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In the setting of worldwide hotel brands, HRM evolution has been critical in shifting from a role merely providing added assistance to one of strategic provision. This paper discusses workforce planning, recruitment, and selection procedures alongside the changing roles of HRM that influence strategic development within the well-known Hyatt Hotel Corporation which has evolved significantly in its years, moving from an administrative position to a partner role with organizations (Fida Ragheb Hassanein and Hale Özgit, 2022). HRM is traditionally linked with routine functions, such as payroll operations and compliance. However, as a result of the understanding that human capital is critical for achieving organizational objectives, HRM has evolved into diverse functions such as talent management; employee engagement, and organizational development. This evolution is crucial to global hotel brands’ strategic development, such as Hyatt because HR departments have great strategic importance. HRM is more than just limited to the traditional scope where human resources match with goals of the organization as a whole (Mohd et al., 2023). This involves not only attracting and retaining the best talent but also building a working environment that embodies the mission of an organization. Hyatt considers such HR operations strategic because employees should not be just a part of the organization but also one of its crucial elements in accomplishing success. This strategic alignment is evident from the planning, hiring, and selection process. Hyatt’s HR planning strategy under the strategic heading is a careful approach regarding the prediction of supply and demand for employees (Syed Usman Qadri et al., 2022). Using the advancing technology, changing guest preferences, and global market trends as a perspective, thus being proactive through assessment of the current talent pool in consideration of future needs. The anticipation and adaptability of Hyatt allow it to align its workforce with the evolving requirements for hospitality, providing this company an advantage in terms of innovative planning. The third aspect of goal-setting and strategic thinking is defining concrete organizational goals tightly related to the HR objectives. To measure how HR policies influence the overall business strategy, KPIs (key performance indicators) are designed to quantify their effects. This strategic alignment ensures that the HR initiatives are not just inwardly focused but also help significantly to achieve broader organizational goals. If we look at Hyatt, this is a very clear demonstration of how recruitment and selection processes can act as the tactful engines that fuel companies. The organization uses innovative recruitment practices, seeking applicants through social media and digital channels to reach a large pool of candidates (Messalina, 2021). Hyatt is keen on promoting its employer brand to create an image as a company that cares about inclusiveness, diversity, and employee development. Hyatt’s selection process has gone beyond conventional interview techniques to utilize tests, role-playing, and competency-based assessments. For Hyatt, the cultural fit is considered highly important because it provides new personnel with an opportunity to share the same values and positive contributions towards a harmonious working environment. 
 
The company Hyatt Hotel Corporation stands as a perfect example of how hiring practices can deviate from tradition and become tactical engines that spur business growth. The organization has an innovative and creative outlook on talent acquisition where it uses digital platforms as well as social media relationships meant for a variety of potential candidates (Google Books, 2022). This innovative use of technology also helps to extend Hyatt’s recruitment activities while working towards the current demands of today. Aside from its innovative approaches to the hiring process, Hyatt frequently emphasizes their employer brand so that it stands out as a company committed fully to inclusivity diversity, and employee career progression (Journal of Human Resources in Hospitality & Tourism, 2023). By aligning the organization’s vision with that of potential hires, this deliberate branding is a powerful attraction for high-quality talent and assists in creating an open space where people feel free to learn more each time. Hyatt has a hiring process that is superior to the typical interviewing methods since it uses an extensive range of assessments for identifying the right candidates. This multidimensional approach involves tests, role-playing situations, and competency-based assessments as key components. By transcending the limits of conventional interviews, Hyatt ensures a comprehensive evaluation of the candidate’s skills, aptitudes, and potential value to the company (Hyatt and De Ciantis, n.d.). Along with identifying candidates who are qualified for the positions, this proactive selection strategy seeks individuals who embody Hyatt’s key values and can fit into its current culture. Hyatt’s hiring process is distinct because it prioritizes cultural fit. Realizing the importance of a congruent and warm working environment, Hyatt carefully considers ensuring that new employees have not only the necessary skills but are also sensible to its values (Ali, Jiang, and Ali, 2022). This attentive approach to cultural fit contributes to creating an environment that encourages cooperation, where people do not merely contribute – they are involved in reaching the shared goal and vision. 
 
HRM is a strategic operation in the realm of large hotel organizations such as Hyatt that transcends purely administrative functions. Thus, HRM proves to be a crucial driver that is closely connected to the process of human resources being united with broader organizational goals (Gupta, 2020). At the core of this strategic alignment is the need for retaining and recruiting high-quality talent while creating a workplace culture that serves as a foundation for the goals and values of the brand. Workforce planning is an important aspect by which HRM strategic support in the development of international hotel chains. This would require an active approach to evaluating the current labor market structure, determining future needs, and matching these with a rapidly changing industry. Hyatt’s workforce planning process is a robust one that factors in emerging technologies, changing guest demands, and global market trends (Bardukova, 2023). The resulting output is a flexible employee base that will both meet the present needs of the hospitality industry and grow with it as time progresses. Another essential strategic function of HRM is performance management, which presents a platform for assessing and improving individual as well group group-level contributions in the company. A vital part of the strategic roles played by HRM in global hotel brands is leadership development (Ioannis Rossidis, Dimitrios Belias, and Vasiliadis, 2021). More specifically, HRM plays an important role in identifying and nurturing future leaders as the hospitality industry relies on strong leadership for overcoming challenges to provide quality results. Hyatt’s strategic HR activities aim to pre-empt talent for the future generation of executives and ensure a strong leadership pipeline that can navigate through changing markets and complicated trends. Employee engagement is a crucial aspect of the strategic HRM toolset for major hotel chains such as Hyatt. Aside from being necessary to achieve high productivity, a motivated workforce also contributes to promoting the right office culture. 
International hotel brands that become successful are based on strategic human resources (HR) planning, which is a deliberate process moving through important stages (VanSchenkhof et al., 2021). Labor supply and demand forecasting is the core of this process. This detailed analysis includes reviewing the current skills of the workforce as well as predicting what talents will be needed in the future. This method is improved concerning international hotel brands, such as Hyatt by considering additional factors including current market trends, economic scenarios, and technology innovation in the industry (Eddy Soria Leyva and Dayana Parra Parra, 2021). To ensure that the organization’s human capital is first ready and also strategically placed for future success, it becomes necessary to link organizational strategy with workforce needs. From the phase of forecasting in the strategic HR planning process, goal setting and Strategic Planning comes to center stage (Accounting Forum, 2021). Hyatt, representing a global hotel brand, is exactly the case when it has to define certain organizational goals and establish a seamless link between them with HR targets. Thus, it involves defining SMART goals in addition to general objectives. Additionally, the introduction of key performance indicators (KPIs) makes it essential for measuring HR’s contribution to achieving strategic goals (Андрій Карпенко, Karpenko and Oleksandr Shudrik, 2020). This provides for a coordinated approach to achieving organizational performance because HR initiatives are interwoven in the fabric of business strategy The final phase of program implementation and evaluation marks the completion of the strategic HR planning process The implementation of HR programs and initiatives, should be a dynamic response to the identified needs for global hotel brands like Hyatt. This would involve initiatives such as employee skill development programs or attempts to foster diversity and inclusion in the workplace.  
The recruitment and selection processes are crucial aspects of HRM with strategic implications for global hotel chains. The recruitment process is a broad group of actions designed to discover, attract, and finally hire applicants who conform to the requirements and objectives of the organization (Elena Vladimirovna Bokareva and Elena Vladimirovna Yudina, 2020). This demands an active approach that goes beyond traditional methods for worldwide hotel chains such as Hyatt, using social media and digital platforms to interact with many prospective employees. However, filling the positions is not enough; to promote a brand’s values and its mission it is important as well to choose carefully candidates that share these elements. The selection process is also important; it is the most meticulous part where candidates with suitable qualities for particular posts in the organization are found (Sujová et al., 2021). In the context of global hotel brands, it states further than standard interviews. Hyatt is one of the companies that will conduct competency-based evaluations, simulations, and assessments on their hiring process. This holistic approach ensures that candidates not only meet the standards but also have the skills required to succeed in a vibrant and client-oriented hospitality environment. Thus, these hotel brands might ensure the availability of a workforce capable not only of addressing urgent needs but also of contributing to sustained strategic success by strategically linking recruitment and selection with organizational goals. 
 
Recruitment and selection are important HRM elements that directly impact global hotel brands’ strategic objectives in several aspects. Within this scope, the process of recruitment can be seen in terms finding people who coincide with an applicant to meet the business objectives and vision. At the same time, during this procedure of selection process it is adopted a very important role in order to select individuals who are suitable for specific positions within an internal firm framework. The ambiguous link between selection and recruitment reveals that it is possible to find employees with strategic paths matching a global hotel brand (Úbeda‐García et al., 2021). One example of this is the Hyatt Hotel Corporation, which serves as a principal case study to demonstrate how HRM affects strategic development before recruitment and selection measures take place. In terms of workforce planning, Hyatt actively monitors its current labour pool against future needs. This progressive approach extends beyond internal assessments to evaluate emerging technologies, altering guest preferences and global market trends. Hyatt ensures that the staffs are well equipped to face changing customer requirements and how best they can accommodate industry shifts through aligning them with times of change in hospitality market (Bardukova, 2023). Hyatt’s recruitment campaigns further demonstrate Hyatt’s commitment to strategic HR practices. The organisation has in place innovative methods of recruitment and attracts potential candidates via social media and the digital domain. Hyatt makes many efforts to promote its employer brand, which reflects its dedication to diversity, inclusivity and employee development—thus offering an attractive tale for top talent (Messalina, 2021). In addition to the right skills, this strategic move attracts candidates that will instil Hyatt’s values in the work environment and create a dynamic workplace characterized by diversity. Hyatt uses a selection method that differs from traditional practices by relying on competency-based evaluations, simulations and assessments. Hyatt stresses cultural matching in the hiring process to a much greater extent than technical competency assessment. This ensures that new employees not only have the necessary skills but also uphold Hyatt’s values, thereby fostering an environment of warmth and positivism. The strategy focus on cultural fit strengthens the brand's capacity to provide outstanding service in the cutthroat hospitality sector and fosters employee cohesion. 
In conclusion, HRM has developed from an administrative function to a strategic role. It is particularly relevant for the global hotels such as Hyatt. The HRM takes upon a transformative function so that it can play the strategic architect role, ensuring the alignment of human capital to broader strategic issues within an organization (Manoharan, Madera, and Singal, 2021). In this respect, the case of Hyatt offers an illustrative example that demonstrates the prominent role played by strategic HR practices in contributing to building and sustaining an international brand name for the hotel industry which is one very competitive market. Despite all initial obstacles, the careful planning of recruiting and selecting procedures by Hyatt HRM transforms into a proactive force that alters its talent base by continuously changing market requirements. Hyatt’s initiatives targeted at attracting and retaining the best talent show that this company takes strategic HR practices seriously, which also contributes to providing a working atmosphere reflective of its purpose and values (Mahmoud Alreahi et al., 2022). In keeping global hotel brands grounded on ever-evolving challenges, HRM has a significant role to play through strategic development. Instead of having a reactive role, HRM is more proactive about reshaping the workforce so it to be ready for new challenges and trends that arise. In this respect, HRM becomes a crucial companion in guiding the path of international brands immensely instilling their continued success and responsiveness. 
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