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Assignment 1


Discuss how the evolution of HRM facilitates the strategic development of an international hotel brand through workforce planning, recruitment, and selection.




Introduction

In today's dynamic and competitive hospitality business, smart human resource management is critical to the success and expansion of multinational hotel brands such as Sheraton. This essay examines the growth of Human Resource Management (HRM) and its strategic importance in aiding Sheraton's development through effective personnel planning, recruitment, and selection processes. To provide a thorough perspective, we will look at the shifting roles of HRM, the strategic HR planning process, and how Sheraton uses HR planning, recruitment, and selection to support business unit development.


Sheraton Hotels & Resorts is a widely recognised luxury hotel brand noted for its upmarket rooms, superior service, and iconic properties in key locations across the world. With an 80-year history, Sheraton has established itself as a renowned destination for business and leisure travellers seeking unrivalled comfort and hospitality. Human Resource Management (HRM) at Sheraton refers to the strategic approach to managing the organization's most asset which is its employees. HRM at Sheraton includes a variety of functions geared at acquiring, developing, and retaining elite talent to propel the brand's development. 
This encompasses tasks including workforce planning, recruitment, selection, training and development, performance management, compensation and benefits, and employee relations. In summary, HRM at Sheraton focuses on connecting human resource strategies with the brand's overall goals, ensuring that the proper people are in place to provide excellent guest experiences and drive business success. By investing in its workers and cultivating a friendly and inclusive workplace culture (Sheraton, 2019), Sheraton hopes to develop a dynamic and high-performing workforce that contributes to the brand's reputation for excellence in the hospitality industry.

Building on this idea Human Resource Management has evolved from a traditional administrative function to a strategic cornerstone for organisational success. Initially, HRM focused on simple activities like payroll management and regulatory compliance. However, as businesses recognised the importance of human capital in driving competitive advantage, HRM underwent a fundamental transformation, evolving into a comprehensive strategic partner inextricably linked to organisational performance (Bach & Edwards, 2013).
In the initial stages of its development, HRM was mostly transactional, focusing on reactive responses to pressing personnel demands. The primary roles of human resource management included administrative tasks such as maintaining employee records and processing pay checks. While these duties were necessary for organisational operations, they primarily served a supportive rather than strategic purpose.

As organisations became more complex and dynamic, the job of HRM expanded to include strategic efforts aimed at aligning human resources with larger organisational goals. This change in basic assumptions signalled a move from reactive tactics to initiative-taking strategies for managing and exploiting human resources. HRM developed as a strategic partner, working closely with senior management to develop and implement strategies that promote organisational growth and sustainability (Ulrich and Brockbank, 2005).

Furthermore, technology improvements and globalisation have accelerated the evolution of HRM by broadening its scope and capabilities. With the introduction of sophisticated HRIS (Human Resource Information Systems) and analytics technologies, HRM gained the ability to collect, analyse, and use data to support strategic decision-making. This data-driven strategy allowed HRM to forecast future labour demands, identify talent gaps, and develop tailored interventions to address them proactively, the globalisation of company operations required a more complex approach to human resource management, considering unique cultural nuances, regulatory frameworks, and talent markets across countries. HRM reacted by adopting diversity and inclusion efforts, introducing cross-cultural training programmes, and adjusting recruitment techniques to attract individuals from various backgrounds (Jackson et al., 2014).

The evolution of human resource management represents a fundamental shift in its position and relevance inside organisations. HRM developed from an administrative role focusing on transactional activities to a strategic partner driving organisational success through initiative-taking human capital management. This transformation emphasises the crucial need of integrating HRM practices with larger business objectives to gain a sustained competitive edge in today's dynamic and competitive business environment.

HR functions have a strategic role in helping organisations succeed through numerous means. Strategic human resource management entails integrating HR practices with business objectives to increase competitiveness, productivity, and employee engagement. HRM services are critical for talent acquisition, development, and retention, which drives organisational growth and sustainability (Ulrich & Brockbank, 2005). Furthermore, in today's highly competitive landscape, when innovation and agility are critical, human resource management serves as a catalyst for organisational adaptation and transformation. HRM enables people to gain the skills and competencies required to flourish in a rapidly changing corporate environment by encouraging a culture of continuous learning and development (Armstrong & Taylor, 2014).

HRM also plays a significant role in establishing organisational culture and values, matching them with strategic goals to generate a cohesive and motivated workforce (Mathis & Jackson, 2018). HRM ensures that organisations have the necessary human capital to overcome difficulties and grasp opportunities in a constantly changing marketplace through strategic people management initiatives such as succession planning and leadership development. Thus, the strategic role of HR services goes beyond basic administrative chores to include initiative-taking interventions that support organisational performance and success.

At Sheraton Hotel, strategic HR planning comprises a thorough and methodical strategy to predicting and resolving human resource needs in accordance with the organization's overall goals. This strategic process consists of several interconnected stages, each of which is critical to maintaining efficient human capital management. To begin, projecting labour demand and supply is the core of strategic HR planning at Sheraton, which uses data analytics and market trends to forecast future workforce requirements (Rothwell et al., 2018).

By precisely forecasting variations in labour need, Sheraton can deploy resources and develop recruitment strategies to meet changing company needs. Goal formulation emerges as a critical component of strategic HR planning, with Sheraton collaborating with key stakeholders to define clear and quantifiable targets that are consistent with the brand's long-term vision. These objectives serve as guiding principles for HR activities, determining the strategic direction of talent management efforts. Following goal setting, Sheraton engages in strategic planning, which involves developing action plans and efforts to attain the defined objectives.

This phase entails creating HR strategies, policies, and programmes that are targeted to meet identified requirements and difficulties while exploiting organisational strengths (Mathis and Jackson, 2018). Programme implementation is the phase of strategic HR planning in which Sheraton transforms intellectual strategies into real activities. This stage includes resource deployment, policy communication, and HR initiative execution across departments and teams. Finally, evaluation is an essential component of the strategic HR planning process, with Sheraton conducting regular evaluations and reviews to measure the performance of implemented programmes and initiatives (Brewster and Hegewisch, 2017). 

Sheraton assesses the impact of HR actions on organisational performance using performance indicators, feedback mechanisms, and data analysis, identifying opportunities for improvement. Sheraton's systematic approach to strategic HR planning provides coherence between its human capital initiatives and broader organisational goals, establishing a culture of continuous development and supporting long-term company growth. 

Furthermore, Forecasting labour demand requires estimating future workforce requirements using corporate predictions and market trends. Conversely, anticipating labour supply entails determining the availability of qualified personnel both inside and externally. By effectively estimating demand and supply, Sheraton can manage staffing demands, alleviate talent shortages, and optimise resource allocation (Mathis & Jackson, 2018).

Additionally aligning HR goals with broader organizational objectives is essential for driving strategic growth. HRM collaborates with senior management to set clear, measurable goals that support business expansion and sustainability. By integrating HR objectives into strategic planning initiatives, Sheraton can ensure that human capital strategies are congruent with overarching business strategies (Jones & Bartlett, 2023). For instance, Sheraton sets a goal to improve employee satisfaction by 15% within the next year. This aligns with the broader organizational objective of enhancing guest experiences and increasing customer loyalty. Through strategic planning, Sheraton implements initiatives such as employee training programs and recognition schemes to achieve this goal. Consequently, not only does Sheraton enhance employee morale and retention, but it also strengthens its competitive position in the hospitality industry.

Effective implementation and evaluation of HR programs are critical for achieving desired outcomes. Sheraton must execute HR initiatives efficiently, leveraging technology and best practices to streamline processes and enhance employee experiences. Regular evaluation and feedback mechanisms enable continuous improvement, ensuring that HR strategies remain responsive to evolving business needs (Jackson et al., 2014).



As a result recruitment and selection are essential parts of Human Resource Management (HRM), with substantial implications for organisational performance and culture. Sheraton, as an exceptional international hotel brand, prioritises a careful recruitment process geared at drawing different talent pools and selecting individuals who share its values and goals. This method has several stages, beginning with a complete job analysis to determine the exact skills and competences required for each post. 

As a result, Sheraton uses strategic candidate sourcing tactics to reach a diverse and inclusive group of applicants. The selection process includes thorough interviews and evaluations to analyse candidates' qualifications, experience, and alignment with Sheraton's organisational culture and aims. Sheraton uses these methods to guarantee that its recruitment practices are transparent, equitable, and conducive to organisational performance (Jones & Bartlett, 2023). This approach not only improves the quality of personnel at Sheraton, but it also adds to a good workplace culture that values diversity, creativity, and excellence. Sheraton ensures that recruitment practices are transparent, equitable, and conducive to organizational success (Gatewood et al., 2019).


Sheraton stands itself as an excellent example of applying strategic HRM practices to drive business unit development. Sheraton effectively identifies developing talent markets and develops talent pipelines to suit changing demands by connecting its HR strategy with the brand's global expansion goals. Furthermore, Sheraton promotes a culture of innovation and excellence, instilling a sense of purpose and motivation in its employees. Through thorough strategic workforce planning and targeted recruitment strategies, Sheraton not only increases its competitive edge but also assures sustainable expansion across varied markets. This strategy demonstrates Sheraton's commitment to using human capital as a key driver of organisational performance.


Conclusion 
Finally, strategic human resource management is critical for promoting growth and sustaining competitiveness in the worldwide hotel sector. Sheraton's strategic HRM practices demonstrate the need of integrating HR strategies with organisational objectives to achieve long-term success. By embracing HRM as a strategic partner, Sheraton effectively leverages its staff to promote corporate growth and innovation (Purce, 2014). Sheraton anticipates future talent needs and connects its recruitment activities with its expansion objectives, assuring a consistent supply of competent workers to fuel its operations. Furthermore, Sheraton's commitment to rigorous selection processes guarantees that only the best people who exemplify the brand's values and culture are hired. 

This strategic strategy not only attracts top personnel but also fosters an environment of excellence and continual growth within the organisation. Sheraton promotes a dynamic and innovative working environment by prioritising employee development and engagement, empowering individuals to contribute their full potential to accomplishing organisational goals. This comprehensive approach to strategic human resource management enables Sheraton to not only fulfil the needs of the competitive hospitality market, but also to position itself as a global leader in providing extraordinary guest experiences. Sheraton sets the standard for excellence in the hospitality sector via strategic alignment and human capital investment, resulting in long-term development and innovation.
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