 HR Strategies     1
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Introduction
The successful operations of an organisation are determined by the effective connection of Human Resources (HR) planning, staff recruitment and selection in the evolving industry of hospitality (Joose et al., 2024). Exemplifying Marriott International, a famous international brand, the research aims to find out the specificity of these processes and how they have modified with time. As   Marriott is a global company, its strategy for the implementation of HR processes sheds light on the dedication of the brand to offer high quality services. Moreover, it provides evidence that how effective talent acquisition HR planning can help support the growth o business units in the ever-changing hospitality industry.  
[bookmark: _Toc14387][bookmark: _Toc6810][bookmark: _Toc157775756]Discuss About the Evolution of HRM
1. Early Personnel Management:
When HRM first emerged in the early 20th century, it was known as personnel development. At that time, the role of HRM was primarily administrative in nature (Martineu et al.,2024). The main focus was to handle the routine tasks which included labor relations, keeping records, and management of payments. The two main goals of the personnel management were to maintain work environment and confirm that employees follow the labor laws strictly.  This time may be referred to as the early emerging stages of HRM, as the main issues were related to the operations of workforce management (Indavanti et al., 2024). Companies, at that time started to know about the benefits of effective strategies for workforce management, but they were not aware of their complete potential.  
2. Transition to Human Resource Management:	
An important turning point in the development of HRM appeared in the 1980s. during this period, the HRM went through an important change and established itself as a complete different filed for research and practice (Jo et al., 20224). Companies began to realise how important effective human resource management is, from a strategic point of view. HRM started to focus on tasks other that administrative ones and embraced a wider variety of responsibilities. 
During this phase of change, vital HR operations like hiring, training, performance evaluation, and staff growth were linked together. Companies realised that to prosper in a more competitive environment, they had to develop and educate their employees (Hafidz et al., 2023). As HRM proved to be very beneficial to find out, attract and retain the most talented staff, it proved to be the driving force behind this change. 
3. The Strategic HRM Era: 
The end of the 20th century and the beginning of the 21st century was the time period that may be specifically referred to as the era of Strategic Human Resource Management. At this time, HRM became the strategic partner of organisations (Yuli & Wojtila, 2023). HRM developed to be an essential aspect for the success of the overall business strategy from being just a supportive department. Strategic HRM focused on the connection between the HR practices and the main goals of the organisation.  HRM professionals started to actively participate in strategic decision-making procedures, which include workforce analytics, retirement planning, and talent management. Moreover, by creating an environment of cooperation, and creativity, and focusing on worker well-being, they significantly contributed to the development of the organisational culture. 
HRM has experienced a remarkable amount of development. It has gone through different phases starting from its early days when it focused on employee management, its transitional phase when it worked to expand its operations, to the final phase of its emergence as a strategic powerhouse within organisations (Cheng et al., 2024). HRM is now something more that personnel management, it is now a very important factor for business success.it helps to shape the present and future of the organisations by promoting an innovative and productive work environment, acquiring top talents, and supporting development.  
[bookmark: _Toc28521][bookmark: _Toc13980][bookmark: _Toc157775757]Strategic role of HR function
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[bookmark: _Toc157775758]Figure: Strategic Role of HR (Judamilla et al., 2024)
[bookmark: _Toc157775759]1. Employee Engagement
One of the most important factors that indicates the perfect balance between work and life is effective communication. In the field of human resources (HR), employee engagement is the term that describes the level of enthusiasm of an individual and their commitment to their work. Passionate employees care about their work and the success of the company and think their contributions are valuable (Judamilla et al., 2024). Long-term engagement ,better productivity, and organisational success are all facilitated by employee engagement.
[bookmark: _Toc157775760]2. Introduce Best Practices
An effective HR strategy requires the organisation to communicate with employees openly and to inform them about the success and shortcomings of the organisation (Jo et al., 2024). Employees are satisfied and feel that they are valued in a work environment that considers public criticism and conversation. 
[bookmark: _Toc157775761]3. Teach Tools and Techniques
A HRMS, or strategic human resource management system, is a collection of software applications that are used to communicate with employees and other personnel related to the hiring process. A few of the resources available in HRM are workshops, training, on-the-job training, and simulations,etc.
4. Improve HR Effectiveness
Effective HR practices increase employee satisfaction and motivation to contribute to the development of the company.A company can gain competitive advantage by providing proper training and resources to its employees. Successful companies make sure that their employees receive proper training, obtain maximum information, and perform better. This helps them focus on the positive effects of HR. Human resource management is  very important to make the best use of available opportunities and improve the productivity and efficiency of the company.
[bookmark: _Toc157775762]5. Publish Research
[bookmark: _Toc7543][bookmark: _Toc30055][bookmark: _Toc157775763]The effectiveness of HR methods is evaluated through the research on human resource management. The procedures involved in conducting organised and scholarly research include mass surveillance, analysis, and conclusion-making.
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[bookmark: _Toc157775765]Forecasting Labor Demand and Supply
The first step of the strategic Human Resources (HR) planning process is an appropriate estimate about the labor demand and supply, this is an important step in ensuring that workforce skills are in line with organisational objectives. Forecasting is the process of estimating future labour needs while considering different factors including company growth, technological advancements, and consumer behavior. To carefully understand the needs of the labor, HR professionals’ internal information, industry benchmarks, and historical data. On the other hand, estimating the labor supply requires complete information about the availability of talents both internally and externally. Through this thorough research, HR can easily identify any differences between surpluses or shortages and can develop strategies to handle these issues. 
[bookmark: _Toc157775766]Goal Setting and Strategic Planning:
The process of strategic HR planning extends to goal setting and strategic planning once labor supply and demand are clearly understood. During this stage, HR specialists work with important stakeholders to establish SMART (specific, measurable, achievable, relevant, and time-bound) goals that are in line with the strategic objectives of the organisation. These HR objectives can include succession planning, improving diversity and inclusion, building specialised skill sets, and attracting the best employees. The staff will become the main source of success for the company if HR goals are combined with larger organisational goals. Strategic planning also includes identifying the actions and tactics required to achieve these objectives. This may include efforts to promote diversity, training and development plans, and talent acquisition strategies that satisfy the particular requirements of the company. As a result, HR plays an important role in the process of making strategic decisions, helping to develop and carry out programs that help to develop the company.
[bookmark: _Toc157775767]Program Implementation:
The strategic HR planning process continues to program implementation, where the planned strategies are implemented, after setting goals. The goal of this stage  is to modify the strategic initiatives into specific HR programs and actions (Rhama, 2020). To address skill gaps, for example, HR might start workshops, training programs, or collaborations with educational institutions to help staff members or new employees acquire the necessary skills. HR may use creative recruitment techniques for talent acquisition, like utilising social media sites or working with influential people in the field in order to attract a large number of candidates.  
[bookmark: _Toc157775768]Evaluation:
A very important process of the strategic HR planning process is careful evaluation. It involves examining the results of projects and programs to determine how they affect the performance of organisations. HR professionals use indicators such as key performance indicators (KPIs) and others to determine the effectiveness of HR initiatives (Wang et al., 2024). For example, measures like time-to-fill, cost per recruit, and hire quality are considered in the talent acquisition process. Initiatives for training and development may be assessed according to how well employees perform, acquire new skills, and provide feedback (Tran & Kelly, 2024). HR can find out areas of success and those that require improvement through the evaluation process, creating a feedback system that enables continuous improvement of HR strategy. 
[bookmark: _Toc157775769]Recruitment Stages and Selection 
For the effective planning and to ensure meeting of the strategic goals HRM plays a crucial role in recruiting the right work force. The recruitment is the process of hiding individuals who have basic knowledge about the profession and can groom the skills with the training (Anggal, 2020). HR first select the potential employee and then after taking test hire the individuals who understand the culture of organisation. The human resource department in Marriot follow certain stages that are discussed below.
[bookmark: _Toc157775770]Identifying Vacancy and Establishing Need: 
The recruitment process is based on the requirement of the position in the work place. The workforce is required when organisation expand business has high demand orders and there is need of the new personals (Cheng et al., 2024). So, Human resource department by coordinating with other departments and stakeholders make a plan for hiring new professionals. The potential employees are identified on the basis of the particular skills that organisation need.
[bookmark: _Toc157775771]Job Analysis and Job Description: 
After identifying the requirement of the type of personals need in the organisation, the next step is the analysis of the job and duties that are required by the department. In case of the Marriot, the job description is based on the hospitality industry requirement (Zhou & Zheng, 2020). The HR first understand the nature of the job and then discuss with other management to move towards ad posting for the hiring new candidates.
[bookmark: _Toc157775772]Job Posting and Promotion: 
The job positing and promotion is the next step to attract the potential candidate for the vacancy. The marketing managers play a role in designing the ads and posting on various channels like official websites, social media platforms and other professional advertsiment sources (Li et al., 2024).  The purpose of using multiple sources for promotion is that so the talent from whole region can attract and apply for the job to avail the opportunity to work at Marriot International.
[bookmark: _Toc157775773]Application Review and Shortlisting: 
Once HR department receive the applications, HR first analyse the resumes of candidates and shortlist those which are eligible for the job (Tran & Kelly, 2024). The shortlisting is based on the skills and experience f the candidates. The technical skills are also looked upon to meet the position requirement.
 Interviewing: 
After shortlisting, HR with other leaders in organisation take interviews and this can be done at two to three stages for the complete evaluation of the candidate (Giltch & Seweiki, 2024). Interviews can be situational, panel or behavioural time for the assessment of the candidate in several ways. In this way candidates are selected according to job requirement.
[bookmark: _Toc157775774]Assessment and Testing
After interviews the assessments are undertaken according to Marriot International selection process. They are assessed according to technical roles and skills to meet the job requirement (Prabawati et al., 2024). Assessment is important to evaluate candidate aptitude and interest towards the job.
[bookmark: _Toc157775775]Reference Checks
After assessments, the reference is checked for the candidate and their past performance is evaluated. The purpose is to ensure the suitability of candidate for the job (Rhama, 2020). After this confirmation step job is offered and candidate is enrolled for the particular job. The last step is the onboarding of the staff to the job ad their roles are allocated.
[bookmark: _Toc157775776]Examples of Marriott International's Facilitation of Business Unit Development through HR Planning, Recruitment, and Selection:
For the acquisition of the talent and ensure the business success, Marriott International follow the following strategies.
[bookmark: _Toc157775777]Diversity and Inclusion Initiatives
One of the key strategies that Marriot has adopted is the inclusion of the employees from different gender, culture and ethnics (Sulumov et al., 2023). The purpose is to ensure the diverse and inclusive workforce in the organisation. Marriott international focusses on the ethical principles and enhance creativity by hiring the talent from different races, gender and culture.
[bookmark: _Toc157775778]Leadership Development Program
The leadership development program is about the recruitment efforts for the alignment of the long-term business strategy (Joose et al., 2024). The efficient leadership of Marriot has ensured the effective hiring strategy and it result in recruitment the talented employees.
[bookmark: _Toc157775779]Talent Acquisition and Employee Retention Strategy
 	The talent acquisition and employee retention strategy are based on the facilities for employees and valuing of their needs. So, the provision of the mentorship initiatives, positive workplace and training of employees all offer the positive environment (Hafidz et al., 2023). This not only help in ensuing optimum performance by employees but also ensure the success of organisation.
[bookmark: _Toc157775780]Conclusion
It is concluded that the role of HRM was primarily administrative in nature. HRM developed to be an essential aspect for the success of the overall business strategy from being just a supportive department. HRM has experienced a remarkable amount of development. It has gone through different phases starting from its early days when it focused on employee management, its transitional phase when it worked to expand its operations, to the final phase of its emergence as a strategic powerhouse within organisations. A very important process of the strategic HR planning process is careful evaluation. It involves examining the results of projects and programs to determine how they affect the performance of organisations. 
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