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The international hotel industry is dynamic and highly competitive in which human resource management and customer service plays an imperative role. Considering this, the essay is making an attempt to analyse the evolution of HRM over centuries and strategic development of Marriott hotel brand. This will give an understanding how Marriott uses employees for the development of the company, also discusses management HR strategies and recruitment practices in order to engage workforce. 

[bookmark: _GoBack]Marriott’s human resource management has undergone significant changes in what it does and how much its role is emphasized over the years. Human resource management was mostly an administrative job, which involved all kinds of work such as processing payroll and observing rules (Tiwari et al., 2019). Though, it was not efficient to accomplish until the companies and their human resource management transformed itself into a strategyc development. This change in HRM within the structure of Marriott demonstrates how it has shifted from its reactive approach to a proactive and future-oriented strategy.
However, human resource management in Marriott goes beyond the traditional concept of managing employees. It is also responsible for establishing an organization culture, maintaining staff morale and further promoting business performance (Rossidis te al., 2021). Through this change, which is not just a response to market trends, Marriott is trying to make the most of its people capital. Moreover, data analytics and technology are also important parts of Marriott's current HRM paradigm. Because boring tasks have been automated, people who work in human resources can now focus on developing talent, planning for the future, making the best use of the workforce, and other important projects (Francis and Baum, 2018). Marriott is always making changes to its human resource management to keep up with the fast-paced world of business. So, the brand can always be ahead of the curve when it comes to big plans that help it grow and be successful.

As per examination, human capital is becoming a more valuable asset in the business world. As a result, Marriott's HR actions are very important for creating and implementing strategies that help the company grow. According to Blayney et al., (2020), learning a lot about the people who work for the company as well as the money and operations is an important part of strategic planning. One part of HR services' strategic job at Marriott is to help people work together to set clear goals that are in line with the company's overall business strategy (Sharma and Gursoy, 2018). These departments work together with the HR team so that they can fully understand the human resource needs of those areas. When HR works together, they can have a big effect on strategic planning and turn the goals of the company into activities that HR can do. Apart from this, Marriott's strategic planning for human resources includes guessing how many and what kind of jobs will be available in the future. 
Human resources figure out how many employees the hotel will need by looking at past data, current trends, and economic factors (Joshi, 2023). Forward planning allows Marriott’s managers to respond rapidly and their workforce ready for new challenges as they become visible. The HR operations in Marriott are responsible for the implementation of programmes and performance evaluation. The HR department next conceives and initiates projects that enable the firm to achieve its long-term ambitions meeting with the will of overall plan (Greer, 2021). This programme may include plans to implement employee collaboration, talent development and training courses among others. Stahl et al. (Stahl et al., 2020) shared that technology, automation and data analytics are used in the HR department of Marriott to help with everyday tasks as well a decision making. It is evident that the automation of boring activities has enabled Human Resources professionals to focus on managing people more by developing workforce management strategies such as succession planning, skill development and establishing a culture of creativity. 

Demand and supply forecasting is an integral component of Marriott’s HRM strategy. But in dealing with the constantly changing global hotel market, Marriott’s HR team plans for future staffing requirements. As part of their thorough process for making predictions, Marriott's HR experts look at both internal data and market trends and economic factors from outside the company (Dirani et al., 2020). Because of this, the hotel chain can see changes coming in the market and get ready for them, which keeps its workers flexible and ready. Marriott stays ahead of the curve by setting itself up to take advantage of new possibilities and solve new problems. This helps its human capital connect with the organization's strategic direction (Glaister et al., 2018).  It is very important to have a deep understanding of the cultural fit, skill sets, and competencies needed for each job opening in the business. It has been examined that moving in this direction helps Marriott meet both its basic staffing needs and its goal of building a team that can really make a difference in the guest experience and the brand's personality. Marriott is ready to deal with the challenges of the global hotel business because it takes both internal and market knowledge into account (Friedman, 2019). This has helped the company build a staff that is both aware of how the market works and a key part of the brand's ongoing success.

The future of Marriott will depend on two of the most important parts of its HRM strategy: setting goals and making a long-term plan (Anghel-Vlad, 2018). One example of the strategic role of HR teams at Marriott is working together to set clear, measurable goals that fit perfectly with the overall company strategy. For the HR team at Marriott to fully understand each department's unique human resource needs, they have lively talks with them. This kind of working together does two things: it includes HR in strategic planning and makes sure that HR projects are in line with the organization's goals. 
Human resources (HR) is very important to the growth of the company because it helps set goals and create programmes that improve employee performance and the bottom line (Punitharaj et al., 2018). At Marriott, strategic human resource planning is more than just making goals; it involves the whole company and works human capital into the overall strategy. To reach this goal, HR strategies need to be carefully aligned with the general goals of the organisation. Then the workforce can be fully mobilised to make the strategic goal come true (Krupskyi et al., 2019).
Marriott's human resources department drives growth through activities like setting goals and making plans for the future. Clear goals and strategy alignment make the workplace one big family where everyone knows what they need to do to help reach the big picture (Liu et al., 2021). 

The most important parts of Marriott's strategic Human Resources Management (HRM) programme for the brand as a whole are the implementation and evaluation stages (Murni et al., 2023). Marriott's HR services show their strategic thinking not only by setting goals and making plans, but also by implementing programmes carefully and carefully evaluating how well they worked. When it comes to putting programmes into action after goals have been set, Marriott's HR staff gets their hands dirty. Part of these programmes are training and development courses as well as programmes to get employees more involved. Staff members who are both skilled and motivated can help the company reach its goals more effectively. This is why progressive implementation is so important.  Data-driven evaluations are the best way to get a full picture of how the programmes affect engagement, performance, and the general success of the organisation (Friedman, 2019). At the same time, this helps Marriott improve its HR programmes over time, making sure they change with the business. Instead of being just formalities, programme review and implementation in Marriott's HR actions are strategic moves that help the brand be flexible and last. By taking a whole-person approach to developing its employees, Marriott sets itself up as a leader in the business. HR services have a strategic role that goes beyond theory and includes activities that have value and get results.

At recruitment stage, Marriott plans its staffing in a smart way based on the results of the talent needs analysis. This process involves figuring out what the future demand will be, how strong the current skill pool is, and where the weaknesses are. The end goal is to create a system that can take in talent at all levels and help every area grow.

In Marriott, there is a needs of appealing workplace brand in order to hire great people (Gibbons, 2020). Thus, there is focus towards principles of diversity, inclusion, and professional growth for employees as part of the hiring process.  The first step in the choosing process is to carefully look over all the applications. The human resources staff at Marriott carefully look over applicants' credentials and work background. During this first round of screening, applicants who might not be a good fit for the job are excluded. In selection process, behavioural interviews are very important because they give a better picture of how well a candidate fits with the Marriott image and their technical skills (Hotel Management, 2010). 
This in-depth discussion helps to analyze competences of candidates and assist in evaluating the skills needed to do well in Marriott's unique workplace. Other than this, the company uses assessment sites to search more about people, especially those who are applying for managerial positions. The centres have realistic simulations of real-life events that candidates can use to show how good they are at leading, solving problems, and working with others (Bethesda, 2023). This method is a better way to figure out how valuable a candidate might be to the business unit. For Marriott, cultural fit is very important, along with the skills and experience. Human resources at Marriott look for signs that a job applicant shares the company's values of honesty and acceptance, as well as its focus on the customer and commitment to quality (Marriott, 2023). This makes the team work better by making sure that new employees fit in with the rest of the staff.

The Global Management Trainee Programme at Marriott shows how to hire people in a strategic way. People who show a lot of potential are found by the programme and given chances to learn about different parts of the hospitality business (Gibbons, 2020). By promoting from within, Marriott makes sure it has a steady supply of future leaders who know how the business works and are dedicated to its values. With the help of diversity and inclusion Programme’s Marriott's hiring methods are in line with its stated goal of making the workplace more diverse (Bethesda, 2023). 
The company is working hard to hire a staff that is representative of the types of people who buy from them all over the world. Marriott improves its CSR and the variety of ideas in all of its business areas by reaching out to minority groups strategically, working with them, and making sure that everyone who applies for a job is considered. Added to this, consideration of programmes for internal mobility allows employees of Marriott to move around within the company because it values them. Marriott has programmes that let workers try their hand at a lot of different jobs and areas. This makes the staff flexible and enthusiastic. This methodical technique helps build a strong company culture and helps people get better at their jobs. As shared by Hotel Management (2010), creative use of technology is how Marriott uses it to improve the way they hire people. Video interviews, application tracking systems, and AI for screening resumes all work together to speed up the hiring process (Marriott, 2023). This frees up HR to focus on more in-depth evaluations of candidates.

In essence, the key role of strategic HRM at Marriott is to facilitate the growth of business units, particularly in the aspects of recruitment and employee selection.
Marriott not only hires great people, but also makes sure that their employees are deeply connected to the brand through careful talent analysis, creative hiring methods, and a commitment to culture alignment. The fact that Marriott is focused on diversity, internal movement, and new technology shows that the company can think ahead and change. Thus, the brand is set up for long-term success, showing how smart HR policies have a big effect on and make business units better in the fast-paced hospitality industry.
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