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Personnel Resourcing and Development

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


The progress in HRM has dramatically impacted the strategic development of international hotel brands. The essay explores the HRM's strategic role in the global hotel brand's growth through the workforce planning, recruitment, and selection processes, with particular attention on Wyndham Hotels & Resorts (Gehrels., 2019). Before going into the strategic functions of HRM, it is vital to clearly understand the meaning of the key terms, which are workforce planning, recruitment, and selection. The history of human resources management (HRM) has been one of a series of changes resulting from the transformations of organizational paradigms, societal norms, and technological advancements. At first, HRM was mainly a function of administration, concentrating on payroll, record-keeping, and complying with labor rules as quoted by Prathima et al. (2019). Nevertheless, as the businesses came to the fact that human capital is a critical factor in a company's success, HRM underwent a transformation to become a strategic partner in the organization's development. 
The most crucial change in HRM has been its conversion from reactive to proactive. In the past, HR departments acted reactively, responded to the current staffing demand, and solved the issues as they appeared. Nevertheless, as organizations started to see the strategic value of workforce planning, HRM gradually took a proactive approach, foresaw future talent needs, and aligned them with business objectives. Thus, the forward-looking HRM was able to be a more critical part of the organizational goals, bringing the organization's success and sustainability over the long term. The change of HRM from reactive to proactive implies a fundamental shift in the HR department's role and strategic contribution within the organization. Generally, the HR departments mainly concentrated on pressing issues like filling vacant posts or settling the employee's complaints that occurred in such matters (Hassanein & Özgit., 2022). This passive method often results in difficulties in long-term workforce planning and the HR's restricted capability to achieve broader organizational goals more effectively. Although the human resources department was seen as a low priority at the start of the companies, as the businesses began to realize the strategic importance of human capital in achieving business success, HRM underwent a significant change. This change was because the master planning of the workforce, as well as the goal setting, was received by the companies as crucial for the match of the talent strategy with the main business goals. Through the foresight of future talent requirements, HRM can devise the situation and find the plates and the brainwaves (Ererdi et al., 2022) to establish and execute the initiatives to train and obtain the required talents to boost organizational growth and competitiveness. Workforce planning is a proactive process that includes several main ingredients. By performing strategic workforce analysis, HRM analyses demographic trends, industry dynamics, and technological changes to predict future talent needs. Humans can identify the external factors that affect the Labor market, foresee skill demands that may change in the future, and, accordingly, make the necessary changes in recruitment and development strategies. Besides, proactive workforce planning is basically about synchronizing HR strategies with the general organizational objectives. HR departments work with the senior management and the business units to get information about the company's strategic direction and then turn it into workforce plans (Greer., 2021). The HR policies agree with the business goals, which support the business objectives, for example, entering new markets, diversifying the product line, and improving the efficiency of the operations. Finally, workforce planning is done beforehand so the HRM can take a talent management approach that concentrates on developing and retaining central employees (Chakraborty & Biswas., 2020). 
Besides, the HRM development process has been marked by the rise of talent management and employee involvement (Pandita & Ray., 2018). Until now, HRM has concentrated mainly on recruitment and selection processes and has had very few retention and talent development activities. Nevertheless, the HRM started to change its strategy and focus on attracting, developing, and retaining top-performing employees, making the competition for top talent more intense and the employee expectations more evolved. Thus, the focus on talent management results in organizational competitiveness, and at the same time, a culture of continuous learning and innovation is also developed. Besides, technological development has been the main reason for the changes in the HRM that we now know (Piwowar-Sulej., 2021). Human resource information systems (HRIS), data analytics, and artificial intelligence are the reasons for the conversion of HR practices to new practices that are more efficient, and data driven. As HRM has integrated technology into its functioning, the systems have become more efficient, the recruitment outcomes have improved (Kambur & Yildirim., 2023), and the employee experience has been enhanced. Besides, digital platforms have made it possible for organizations to hire global talent and work from home according to the changes in the workforce. 
HRM has moved from an administrative function to a strategic partner in organizational development, especially in international hotels like Wyndham Hotels & Resorts. Thus, the whole team works towards a common goal, and the organization succeeds. The change of HRM from an administrative function to a strategic partner for international hotel brands such as Wyndham Hotels & Resorts shows the significant change in HR in the organizations (Manhas & Jain., 2022). In the past, the HR departments mainly dealt with administrative tasks like payroll processing, compliance, and personnel record-keeping. Nonetheless, although businesses started to admit the importance of human capital in the organization's growth, the HRM became a partner in the organization's development. The most essential part of this process is that HR is already and will be proactive in its actions to align the business strategies. Rather than just responding to the needs that arise, like filling job positions or settling employee complaints, HR departments of international hotels like Wyndham now participate in the strategic planning processes that connect the HR activities with the main organizational objectives (Putra et al., 2023). With this policy of being ahead of the curve, the HR department can spot future challenges and opportunities and, at the same time, create initiatives that will support the long-term business objectives. 
For instance, HR in Wyndham Hotels & Resorts may work closely with senior leadership and business unit managers to spot new trends in the hospitality industry and predict changes in guest preferences or market dynamics (Gajjar & Okumus., 2018). The study shows that HR can create talent acquisition strategies to ensure the organization possesses the required mix of skills and competencies to fulfill changing customer demands. Besides, HRM's strategic partnership role is not limited to talent acquisition but also constitutes talent development, employee engagement, and organizational culture. Through HR strategies that align with the business objectives, HR departments can form training and development programs that develop employees' skills and abilities, resulting in innovation and operational excellence in the organization. Moreover, HR can design activities to create a positive work environment and programs that will engage the employees more (Li et al., 2018). Therefore, the retention of employees will be improved, and turnover costs will be reduced. 
Besides, HRM's strategic relationship with the organization is shown by its help with organizational change initiatives and strategic planning processes. For example, HR may assess the workforce scenario when Wyndham Hotels & Resorts carries out the expansion project or enters new markets. After all, HR can work with other functional areas to devise methods for attracting, training, and deploying talent based on the expansion aims. The strategic HR planning at Wyndham Hotels & Resorts is well-organized and deals with labor demand and supply forecasting (Widyasari et al., 2021). The main task of HR is to ensure that HR activities and programs are in line with the business goals. The process aims to provide the organization with the appropriate employees to facilitate its growth plans. This procedure is crucial for Wyndham to keep in the game in the fast-changing hospitality industry and quickly react to market changes. Wyndham's HR team conducts studies and assessments to predict future staffing requirements, including market trends, customer demands, and projected business growth. They evaluate the present workforce structure and the skills inventory to find out the possibilities of the gaps and the areas for development. By comprehending the forecasted labor demand changes, Wyndham will be able to plan the recruitment, training, and development initiatives in a way that will cater to future requirements. The HR team works with upper management to define clear goals and strategies for the company's expansion. The goals are those which are concerned with the new markets, the introduction of new hotel concepts, or even the improvement of operational efficiency. HR stitches its workforce planning activities into the strategic objectives of the organization. Thus, it ensures that the recruitment, development, and talent management initiatives work towards achieving the organization's long-term vision. The Wyndham HR team works closely with the business leaders to find the gaps in the talent pool when the company decides to expand to new markets or launch a new hotel concept (Leung et al., 2022). They evaluate the skills and competencies needed for success in these new ventures and then develop the recruitment strategy that will address them in a targeted way. This could be done by employing talented people from different sources, such as promotions from within, recruiting new personnel, and collaborating with educational institutions or industry associations. For instance, if Wyndham extends its presence in a particular region, such as Asia-Pacific, it is called geographic expansion. Thus, in that case, HR may liaise with the regional business leaders to find out which local people can speak the local language (Wan., 2019), have a good knowledge of the culture, and are good at hospitality.
How Wyndham deals with HRM proves that it is really into the HRM and HR strategy that aligns with the company's business objectives (Manoharan et al., 2021). The company foresees future talent needs by carrying out detailed workforce planning and recognizing the growth and development areas. Through data-driven insights and teamwork with the business leaders, Wyndham can make sound decisions about acquiring and using talents, thus positioning itself to expand into new markets and businesses. Recruitment is the doorway that leads to qualified people who are masters of the needed skills and knowledge and have the same values and ethics as the Wyndham brand. The company's focus on the cultural fit and alignment of the new hires to the organizational culture guarantees that the new hires will be able to fit in well into the company where they will be working and, thus, will form a robust and high-performing workforce. Besides, Wyndham's specific hiring strategies, such as talent sourcing and employer branding activities, prove to be its advantage since they make it the employer of choice, and thus, the company is better at attracting the right talent for its needs. The Wyndham selection process is thorough and precise. It is intended to detect people who are not only the perfect match for the organization's current demands but also those who can become successful in the future, and hence, they can be the organization's future leaders. Using well-structured and competency-based interviews (Dusch et al., 2018), Wyndham can tell whether a candidate is good at what he is doing if he has the behaviour that a business wants and is compatible with the corporate culture.
The strategic tying up of the HRM functions within Wyndham Hotels & Resorts shows the vital position that human capital has in the growth and stability of the organization. Through encouraging innovation, collaboration, and excellence, Wyndham creates a future workforce that will succeed in the ever-changing industry landscape and become a leader in the global hospitality sector (Gilbert & Hood., 2020). Wyndham has kept its people and strategic HRM practices going and, hence, has developed the best chance for success, taking up emerging opportunities and coping with challenges with confidence and resilience. 
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