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Introduction
  Human resource management in the past couple of years have significantly evolved and this evolution has played a very important role in facilitating the strategic growth and development of international Hotel brands. Starting from workforce planning to selection and recruitment, the human resource management has not only ensured that the right people are in the right places to support the global operations of international Hotel brands, but, the HRM functions also ensure that they are hiring the correct people that are experienced, qualified and is a good fit to the organisational culture. HRM has also played a very important role in facilitating proper planning of workforce needs and requirements and selecting and recruiting the right talent, so that they have the capabilities required to ensure success for the organisation and for themselves (Armstrong and Taylor, 2020). 
  In this assignment, the focus will be on identifying the changing role of human resource management and how it supports the strategic development of international brands through selection and recruitment processes. The evolution of HRM along with the strategic role of HR functions in the growth and success of the organisation is discussed. The essay goes on to discuss the strategic HR planning process which includes program, implementation, goal, setting and forecasting labour demand.

The evolution of Human Resources Management (HRM) facilitates the strategic development of an international hotel brand through workforce planning, recruitment and selection.
  The role of human resource management has changed drastically in business, especially in international business. Torrington et al. (2020) highlighted that HRM was previously considered as a support function. Now it is becoming a strategic partner in helping international organisations and global companies to achieve its goals. Strategic human resource management is not just a function of the human resource department, but it has become the focus of all executives and managers operating within the organisation since the role of people and management of human resources has become vital for achieving competitive advantage for the company. Research carried out by Friedman (2013) highlighted that successful organisations have often considered strategies such as providing employment security, using self-management teams, engaging in selective hiring and developing decentralised teams to retain some of the top talents which have significantly contributed to its competitive advantage. 
  When the organisations are successful in developing, enabling and motivating the human capital, they have witnessed a subsequent rise in accounting profit as well as growth in shareholder value (Gallagher, 2022). The most successful organisations often consider human resource as a strategic asset and they focus on measuring the human resource performance to identify its strategic impact. Each piece must fall in the right place, which creates a high performance work system within the organisation.
  To discuss the evolution of human resource management facilities in strategic development of an international brand, the workforce planning, recruitment and selection strategies of JW Marriott is taken into consideration for deeper analysis. 
  JW Marriot is a luxury hotel that is owned by Marriott international. The organisation has more than hundred properties in 35 countries (marriott.com, 2024). The first JW Marriott hotel was opened in 1984 in Washington DC, and since then, it has established its stronghold in the international market with the help of strong brand name, the scale of operations and strong customer service. With its people first approach, Marriott international has been successful in maintaining its competitive advantage in the international market for around 87 years.
  The evolution of human resource management reflects the change in focus of international organisations. Horn (2009) highlighted that in the 21st century, international business looks out for knowledge and intellectual capital rather than physical capital. As a result, HRM functions in the past couple of years have developed remarkably. 
  They were given the task of training and recruitment and there were limited opportunities for human resource managers to influence the decisions and direction of the senior management team within the organisation. By the end of 1990s, Ejibe et al. (2024) highlighted that human resource management faced several challenges since they were ineffective, costly and incompetent. There was a need for human resource managers to take part in value shaping. By the turn of the 21st century, Cooke et al. (2021) argued that the role of human resource managers have increased significantly and strategic human resource management as a concept became predominant. HR should not only be defined by its actions but also by its outcomes. Hence, the focus was on allowing the human resource managers to enhance the overall value of the organisation for its stakeholders (Collings et al. 2021). The goal of an organisation is to achieve significant competitive advantage and establish their monopoly in the market. 
  There are four important strategic roles of SHRM. These are competence, consequence, governance, and learning and leadership. The SHRM identifies whether the company has the required knowledge, abilities and skills to implement the strategy that will help them to achieve competitive advantage in the market (Verma et al. 2022). Finally, the organisation has to respond to uncertain times and learn to adapt to changes in the external environment as quickly as possible.
  In JW Marriott, the strategic HR planning process is concerned with selecting the highly skilled candidates and providing them with required positions in the job. The human resource department plays a very important role in recruitment of the candidates so that they can fill the desired positions (marriott.com, 2024). Hence, human resource planning consists of selecting the qualified candidates for the unoccupied position and providing them with appropriate training and development sessions so that there is an overall improvement in knowledge and skills to achieve the company goal of adding constant value to the customers and providing them with high quality service possible (Kim et al. 2022). There are various steps in the planning process. 
  The first most important step is to forecast the demand and supply of human resources. The HR department of Marriott hotels identifies different positions that are to be fulfilled, and then the HR managers match the department requirements and job descriptions with the profile of candidates and select those who are appropriate for the particular work. Malik et al. (2020) highlighted that forecasting the human resource requirements enables the HR managers to assess the demand of a company for qualified employees and supply of those employees both within the organisation and outside of it that is best fit for the job description. It is important to manage the demand and supply side of human resources very carefully. As far as demand forecasting is concerned, Haque (2021) highlighted that it is a highly detailed process, which determines the needs and requirements and even the future needs of the organisation for human resources, especially in terms of quantity. This means that the number of employees that are required to fill up a particular vacancy and talent of employees to meet the future and current needs of the organisation are also taken into account. As far as supply forecasting is concerned, Zehir et al. (2020) highlighted that it determines the resources that are currently available in the market to meet the demands of the organisation. 
  In JW Marriott, the human resource manager not only looks within the organisation for potential recruitment but also looks outside in the larger phone of employees that helps them meet the demands of both present and the future within the hotel.
  When forecasting the demand and supply of the human resource, HRM in JW Marriott makes a thorough job analysis to specify the skills and abilities required to perform the job and identify the changes in job description that are likely to take place in the future. For instance, Samarasinghe and Medis (2020) highlighted that the frontline staff who are directly responsible for interacting with the customers might at present require certain special skills and capabilities, such as communication and interpersonal skills, problem solving skills and attention to detail. There are various jobs that might emerge in the future which can require team members to use data gathered by artificial intelligence and analyse these data to make appropriate predictions about changes in customer needs and requirements (Collins, 2021). 
  Marriott hotel not only specifies the present job description but also indicates the future changes that might take place which requires special skills and abilities such as knowledge about artificial intelligence, grasp on data analysis and technical skills, such as data, visualisation, programming, machine, learning, and statistics. Job analysis and job rating is a very important step in human resource planning where JW Marriott not only identifies the future changes in the job description but also highlights whether a particular job is adding value to the goals and objectives of the organisation. After the job is analysed, JW Marriott senior management, assign the worth of a particular job and analyse the description and specifications of the job (marriott.com, 2024). Matching the demand and supply has become extremely difficult for the organisation especially when JW Marriott is on the brink of complete transformation. Although there is a demand for employees with high calibre skills, such as data visualisation, machine learning, statistics, understanding programming and mathematical skills, the supply of these employees in the market is extremely low (Rossidis et al. 2021). JW Marriot tries to bridge the gap between the demand and supply by training the current employees and also hiring new employees that have these skills and capabilities. 
  Goal setting according to Bokareva and Yudina (2020), focuses on defining the strategic objectives that the organisation aims to achieve within a particular time. These goals play a very crucial role in providing direction, clarity, and a sense of purpose to the employees and senior management team. Strategic planning on the other hand is the plan or approach that the organisation takes to achieve these goals. It helps in analysing the strength, opportunities, weakness, and problems associated with the organisation and develop tactics to leverage the strength and opportunities to address weakness and threat. 
  Goal setting and strategic planning has been the most important HR planning process that has made JW Marriott to remain transparent and honest with its employees even in the face of the pandemic. JW Marriott's people first approach was extremely clear and it was constantly reminded by the senior managers in form every zoom call and meetings that were held with the junior team members. Among strategic planning, JW Marriot also took a very important step in assessing the current talent that they have in their disposal and how they can develop the talent of the current employees by assessing their performance and asking the employees to self, evaluate their skills and capabilities so that they can identify opportunities of growth (marriott.com, 2024). The talent of the employees was not only judged from the interpersonal skills development and technical skills and capabilities, but also on the prospects of how much they are able to understand and incorporate people first approach in their day-to-day activities (Tanveer et al. 2004). This means that the employee should not only take care of the health and well-being of the customers, but also the Health of their colleagues. JW Marriott tracks how the employees are using their skills and capabilities to achieve the people's first goals and not just focus on how many hours they have spent working within the organisation.
  JW Marriott HRM function also focuses on evaluating the success of the program by identifying the growth and development in the performance of the employees and rewarding the skills development which has contributed to organisational performance (marriott.com, 2024). The emphasis is on collaboration, teamwork, and responsibility taken by the team members for high-quality performance outcomes (Cooke et al. 2021). The HRM takes decisions regarding employee benefits and pay scale and they also identified the impact of these benefits on employee satisfaction. 
  When it comes to recruitment and selection, advertising has become a very integral part of the recruitment process. However, Marriott has adopted a very unique recruitment approach. The “My Marriot hotel” Facebook game was targeted towards the youth of developing countries like China and India to recruit freshers based on the actual talent which will help candidates move ahead in the field of hospitality. The Facebook game created a virtual workplace and focused on suitability of candidates for hospitality positions (Collings et al. 2021). The players were directed to the official recruitment page of Marriott where they can submit their resume which is suitable for a particular position and department within the organisation. 
Conclusion
  Developing effective international workforce has become extremely crucial to achieve competitive advantage in a rapidly changing market environment. How well JW Marriott is able to manage its human resources around the world can make all the difference and help them to achieve success. Those organisations that can effectively manage their international human resource, typically outperformed the competitors in terms of identifying international business opportunities and adapting to changing needs and requirements of the customers across the world. JW Marriott, with the help of Strategic human resource factors have also been able to share innovative knowledge throughout the organisation and conduct successful cross-border activities and subsidiary operations that helps in maintaining a high performing workforce that is committed towards achieving a higher purpose.
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