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[bookmark: _Toc155971219]Introduction
Marriott International hotels over 131 countries including thirty brands. This organisation has a robust and adaptive HRM strategy to attract and retain a diverse workforce from the industry.  From its inception, this organisation has gone through a revolution and so its human resource practices have also been changed. The organisation is practising strategic HRM to gain competitive advantages and promote inclusivity within the workforce strategies.  This assignment will give a brief overview of an international hotel brand Marriott International Hotel.  It will discuss the evolution of HRM of this organisation by dividing those into different phases.  The strategic role of HR functions of this organisation is important and this will also be discussed.  There are different strategic HR planning processes and Marriott international hotel practices in forecasting labour demand and supply, making strategic planning and implementation of different strategies. This organisation also follows different recruitment stages and selection processes which will also be discussed in this essay.


[bookmark: _Toc155971220]Overview of the Hotel
Marriott International is a hotel chain in the hospitality industry that has a diverse portfolio of over 30 brands and operates its business in over 131 countries.  The hotel was founded in 1927 and is a story of continuous revolution.  The spirit of innovation, openness to technological embracement, and evolving guest preferences have given this success and made it a global brand.  The organisation heavily invests in understanding local culture in different countries and offers services based on regional preferences (Catana and Toma., 2021).  The most valuable asset of this organisation is its people and the organisation has a sophisticated HRM strategy.  It works to attract, retain, and develop a talented workforce to ensure that the right skills are available in the right markets.  Its employee branding strategy attracts the top performance of the industry and this is how the organisation has cultivated a global mindset and cultural sensitivity in its environment.
[bookmark: _Toc155971221]The evolutionary trajectory of HRM at Marriott International
Marriott International is operating its business in over 131 countries and it has witnessed a fascinating evaluation of its HRM practices.  The evaluation can be differentiated into different phases and the remarkable transformation of these is provided below,
 Phase 1: Transactional Foundations: This phase continued from 1927 to 1980 where they focused on different administrative tasks like payroll, record keeping, and different basic compliance.  For the recruitment, they agree to treat the people who are local and reactive (Wickham et al., 2020). There was minimal job training and basic skills development training and the cultural focus was hierarchical. The decision-making process was a top-down decision-making process where employees could not engage.
 Phase 2: Embracing Evaluation: This phase was started in 1918 and continued till 2000 when Marriott International started to embrace the evolution of HRM.  They started to recognize the value of human capital as an asset for the organisation. So they invested in employee training and development for their employees.  They made a proper workforce planning to anticipate the future talent and their recruitment efforts were also expanded.  They incorporated different diversity and cultural fit considerations during their recruitment. Marriott International Hotel started a performance appraisal system at this time and this is how the organisation shifted towards a more participatory and empowering culture within this period.
Phase 3: Strategic HR: This is the recent key driver of human resource management which was started in 2000 and continued till now.  Human resource management has become a strategic partner for the success of the organisation which aligns with the organisation's overall business schools.  They started to make sophisticated workforce planning to predict the future skills requirements and Brand expansion plans (Alreahi et al., 2022).  Marriott International hotel started to make recruitment based on targeted sourcing, employee branding, and competency. All this helped to attract diverse and high-performance talent from the industry. The organisation started to make global leadership programs, and cross-cultural training to promote inclusivity in the organisation. In the decision-making process, there was a strong emphasis on the employees which boosted their loyalty and satisfaction with the organisation.
[bookmark: _Toc155971222]The strategic role of HR function in the Marriott International
Marriott International's human resource department is considered a strategic operation for success.  This strategy has helped the organisation to make global expansion in 131 countries.  The key functions of HR and their impact on Marriott's strategic goals are provided below,
The strategic human resource management of Marriott International Hotel emphasizes workforce planning and talent acquisition first while making a strategy for human resources.  They make different planning tools based on the market trends expansion plans and technological advancements (Even et al., 2023). All this had the organisation to ensure that the right skills were available at the right time. This also helps to prevent talent gaps and optimise the operational efficiency that increases organisations profitability and revenue.
The organisation uses different online platforms, employer branding campaigns, and cultural fit assessments to attract high-performing talent from all over the country or the world. This help to increase the diversity among the organisation and ensure that the skills and competencies that are needed for the organisation have been navigated from the diverse markets and can compete effectively within the industry.
For talent development and engagement, the organisation focuses on building global competency and employee engagement. The strategic HRM initiates different comprehensive training programs to cultivate leadership skills among the employees. They also give training based on cultural sensitivity and adaptability so that the employees can end up in various international markets easily. All these training and development activities empower the employees to manage cross-cultural teams effectively.  Employees of married international hotels are also able to deliver exceptional services to a global clientele (Pillai et al., 2022).  Normalisation is also concerned with employee well-being recognition and empowerment activities. This increases the intrinsic motivation of the employees and boosts loyalty and productivity. To provide exceptional customer services enhancing brand reputation and customer satisfaction it is important to make employee engagement in the decision-making process which will ultimately lead the organisation towards revenue and growth.
Human resource management is concerned with diversity and inclusion, compliance and risk management, change management, and transformation within the work environment.  To promote diversity and inclusion they focus on reflecting the global customer base and fostering innovation within the work culture. All this helps the organisation to develop new ideas, offer different markets, and stay ahead of the competition within the industry.  Through navigating risk the organisation can make compliance with diverse label laws and regulations which mitigates legal risk for the organisation.  By promoting ethical business practices. This organisation can develop a risk culture by minimising internal fraud and corruption.  Marriott International Hotel is also open to adapt to the evolving trends. That is why this organisation is implementing new technologies and streamlining the processes of HR.
[bookmark: _Toc155971223]Strategic HR planning process
Every successful organisation needs a meticulous and forward-thinking approach to human resources which helps the organisation to succeed in the industry. The strategic planning process has become a comprehensive process nowadays for ensuring the organisation's long-term success.  The key components of the strategic Asia planning process are provided below,
Forecasting labour demand and supply: The organisation analyzes market trends, industry forecasts, and economic conditions of the future talent needs and makes decisions or planning based on those (Wickham et al., 2020).  They make the requirement based on the organisation's needs and the workforce or employee skills and performance.  They also identified the gaps between the demand and supply and potential workforce surpluses while making plans for HR.  Different scenarios help organisations to adopt different talent strategies and make goals.
Goal setting and strategic planning: The human resource department needs to align with the organisational goals which ensure resource allocation and talent development directly. Different specific initiatives are taken to identify the gaps between the employees and the organisations like recruitment campaigns, training programs, or succession planning (Podgorodnichenko et al., 2020).  measurable goals and key performance indicators help organisations to track employee performance and different program evaluations. Budget allocation and resource optimization ensure the efficient implementation of strategic planning in the human resource department of different organisations.
Program implementation and evaluation: The human resource department takes different actionable plans by creating detailed timelines, responsibilities, and communication protocols for the execution of strategies.  They make proactive communication and employee engagement to ensure the successful implementation of the new HR programs. Performance evaluation and KPIs tracking progress can identify the areas of improvement of the new strategies and this is how different programs are taken for future adjustment and ensure the alignment with the needs of the job market and the organisation.
[bookmark: _Toc155971224]Recruitment strategies and selection process
Marriott International has a critical role in strategic recruitment in fostering this business unit's growth. the recruitment strategies and selection process of employees are provided below,
Recruitment stages: The recruitment stages include talent sourcing, application, screening, selection, and assessment.  First of all the human resource department leverages different online platforms for their advertisement for employees like LinkedIn or other carrier sites.  They also encourage employees to give referrals or recommendations for high performance (Greer., 2021).  They actively shape their employer brand through social media campaigns from beach high performers who can know about the work culture and career opportunities within the organisation.
In the application and screening process, first of all, candidates can apply through an online portal which is user-friendly for global candidates. Then they make an automated pre-screening process through filter applications based on different keywords or preset criteria and make a list for conducting interviews (Malik et al., 2020).  After that initial phone calls or video interviews are conducted through brief conversations and the HR department assists with different basic skills and suitability.
In the selection and assessment process, they use job-specific simulations, case studies, or other online tests. Candidates need to engage in diverse interview panels consisting of relevant departmental heads and at last devalued candidates about the compatibility of cultural fit with the married international hotel.
Marriott international hotel first of all makes a workforce planning, then focuses on specific talent pools that align with the business unit goals. After that they become concerned about the selection process and the development and mobility of the employees.


[bookmark: _Toc155971225]Conclusion
By embracing evolving HRM trains and implementing innovative practices, Marriott International demonstrates strong agents and practices within the organisation. It has become an Idol of employee branding with proper strategies. Strategic HRM has become a driver of success for this international hotel brand. through effective workforce planning, targeted recruitment, and employee engagement initiatives, Marriott International can attract the top performers in the industry. It deals with cross-cultural factors so the employees are also able to manage effectively with diverse people. The organisation continuously keeps contributing to practising strategic HRM. They think of human resources as an asset and so Marriott International is expanding and getting success in this competitive world.
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