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[bookmark: _Toc166266890]Introduction
HRM development is crucial for the long-term success of international hotel companies. HRM used to be about managing personnel, but as these firms expanded globally, it became a strategic partner. This essay examines how HRM has helped foreign hotel companies strategically grow by planning, hiring, and selecting personnel. HRM duties are crucial for aligning human capital objectives with corporate goals. The company becomes more competitive and efficient.Human resources management is used to hire, train, and retain employees. Over time, HRM has expanded beyond workplace issues. By keeping employees competent, motivated, and committed to the company's goals, it delivers strategic value. Strategic development implies creating and implementing long-term growth initiatives to increase brand visibility and revenue. Workforce planning predicts what workers will need to accomplish their jobs well in the future to help the firm succeed. The recruiting and selection process is crucial for employing people whose talents and values match the company's aims and culture.This essay will demonstrate that HRM has helped big hotel brands like Marriott International achieve its strategic goals by ensuring that the appropriate people are in the right locations at the right moments to advance that goals. The session will explain how HRM practices have evolved to achieve these goals and impact hospitality firms' operational and strategic performance.
Main Part
History of HRM and its evolution:HRM in the hotel industry has altered over time, reflecting bigger changes in human capital management. HRM initially focused on administrative activities including salary, compliance, and personnel management in the traditional fashion. This job dealt with problems as they arose and concentrated on personnel management without a big picture.More strategic thinking was needed as businesses grew and markets became more competitive. This was especially true in fast-paced foreign hotel operations. The transition began with strategic HRM. HRM became vital for setting and accomplishing corporate goals. This change emphasised aligning HR strategies with business goals. Proactive workforce planning, talent management, and staff retention tactics were used to enhance productivity and company loyalty (Gallagher, 2016).

Transition from administrative to strategic partners

HRM has evolved from an administrative responsibility to a strategic partner. This trend has made HR departments crucial in worldwide hotel brand strategic planning meetings. They now influence company future decisions. The HRM job now includes Strategic Alignment: Ensuring HR tools, processes, and policies support organisational goals. HR leaders collaborate with other officials to maximise human resources and boost brand competitiveness. Smart talent management: hiring and retaining top talent. This encompasses company branding, employee value propositions, and entire benefit packages geared to a diversified global workforce.Cultural Ambassador: Creating a company culture that reflects brand values worldwide while respecting cultural diversity. This is crucial in the hotel industry, as employee treatment directly impacts client satisfaction.Change Agent: Oversees change procedures to maintain the organisation adaptable to new ideas and market changes. Training and development initiatives ensure that employees can use the latest customer service and hospitality technologies. Data-driven decisions: leveraging HR analytics to understand workforce trends, predict future skills, and evaluate HR projects. This data-driven strategy helps people make strategic decisions.In summary, hotel HRM has evolved from a support function to a strategic position. Today's overseas hotel chain HR experts are strategic partners that help the firm grow and compete. To respond to the changing global market, human capital management and growth must be upgraded.This section prepares for HR topics like workforce planning, hiring, and selection. It does this by highlighting how strategic these duties are for worldwide hotel companies' aims.

HR functions affect strategy.HR's role in long-term company goalsHRM is crucial for ensuring that a company's employees' abilities fit its strategic aims. This is especially true in international hotels. Some crucial HR tasks unite everyone:
 (Canale and Swain, 1980).

 Human Resources (HR) uses data analytics to predict future workforce needs based on market trends, corporate growth, and annual changes. This helps the hotel ensure it has enough staff with the correct abilities at the right times to maintain great service levels. Performance Management Systems: HR sets up and monitors performance management systems to align employee goals with hotel company goals. This synchronicity motivates employees to work hard to achieve critical achievements that develop the firm and satisfy customers.Learning and Development: Strategic HR should invest in employee development to suit current and future needs. This involves training on new technology, good customer service, and developing future managers' leadership qualities. This ensures a skilled, ready-to-fight workforce.

How HR influences company strategy:HR's role in hospitality's business strategy is twofold:

Strategy Advisor: HR leaders participate in strategy conversations and bring workforce skills, morale, and growth needs to make realistic strategic goals. They ensure that the human capital strategy addresses current needs and anticipates future challenges and opportunities (Maheshkar and Sharma, 2018).

 Cultural Steward: HR is crucial to aligning the business culture with the brand's values. This includes defining clear behaviour standards, modelling leadership, and creating an environment that fosters innovation, customer service, and morality.

Strategic HR Planning Process

Strategic HR planning ensures staff are ready for the company's future needs. This usually happens:
 (Armstrong and Taylor, 2020).



Worker supply and demand prediction:HR determines how many and what kind of employees the hotel brand needs to succeed. This includes considering growth, new services, and other strategic projects that may effect staffing. Supply Forecasting: This involves analysing the current workforce and estimating how many people will be available in the future, both internally (through promotions and transfers) and externally (Murton, Inman, and O’Sullivan, 2010).

Goal-setting and planning activities:Strategic HR Objectives: Based on predictions, HR establishes targets to ensure a qualified and sufficient team. These goals align with corporate goals like entering new markets, opening hotels, or increasing services.HR goals are integrated into corporate strategy. This ensures human capital needs are considered throughout the organization's strategy.

Programme implementation and evaluation:HR programmes help the organisation achieve its strategic goals. These could be recruitment, training, or job-hopping methods.Evaluation and Feedback: Regularly assessing these methods is crucial. HR uses employee feedback and metrics to evaluate programmes and make improvements. This could involve reviewing employment tactics, employee engagement initiatives, or retention strategies based on strategic goals.HR plans for needs, sets goals, implements programmes, and evaluates performance to ensure the company's personnel assist it achieve its strategic goals. This strategy simplifies company management and boosts worldwide competitiveness for international hotel brands (Maheshkar and Sharma, 2018).

Marriott International: Case Study:Marriott International, one of the world's largest hotel chains, shows how HRM integration into strategic development may boost growth and global competitiveness. Marriott's HR practices are tailored to its global operations.

Including HRM in strategy formulation:Marriott International's strategic growth plan relies on HR. The company's HR strategy supports its business goals of becoming global, improving guest experiences, and streamlining operations.Marriott uses strategic workforce planning to anticipate how many front-line, middle-management, and upper-management positions will be needed at different hotel levels. This planning considers current operations and future growth. Marriott examines the local job market before opening a new hotel in a new market to determine whether they can hire locals or move their current employees.Marriott emphasises cultural integration and diversity because its companies are global. Marriott HRM ensures that employees understand and follow the company's service culture and values. This protects the brand's reputation in various markets (Abramson and Moran, 2018).

Person selection and hiring:Marriott's hiring strategy uses traditional and digital ways to identify brilliant people worldwide. To do this, they must use social media, organise international career fairs, and communicate with prospects on advanced career websites. Marriott also hires college graduates to grow internally (Nedelko, Z. and Brzozowski, M. (eds), 2020).



Marriott's standards for hiring everyone aim to create a diverse workforce that reflects the communities it serves worldwide. This includes projects that hire veterans, disabled persons, and people of many races and cultures (Deresky, 2017).

HR planning ahead: Leadership Development Programmes: Marriott's "Marriott Management Philosophy," which provides experiences, mentoring, and feedback to employees, helps leaders grow. This training prepares people for higher-level company positions. It also ensures the company's leadership pipeline matches its expansion ambitions.Marriott's strategic goals are tied to its performance management strategy. Regular performance reviews ensure employee and business goals are aligned. This approach determines which sectors need training and which have strong performers who could become leaders (Deresky, 2017).

Programme implementation and evaluation:Engaging and retaining people: Marriott's HR department offers competitive compensation, benefits, recognition programmes, and career advancement opportunities to keep and engage staff. Regular testing determines how well these programmes keep staff pleased and reduce dropout rates. Training and Development: Marriott's HR plan prioritises learning. The corporation invests heavily in job-related training initiatives. Learn how to lead, handle customers, and streamline operations.Marriott increases service and operational efficiency and prepares for the fast-paced hospitality sector by implementing these HR practices in its strategic planning. Marriott's case study shows how a good HR strategy can help a global hotel chain succeed (Bachman and Palmer, 1996).

Business growth and development effects:Human resources management (HRM) helps foreign hotel groups like Marriott flourish. HRM supports business goals and boosts competitiveness by managing labour planning, recruiting, and selection (Christiansen, Branch, and Karmowska, 2020).

Examples of HR successes that grew businesses

1. Higher customer satisfaction and loyalty: Marriott's HR policies, especially customer service training, support its dedication to exceptional service. Well-trained staff provide superior service, which increases visitor satisfaction and repeat business, which is crucial in the hotel industry.

2. Readiness for Growth and Scalability: Marriott hires the proper people to open and run additional hotels in new markets. Smart workforce planning does this. Sending skilled people anywhere in the world makes opening new properties easier and speeds up their stabilisation, which boosts profits (Hampden-Turner and Trompenaars, 2020).

3. Marriott's leadership development and continuous learning programmes encourage staff to innovate and improve. In a competitive market, adaptability is crucial. It helps Marriott improve its offerings and remain ahead of industry trends.

How smart recruiting and selection help organisations succeed and compete:

1. Hiring and retaining top personnel: Marriott's global talent acquisition plan recruits top people worldwide. Marriott needs high operational standards and new services to compete in the premium hotel industry. This is possible by hiring great performers. Effective hiring and selection ensures that personnel and the company's culture match, which helps retain them. This reduces turnover and costs.

2.Building an Inclusive and Diverse Workforce: Marriott's hiring methods increase visibility and market understanding, which helps overseas business growth. Marriott can offer a wide spectrum of consumers and establish an open and welcoming brand because its varied workforce brings new ideas and perspectives (Canale and Swain, 1980).

3. Strategic Business Goals: The correct hiring procedure aligns Marriott's workers with strategic goals. In this digital age, hiring tech-savvy workers helps Marriott boost mobile check-ins and customised visitor experiences. Its strategic goal is to use more digital tools in operations.

4. Cost-Effectiveness and Profitability: Strategic HR planning and hiring procedures reduce hiring blunders and employee loss, cutting costs. Investing in the right people early ensures resource efficiency, which boosts profits (Abramson and Moran, 2018).

Foreign hotel companies must understand Generation X and Millennial (Generation Y) values and work preferences to optimise human resource management. Generation X promotes independence and work-life balance. They want stable work with some flexibility. Tech-savvy millennials want meaningful work that aligns with their values. They appreciate working in collaborative environments with constant feedback. International hotel chains can better hire, retain, and align their employees with the company's goals by adapting their HR strategies to each generation, such as giving Gen X flexible work hours and Millennials digital tools and a sense of corporate responsibility. This provides them a worldwide hospitality advantage (Pedersen, 2004). 

Conclusion:
HRM has evolved from basic people management to a strategic approach that aligns planning, hiring, and selecting individuals with the organization's strategic goals during the previous few decades. The strategic importance of HR services at Marriott International was examined to determine this change. We used advanced workforce analytics, performance management tools, and leadership development programmes to align these functions with the company's strategic goals. These measures will help Marriott address current business needs and prepare for future difficulties and development. A Marriott International case study highlighted HR planning, hiring, and selection methods that help the company expand strategically. It demonstrated how Marriott's worldwide talent acquisition and inclusive recruiting practices improve operations and foster creativity and diversity. 
This essay shows that HRM improvements have helped Marriott International's strategy develop. HRM's transformation from administrative to strategic partner has helped Marriott expand internationally, improve guest experiences, and streamline operations. HRM's role in planning, hiring, and selecting the right people has supported and advanced the brand's strategic goals, supporting the premise that HRM evolution has a major impact on worldwide hotel companies' strategic success.
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