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Essay: Discuss how the evolution of Human Resources Management (HRM) facilitates the strategic development of an international hotel brand through workforce planning, recruitment, and selection.
Introduction
The UK hospitality industry can be defined as a substantial sector of the UK contributing to the overall country’s economy by facilitating hotels, restaurants, bars, catering, and pub services. This industry facilitates fast-paced growth, reflected through its economic output of £71.3 billion in 2023 being the third biggest employer in the UK with the contribution of 3.5 million jobs in 2022. Over time, it has contributed over £93 billion of gross value and £121 billion of indirect value-added contribution to the UK economy. Marneros et al. (2020) have found employees to be the critical success factor to this industry’s success being the backbone of hospitality management and complying with the firm’s operational excellence to maintain its long-term reputation in the global hospitality industry. This reflects the inimitable significance of human resource management in the UK regarding hiring, training, and developmental excellence to mitigate the best practices standards of the industry. Further, Kloutsiniotis and Mihail (2020) have found the vivid role of employee engagement and job satisfaction in ensuring quality service provisions for the client bases which requires potential hiring and employee development strategies on the Human Resource professionals’ ends. In this context, understanding the role and impact of HR professionals in the UK hospitality industry is significant. Therefore, this study aims to justify Human Resource Management’s (HRM) facilitation of the strategic development of an international hotel brand through sound workforce planning, recruitment, and selection processes in the UK.
Discussions
For this essay, Mariott, an international hotel brand, has been selected with a specific focus on London Mariott Hotel County Hall. Marriott International has secured a potential market cap of £62.24 billion by being the 274th most valuable company with an estimated 7.4% market share of the total industry revenue (IBIS World, 2024). The London Mariott Hotel County Hall provides a high-end luxurious staycation experience as a 5-star rated hotel that reflects quintessentially British Spirit and operates as the Green Key hotel with lower carbon and water footprints (Marriott, 2024). However, to maintain the operational and financial sustainability of the firm, a potential degree of HRM involvement is mandated regarding the recruitment of the best talent and the provision of the training and development process to cater to the ever-changing needs of domestic and international clients. 
The evolutionary legacy of human resource management in the UK hospitality context is highly significant since it has shaped effective talent management and workforce empowerment practices to ensure sustainable productivity outcomes in the industry. The concept of HRM evolved out of the context of personnel management where the prime concern was to perform administrative responsibilities to define organizational success regarding record keeping, payroll management, and maintenance of employee benefits (Horn, 2009). The foundation of the HRM paradigm was essentially based on four stages including Welfare and administration (1900-1940), Welfare administration, staffing, and training (1940s to 1970s), (HRM), and Strategic HRM (mid-1970s to late 1990s), and SHRM until present (Armstrong, 2014). The first phase of HRM dealt with establishing the HRM profession as the mitigation of fundamental organizational functioning by line managers and supervisors in a fragmented way. The second phase reflected the commencement of a specialist approach to personal management where the core HRM theories started to evolve including the concepts of behavioral science and the resurgence of unionism (Gallagher,2022). The third phase has dealt with the excellence and total quality management theories that ensured the transition to HRM from the personnel management concept by providing strategic focus to the overall organizational developments. This phase further determined the involvement of employee legislation and strategic approaches to HRM policies (Torrington et al., 2014). The final phase has shown the changing trends of human resource managers where increased attention is paid to the international HRM models to ensure the specialization of efficient value management. Further, strategic partnering and structural architecture have ensured organizational success by emancipating the role of talent management, knowledge management, and overall performance management of the firms (Johnston and Clark, 2005). This has deciphered the best possible way of employee management by aligning their personal goals to the unified organizational objectives and providing them with high job satisfaction levels and increased workplace engagement. However, in the hospitality industry, Ghani et al. (2022) have found considerable skill shortages in the hospitality industry where inventive retention strategies by HR professionals can fuel its growth and productivity in the long run. Therefore, HRM plays a vital role in the performance development of the hospitality industry of the UK. 
The performance of the HRM in the hospitality industry is determined by the six core strategic executions or functions that help optimize the hospitality firm’s performance. First, recruitment and selection help streamline the recruitment process to enrich the selection of the most prospective applicants (Marchington et al., 2016). As a core functional activity, it helps HR professionals to effectively track applicants, testing their capability, and simplifying the recruitment process. Secondly, employee relations help the firms strengthen the employer-employee relationships that can mitigate future intra-organizational conflicts with the correct application of labor and employment regulations to the industry (CIPD, 2022). Third, the strategic orientation of the HR professionals towards the provision of employee compensation and benefits ensures the level of employee engagement, job satisfaction levels, and motivation levels. Fourth, HR professionals also help improve workplace productivity through sound cultivation of cultural diversity, inclusivity, and teamwork aptitude, which foster workplace collaborations and employee motivation to enrich organizational performance (CIPD, 2023). Fifth, workplace safety is another significant strategic role of HR professionals since they need to log workplace injuries and fatalities and understand workplace safety regulations by monitoring the use of complex machinery. Further, the HR professional's strategic role is to create a skilled and adaptable workforce to navigate through complex workplace situations (The Institute of Customer Service, 2019). With the training and developmental initiatives, HR professionals can help enrich the employees’ key skills and the hotel’s competitiveness in the marketplace. Finally, HR professionals potentially contribute to the strategic function of organizational planning and development to ensure the future growth of the hospitality industry through effective change management, succession, and market expansion planning through mergers and acquisitions (Inman et al., 2014).
The role of the strategic HR planning process in the hospitality industry context is vivid since it can reflect the forecast of the organizational future with the effective use of multiple workplace strategies. On the one hand, it helps analyze the current workplace issues, and on the other, it helps fulfill the strategic objectives of the industry with high-end precision and long-term impacts (Friedman Andrew, 2012). Forecasting labor demand and supply is considered one of the prime roles of HR professionals regarding the need assessments of the future hospitality workplace. It helps predict the demand and supply of the number and types of employees based on their skills and expertise in catering to the unified hospitality objectives of the firm (Wilson et al., 2020). Several techniques to forecast the labor demands and supply in the hospitality workplace include Trend and Regression analysis. Trend analysis is one of the most promising HRM techniques to forecast labor demand and supply in hospitality firms due to the capability of analyzing historical and present data to understand the changing labor supply and demand trends (Pelit and Katircioglu, 2022). Regression analysis, on the other hand, operates as a statistical method that profoundly utilizes the variables including economic indicators, and demographic and industry-oriented factors to effectively forecast the labor demand and supply in the hospitality workplace (Tan and Despotis, 2021). 
Goal setting and strategic planning are considered the critical plan of action that hospitality HR professionals craft to establish a clear vision and valuable structure for the employees to perform more effectively. Since goals are defined as keys to employee engagement and motivation, HR professionals need to focus on employee compensation and professional development goals to fuel the growth and inimitable productivity of the hospitality firm (Rossidis et al., 2021). Further, strategic planning is significant for hospitality HRM since it can help them assess the talent gaps and workplace needs. Through strategic planning, HR professionals can also help foster change management and succession planning for the hospitality firm by strategically lowering employees’ change resistance power (Davis, 2020).
 For HR professionals further, the program implementation and evaluation are highly significant for any strategic initiatives for performance growth of the hospitality industry. The process of strategically implementing the programs includes six key steps. These are employees’ alignment with the business needs, planning and measurement of the program, maintenance of stakeholder communication, promoting collaboration, creating successful program measures, and assessing its impact thoroughly on the workplace (Kloutsiniotis and Mihail, 2020). Effective implementation and monitoring of hospitality programs can also benefit the firm with potential brand reputation management by opening up the scope for more successful CSR strategies (Franzoni et al., 2021). Thus, the strategic HR planning process can help ensure effective and long-term sustainable service delivery by the hospitality firm in the UK. 
The hospitality industry in the UK follows a sustainable recruitment and selection procedure that reflects the critical importance of the human resource department in the firms. Franzoni et al. (2021) have shown the inimitable significance of the HR department in the hospitality industry to facilitate growth with the most effective talent recruitment and retention strategies. Therefore, London Mariott Hotel County Hall’s recruitment and selection strategies are significant for understanding the changing role of Strategic HRM in the hotel. For London Mariott Hotel County Hall, the recruitment and selection procedure encompasses seven core stages from planning the recruitment process to ensuring its appropriate execution. First, in the pre-recruitment planning, the need assessment is done by the hotel’s HR department by performing a gap analysis to determine the position-oriented expectations and requirements (Réau, 2023). In this stage, the flexibility of the job role is determined according to its specifications including the size of the firm compensation structure, growth trends, number of vacancies, and the present state of the employment market. Secondly, a substantial and specified job description is crafted to ensure the candidates’ awareness and consequent engagement. This stage ensures the completion of a checklist including Marriott’s details, the roles and responsibilities, salary structure, and the specific briefing of the job role regarding skills, qualities, and experiences (Taylor, 2021). The third stage deals with the search for talent to attract the most suitable candidates to the specified job role. In this stage, Marriott group HR professionals tend to search the web to ensure access to diverse social media platforms, diverse job portals and paid recruitment sites. Using the social media recruitment process, mostly GenZ can be attracted to diverse job opportunities whereas through job boards, Mariott can share job-oriented information to ensure a better reach (Walmsley et al., 2020). Apart from this, employee referrals and in-house recruiting can be the strategies of Mariott’s HR professionals in ensuring the best effective talent acquisition. In the fourth stage, all the applications get screened by the HR departments of Mariott with the assistance of Taleo, a cloud-based Application tracking system. In the fifth stage, the screened candidates are called up for an interview to ensure the potential completion of the recruitment life-cycle based on the candidates’ demonstration of enthusiasm, adaptability, and willingness to gain learning insights (Nazarian et al., 2022). It consequently leads to the sixth stage of hiring the most ideal and prospective candidates where they are offered with the appointment letter on Mariott’s front that includes salary package, scheduling, and working hours. Further, the employees are onboarded to the hotel through a structured onboarding procedure that reflects employee empowerment, consistent support from the leaders, and sound leadership from the first day of involvement (Ghani et al., 2022). Thus, Mariott can ensure a sound facilitation of their growth and developmental consistencies through potential HR planning, recruitment, and the selection process at large. 
Conclusion
This essay aims to disclose the importance of strategic HRM in the chosen hotel brand Marriott and the way it ensures long-term development through HR planning, recruitment, and selection procedures. It has thoroughly reflected the significance of Human Resource Management in the Hospitality industry by tracing back to its evolutionary phase and considering the London Mariott Hotel County Hall as an international brand hotel. Further, it has highlighted the core HR functions of the UK Hospitality industry by including talent acquisition, performance management, and strategic planning and development of Marriott. Further, this essay has depicted the seven-staged Planning and recruitment process of Mariott by ascertaining the relevant contribution of every stage to the overall development of the hotel. Therefore, the changing roles of the HRM can effectively help the London Mariott Hotel County Hall to ensure sustainable HR planning of recruitment and selection processes to gain the best talents. 
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