, and taking appropriate decisions in enhancing employee engagement with the work (Renwick et al., 2013). Therefore, monitoring and evaluation of the organisational process so that the organisation can achieve the desired outcomes. Here, the HR professionals can make adjustments to the programs and ensure continuous improvement among the employees. This would help the organisation to ensure organisational success as well as long-term sustainability. Marriott’s human resource department is actively evaluating the current situation of the organisation and making sure of the implementation of strategic planning within the organisation (Hassanein and Özgit, 2022). The HR professionals of Marriott also make adjustments based on the outcome of the valuations that enhance organisational efficiency. To survive in the competitive market, continuous strategic planning in the HR sector is very significant. This helps the organisation to foster the overall organisation operations and achieve the organisational objectives and goals.
Human resource management rules or management processes are changing in the context of modern business market demand and perceptions. These changing rules of HRM are paramount for effectively creating and supporting the strategic development plan of an organisation, especially in the hotel industry (Machado et al., 2019). Moreover, international businesses like Marriott’s HRM department contribute significantly to the organisational planning, recruitment, and development processes for ensuring organisational global success. In the context of setting strategic planning for the organisation, HRM will analyze the environmental factors and create workforce planning that may drive employees to work efficiently and achieve the organisational targets (Beaven, 2019). Human resource management conducts a comprehensive analysis that may be based on the global business environment by effectively evaluating various aspects such as culture, legal rules, and regulations, economic situations, political situations etc. This information will help the organisation to create effective strategic planning for the organisation and ensure organisational success (Smith, 2012). Therefore, the changing roles of HRM in Marriott are important for effectively managing the strategic plan for the organisation that increases the organisational activities and fulfils the objectives of the organisation. The HR professionals of the organisation a strategic partners of the organisation who contribute to creating the organisational strategic plan as well as directly help to achieve the target. This will also ensure organisational success by effectively handling the various aspects including workforce planning, talent management, and skills development of current talents (Scullion and Collings, 2011). Furthermore, understanding the global requirements to create strategic planning plays a significant role in organisational success. HRM must identify the various skills, abilities, capabilities, and talents that may support the international business strategy to operate the organisational operations effectively. These processes may include identifying the skilled gap in the current talents or employees and developing a plan for achieving the skills as well as forecasting the future demand for skills and abilities for the organisation (Bahuguna and Kumari, 2010). This will help the organisation to enhance its organisational capabilities and effectively survive in the market. 
Recruitment is one of the most significant aspects of human resource management that helps the organisation to identify the most potential employees for the organisation to achieve the organisational objectives and goals (Parry, 2020). In an international context, HRM management helps to collect the most potential talents from all over the world. Collecting global talents is also needed to understand the various cultural nuances, legal rules, and regulations, as well as adapt recruitment strategies to handle various unfavourable situations (Caligiuri et al., 2020). Despite this, HRM is also responsible for maintaining the employee brand on a global scale. Capturing talents around the world may also create a positive image of the organisation that will highlight the organisational values and provide effective career development opportunities (Torrington and Hall, 2019). This helps the organisation foster the organisational image and ensure sustainability in the market. However, international hotel industries like Marriott make strategic decisions to recruit their employees and arrange various workshops, seminars, and programs for developing its selected employees. The HR managers of Marriott not only help the organisation select the right person for the organisation but also actively contribute to developing effective strategies for the organisation. The HR managers collaborate with the organisational administration and create appropriate plans for human resource management practices based on the organisational goals and objectives. This HRM management function not only contributes to collecting potential employees for the organisation but also supports the organisational values and functions that drive Marriott to ensure long-term suitability in this hospitality industry and enhance the profit margin. As an international organisation, Marriott has to develop cross-cultural competency within the organisation to operate the organisational operations (Jung et al, 2021). A cross-culture competency is concerned with selecting potential employees from diverse cultures to maintain overall organisational efficiency in different cultural contexts in another country. Human resource management is needed to develop the organisational recruitment process that may select the candidate's cross-culture competency based on the cultural variance around the world (Ahmad et al., 2019).
Furthermore, global leadership development is also one of the important aspects of selecting the talents for the organisation to effectively operate the organisational operations. It helps to identify and develop effective managers within the organisation based on the international context which fosters the overall organisational performance (Mendenhall, 2018). Additionally, it plays a crucial role in designing leadership development programs within the organisation that create a potential and effective manager for the organisation who can lead the organisation in various complexities and uncertainties in the global market landscape. However, the selection process at Marriott always focuses on identifying and attracting the top talented employees for the organisation where the organisation ensures organisational sustainability in this competitive hospitality industry (Marriott International Newscenter, 2015). The organisation also focuses on creating a motivated workforce within the organisation that can help the organisation achieve its organisational goals and objectives. Additionally, one of the key aspects of Marriott is employer branding which highlights the organisational commitment to develop employee skills, diversity, and various development programs that may also help to create a positive workforce within the organisation (Marriott International, 2019). The selection process of the organisation is designed not only to attract the most potential employees for the organisation but also focus to on adjusting the employee capabilities with the organisational culture and values (Machado et al., 2019). 
In conclusion, the importance of HRM in an organisation is very significant which may help the organisation to make strategic planning to ensure the organisational success of international brands like Marriott. The changing roles in the recruiting process of the international hotel industry are based on various factors including market diversity, changes in technologies, etc. Therefore, effective strategic planning for the organisation that primarily focuses on managing effective talents within the organisation may include HR planning, forecasting labour demand and supply, and an effective recruiting and selection process within the organisation. As an international hotel industry, Marriott always ensures to attract the right person for the right plan that drives the organisation to achieve international success. Therefore, the commitment of the organisation to provide strategic HRM practices within the organisation also helps to handle uncertainties and effectively operate the organisational operations. By effectively considering these development approaches, an international hospitality industry can ensure organisational success across the world. 
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