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 Every year, a lot of people go to different tourist spots to escape the monotony and dullness of their lives. They expect the best quality and services from these tourist spots included in the hospitality industry. The hospitality industry plays an important role in delivering extraordinary customer service through an efficient, motivated, and skilled workforce (Choo et al., 2018). The success of this industry depends not only on the resources and strategies it follows but also on the positive human resources. Appropriate management of Human Resources helps to ensure that hospitality-providing hotels, motels, and tourist spots attain their strategic goals. HRM processes are changing or advancing day by day to keep pace with the competitive world (Kaur, 2021). In this regard, this essay will discuss the evolution of HRM in the context of an international hotel brand named Hyatt. This essay will delve into finding the internal and external factors affecting the whole HRM process, analysing the strategic HR functions and their impacts on Hyatt’s HR planning, recruiting and selection process, building a link between business and managerial success and personal development and thus achieving competitive advantage.
Firstly, there is a breakdown of HRM and its evolution on a day-to-day basis. HRM is dedicated to handling administrative tasks like training in seminars, symposiums, payroll, information, and record-keeping using traditional or transactional methods. But the businesses are changing nowadays. However, the strategic or contemporary methods of HRM are more advanced. The contemporary issue of HRM considers the workforce as the main or key driver of a company’s success (Greer, 2021). Hyatt achieved success in the hospitality industry and earned brand value by ensuring customer satisfaction, which is achieved by an energetic and motivated workforce. This workforce is built by shifting from transactional to strategic HRM policies. Hyatt’s mission is to “Provide Authentic Hospitality” (Harbuláková, 2018). They try to achieve this mission by coordinating the functions of owners, directors, associates, and lower-level workers with customers. They mainly operate their business through their workers, employees, and officers who are under the direction of the President and CEO. They prioritise customer satisfaction before the basic goal of any company’s existence, which is called profit. So, they try to maintain authenticity in every sphere of the section. Hyatt has built some values to ensure its mission. These are mutual respect (they consider all types of ideas and thoughts, listen to them very well and acknowledge from all of their stakeholders), honesty and integrity (they expect loyalty and integrity from their employees, talk and admit the truth and respect employee commitments), fun and motivation (Hyatt wants to confirm the employees enjoy their tasks and don’t take the work stressful with ensuring any humility or exaggerate advertising) and innovation (it encourages all employees and workers to give new ideas or concepts) (SEEK, 2023). 
Besides maintaining these values, the HR department of Hyatt plays a decisive role in several sectors in attaining its strategic goals.
One of them is Human Resource Planning. One of the most pivotal tasks for the HR of Hyatt is to forecast the future workforce needs to facilitate mission attainment (Demianenko, 2022). They do it by assessing market trends and demands, determining their expansion plan at home or abroad, and considering any technological advances. They plan technically and strategically to hire efficient and tech-savvy employees to keep pace with the ever-changing era.
Another one is Recruiting and Selecting. Hyatt makes and follows strategies that consider their assigned values for recruiting. These strategies help them to attract, examine and select the top talents in their business. They consider both internal and external sources for promotion and selection. As a result, the existing employees feel motivated and give their best efforts to get a promotion. So, this HR function is aligned with Hyatt’s brand and cultural values (Aayesha Sagir Khan, 2023).
The third function is Performance Management. Hyatt Hotel provides feedback on employee performance and rewards them sufficiently. They arrange different development opportunities and training facilities to ensure high standards in the company (Čelić et al., 2021). 
The final function is Employee Engagement. They build an environment within their organisation that allows employees direct engagement, loyalty, mutual respect, idea offering, motivation, etc. (SEEK, 2023). So, employees are more engaged.
Hyatt’s strategic HR department has contributed greatly to the company’s goal of attaining a competitive advantage in the hospitality industry by offering these functions in the mentioned areas.
To conduct these functions, Hyatt makes its resource decisions, especially recruiting and selecting employee resources, by assessing the influences of its internal and external factors (Krupskyi et al., 2019). These factors are very complex. In the case of internal factors, they consider workforce planning first. They identify the current and prospective business goals, market demand and trends, then identify their talent gaps and growth. They also practise succession planning to maintain a sequence of qualified internal employees for providing promotion (Atwood, 2020). Besides, they consider workforce turnover rates, employee demand, skill lack, budget constraints, and employee salary packages for resource decisions. Additionally, Hyatt checks the external factors that impact resource availability. External factors like current and future labour market conditions, competitors’ positions in talent acquisition, government rules and regulations, and legal issues all influence the recruitment and selection process greatly (Cooke and Wang, 2018). To give an example, Hyatt may introduce new strategies for recruitment in high-employment regions to get the best and most efficient candidates (Mcglauflin & Abrams, 2023). Or they can utilise language training sessions and programs to understand and comply with the local norms in a new market.
After deciding on the factors, the first and foremost task that the HR do is planning. This process is linked with employee management, which is related to achieving the organisation’s goal. Hyatt follows the following three stages for its strategic planning process.
At first, Hyatt forecasts labour demand and supply. Hyatt identifies the prospective business necessities, probable skill shortages, turnover rates, succession planning, internal employee resources, employee needs, and motivating factors to forecast future labour demand (Ivypanda, 2023). They also study industry trends, opportunity gaps, technical development, and competitors’ positions to facilitate this forecasting stage. Internal and external sources of candidates are taken into consideration for employee supply forecasting.
Secondly, they set goals and conduct strategic planning. Depending on the forecasted labour demand and supply strategies, Hyatt sets goals that relate to the ultimate business goal and mission. These goals can be talent-acquiring strategies, increasing employee skills strategies or giving training strategies, succession planning strategies, selecting relevant motivation offering strategies, etc.
Finally, program implementation and evaluation are held. This stage ensures the execution of the previously set strategies for fulfilling labour demand. Hyatt develops and implements the strategies they planned to attain their organisational goals. But, the implementation will not work solely if it is not evaluated regularly. Evaluation of these strategies regularly confirms the effectiveness and quality of the implemented strategies (Torrington et al., 2020). This step also suggests any adjustment if required to get the full benefit of the planning process. 
After planning, the HR department follows recruitment and selection stages to find the appropriate workers. Hyatt follows a multi-step recruitment and selection process to find the appropriate, qualified, and top-notch talents within its business.
The first step is job analysis. Hyatt seeks requisitions or identifies specific knowledge, skills, attitudes, educational qualifications, and behaviours required for each job position.
The second step is targeted sourcing. As it is an international hotel brand, they want diversity. So, they try to seek candidates from diverse sources. They utilise online job platforms, employee referrals, internal sourcing, industry publications, etc., to attract qualified applicants for the job vacancies. They also seek candidate applications from university students pursuing higher studies in tourism and hospital management or hotel management by giving notice on the university noticeboards (Marchington & Wilkinson, 2016).
The third step is screening candidates. Hyatt screens and shortlists candidates by analysing candidates’ resumes and cover letters and using other pre-screening methodologies. They also consider their cultural and strategic competencies in this regard.
The fourth step is selecting methods. The shortlisted candidates have to go through many steps, including group discussions, interviews, even written tests, case studies, problems related to real-life situations, critical decision-making scenarios, and background investigations to be selected (Knott et al., 2022). Different methods are used for different job positions.
The fifth and final step is onboarding. The qualified candidates are selected for hiring. They are invited for orientation and training programs to be introduced to the company environment. Hyatt critically follows this step to reduce new candidates’ stress or nervousness. It is their culture to integrate new employees with sufficient skills, training, resources, and other elements to get full effort and success from them.
For example, Hyatt’s popular statement is “Hear Us. See Us. Be Us” (Usgbc, 2019). It is a unique and innovative program that is related to employee recruitment. They give importance to diversity, locality, and inclusion during recruitment. They prioritise local candidates and invite applications from under-represented areas so that no discrimination arises. They even conduct interviews by assigning responsibility to local employees. As a result, an unbiased and fair recruitment process is ensured. This unique strategy meets their basic strategy, which is to build a diverse workforce that serves global customers. This diverse workforce can easily understand the specific area needs, specific culture, tastes, demands, etc.
Taking another example, Hyatt is inclined to maintain employee development, which will ease the process of serving customers. Their other unique program is “Hyatt Thrive” (Hospitality ON, 2022). Hyatt provides comprehensive training opportunities for employees at all levels. This helps the employees with their work and their personal development. So, the employees are being updated with the growing demands of customers, handling the various needs of multilingual customers, and assisting in increasing the brand value of this company.
The selected employees, through these programs, can not only personnel development but also contribute to positive organisational consequences. Various contemporary studies and research find that there is a strong linkage between personnel and positive organisational outcomes. This correlation is described from Hyatt’s perspective.
Firstly, Hyatt ensures better employee engagement: Hyatt has created a culture within its organisation to make the employees feel valued and the key driver of the company’s augmented success. So, the employees are privileged with different training and development programs, and their skills are sharpened. They are more likely to play important roles in offering the best customer service and contribute more to the company’s success.
After that, they ensure better job performance. Employee job performances are equipped with skill-sharing sessions. So, employees possess the necessary skills and expertise to perform better in their respective job positions, and they are adapted to new technical advancements and industry trends. 
And through these linkages, Hyatt minimises turnover rate. In this modern era, it is a very challenging task to retain the top talents within the company. Because employees always seek better jobs, better positions, better salaries, and better opportunities. So, Hyatt provides growth and promotion opportunities and better career options to employees. As a result, employees feel more privileged, and turnover rates are reduced. This, in turn, ensures a stable workforce within the company’s culture.
For example, Hyatt arranges the “Hyatt RiseHY” program to facilitate the leadership development of top talents (Inc, 2020). Besides, they organise a “Global Learning Centre” to provide training sessions offline and online to their diversified employees in various countries (Ring, 2016). So, Hyatt can ensure an innovative, adaptive, and dynamic workforce through the evolution of HRM.
In conclusion, Hyatt is committed to strategic HRM that assists them in attaining organisational goals. It proactively plans and forecasts future workforce demand and supply, recruits and selects the best candidates, and invests more in employee development programs. Through this, Hyatt ensures a highly motivated, skilled, and engaged workforce. It links employees’ personnel development and organisational success. The strategic relations between Hyatt’s HR and business facilitate them in offering extraordinary guest services, attaining a competitive advantage, and achieving their long-term mission of “Provide Authentic Hospitality” for success.
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