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[bookmark: _Toc167047097]Introduction
Human Resource Management (HRM) has altered dramatically during the last decades, ranging from the basic supporting environment role to an essential strategic business partner in the commercial sphere. Such a development indicates the shift of attention from the centrality of the basic ‘‘human resource” role in the organization’s planning to that of strategic human resource management to ensure goal achievement and enhance competitive advantage. The labour resources management in the international hotel sector where Marriott International is a prominent brand calls for strategic HRM interventions capable of handling both the multinational nature of operations and the diverse dynamics of labour resources. In sum the acquiescence of HRM regarding the strategic direction of Marriott International through job planning, employment and selection. The terms like strategic HR planning, recruitment stages and the method of selection will be enumerated and inquired to ascertain their role in the development and prosperity of Marriott in the highly competitive market of the hospitality industry.
[bookmark: _Toc167047098]Evolution of Human Resource Management
The development of human resource management (HRM) is evidence that the requirements and priorities of an organization have undergone major changes and that human capital, as a critical asset, has been accorded due recognition. Previously, human resource management (HRM) was focused on organisational tasks like payroll, manning office documents, and following legal instructions in the work environment. This stage, commonly known as personnel management, was mainly reactive and operational, its main strengthening factor being the prevention of workforce upheavals and the settling of employee grievances.
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Figure 1: Stages in the evolution and development of human resource management
(Source: Tahiri, Kovaci and Krasniqi, 2021)
Transforming the tool for managing human tasks into HRM signalled the beginning of the organized attempt to make it strategic (Tahiri, Kovaci and Krasniqi, 2021). This was due to the acknowledgement that the staff are not only the elements but also the key to accomplishing the organizational goals. Strategic elements, informing and supported by HR, were gradually introduced to the work: talent management, employee development, and organizational culture (Tahiri, Kovaci and Krasniqi, 2021). The phase in question indicates linking HR tools with business objectives, taking on the function of a monitor of personnel and market trends.
Today, with the built-up strategic human resource management concept, it has Strategic Human Resource Management (SHRM) that integrates a newer strategic approach. HRM as the main actor in this contemporary era infuses it with the core strategic conception into the organization’s mission and goals (Paauwe and Farndale, 2017). HRSHRM can ensure workforce stability through its strong HR strategy, as it uses data analytics in human capital forecasting, predicting workforce trends, and aligning HR strategies and business objectives (Ellahi, Khalid Bhatti and Kashif, 2021). Technology​ has taken a​ central​ position in the evolution of human resources, with ​sophisticated HR information systems​ (HRIS)​ and artificial intelligence (AI)​ improving​ the process​ of recruitment​, performance management, and staff engagement.
[bookmark: _Toc167047099]Strategic Role of HR Functions
Workforce Planning: The strategic workforce planning of Marriott services consists of prospects for future labour resources requirements based on the hotel expansion plans, market analysis, and internal assessments of the talent This pre-emptive strategy assures Marriott to meet its staffing needs efficiently, eventually preventing an underprizing or over surplus of talents. Workforce planning is not just about getting the employees together; it also involves succession planning so the organization can always be ready for leadership transitions to establish a talent pipeline.
Recruitment and Selection: The World Marriott's hiring protocol is intended to draw skilled workforce from all parts of the world. The whole procedure commences with an in-depth job analysis to identify the brain and synergy of each position. In this case, Marriott harnesses a wide range of recruitment channels such as online job platforms, social media, and employee referrals to find a working team from different pooled candidates. The screening involves several stages including screening candidates, competence-based interviews and culture fit assessments. This guarantees that the interviewers will only hire candidates whose core values and strategic objectives align with Marriott's.
Talent Management and Development: Besides recruitment, talent development is one of Marriott's competence centres. A training program, leadership development initiatives, and career progression opportunities evidence this (Čelić, Milićević and Đorđević, 2021). These programs are created to develop employees' skills, motivate them, and encourage their engagement while maintaining top talent within the company. Unlike most companies, whose initiatives enhance employees’ well-being only, Marriott’s “TakeCare” program illustrates the other part of the strategy, where almost every employee can find something useful for career development (Selin, 2022).
Performance Management: A performance management system that aims to improve individual performance is necessary, but it is impossible without aiming to achieve the goals and objectives set by the institutional or organizational definition (Almaaitah et al., 2020). In the framework of Marriott's performance management practice, periodic performance reviews, multiple channels of feedback, and work action plans are to be established if necessary. Such a system brings motivation, accountability, and employee alignment to the company's strategic plans.
Employee Engagement and Retention: The Marriott Corporation's priority is to provide all its employees with high-quality engagements (Pavlova, 2023). The firm engages in the process of employee engagement surveys regularly to extract feedback and regions that, consequently, require improvement. Policies, like flexible work procedures, encouraging programs, and career progression prospects, which are amongst Marriott's strategic plan, help the company retain its valued workers, and create a positive organizational culture.
[bookmark: _Toc167047100]Strategic HR Planning Process
Forecasting Labor Demand and Supply: Marriott International confers competent forecaster tools to calculate the necessary labour force adjustments in response to business expansion projections, market trends, and variations in season (Brucker Juricic, Galic and Marenjak, 2021). It comprises to analysis the records, industry trends, and economic indicators in terms of the quantity of labourers and characteristics required. By knowing about future labour demand and supply Marriott company can be solution-oriented and address shortages of the labor market or surpluses of the labor market.
Goal Setting and Strategic Planning: After a survey of the labor market, Marriott's HR department can identify specific HR goals that fit the company's strategic objective (Forestier and Kim, 2020). These comprise an equal representation of the employees in the workforce, greater responsiveness of employees or the acquisition of leadership potential. Strategic planning shapes an action plan by identifying outcomes like recruitment with targeting, career development through training and development programs and succession planning (Ní Laoire et al., 2020).
Program Implementation and Evaluation: The strategic planning phase of HR program implementation is characterised by the execution of the HR plans that were crafted in the previous stage (Trullen, Bos‐Nehles and Valverde, 2020). Among many options, the company may appear at job fairs, introduce new training methods or offer employees new engagement opportunities. Marriott constantly monitors the effectiveness of these programs taking the assistance of indicators like employee turnover rates, employee engagement and performance outcomes regularly. Continuously monitoring and making necessary changes is crucial to avoid from any deviations from strategic objectives irrespective of any disruptions in plans.
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Marriott International enforces its policies and practices to ensure the effectiveness of the strategic HR management to support continuous business growth (Selin, 2022). However, the ‘Voyage Global Leadership Development Program’ that is created by the company helps develop future leaders through a combination of practical experience and formal training (Garrick, Johnson and Arendt, 2024). This is one of the programs at Marriott that forms the brain of succession planning strategy meaning there is enough qualified leadership to take over the initiatives of the organization in the future.
Apart from this, Marriott’s applicant process utilises technology to elevate the candidates’ review to higher levels. Candidates will greatly benefit from the use of HR-driven tools which are AI-based for resume screening and matching, as the whole process will be more efficient and effective (Anshul Ujlayan, Bhattacharya and None Sonakshi, 2024). Besides, diversity and inclusiveness also demonstrated as important principles in recruiting practices that are specially intended to create a network of a group of co-workers from different worlds that bring different ways of seeing and thinking to the organisation.
Briefly, the strategic HR planning process and the calculated recruitment and selection procedure that Marriott Hotel is applying help the organisation secure talented people, develop their capacities, and retain the best-of-the-best employees (Garavan et al., 2021). Hence HR practices are not only supporting but also help in in making a global concept organisation as a leading employer in the world`s hospitality industry (Brucker Juricic, Galic and Marenjak, 2021). HR strategies are integrated into Marriott’s business objectives in order to build a workforce human capital that is critical for Marriott and its growth and success in an environment that is competitive.
Job Analysis and Advertising: Firstly, the recruiting procedure comprises of a comprehensive job analysis; thereby, it results in defining the duties and the scope of work (Zhang, Su and Hubschman, 2021). Start with a job description that outlines the essential skills, experience, and competencies the person hired should possess. In turn, Marriott uses job boards, social media, company websites, and employee referral system to get applications of talented people by reaching maximum diversity of the candidate pool.
Screening and Interviewing: There is a procedure of screening applicants that in its turn includes going through the resumes and application forms to get the list of candidates who meet the requirements of a vacant job. Marriott uses ATS to automate and neatly perform the recruiting. Among candidates under shortlisting, there are reoccurring of interviews, such as screenshots on the phone, video calls, and face-to-face meetings (Vigurs, 2021). The interviews will be tailored to measure both technical skills matching and cultural compatibility in such a way to make sure the candidates can adapt to Marriott’s values as well as strategic objectives.
Assessment and Evaluation: Marriott's tools of choice include aptitude tests, personality assessments, and situational judgment tests aimed at verifying candidates' suitability and talent (McFarland et al., 2022). Using these evaluations, employers not only receive an overall picture of their candidates’ credentials but also pinpoint the aspects that need improvement.
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Marriott International, a well-known hospitality brand, has many choices of effective HR strategies that help it achieve business development (Kilson, 2022). For example, the "Voyage Global Leadership Development Program" by the organisation, is a way of boosting the leaders for the future with the help of knowledge and skills obtained from experiences and training programs. This is one of the technical trainings Marriott offers in their succession planning strategy and accumulating a viable leadership pipeline that can boost the firm's strategic approaches.
Also, locating people power is the key of Marriott’s recruitment that is additional technology targeted for increasing the profiles of the candidates (Hassanein and Özgit, 2022). AI-based tools are used at the beginning stages of recruitment in pre-screening resumes and matching candidates which accounts for the efficiency and effectiveness of the process. Marriott's ability to strengthen diversity and inclusion is further illustrated by its recruitment and hiring practices which seek to hire a diverse group of people that can share their unique experiences and insights.
HR planning process and the structured recruitment and selection processes that Marriott International engages in are essential for the effectiveness of their job as Talent Attractors, Developers, and Retainers (Grefe and Peyrat-Guillard, 2020). These HR practices not only underpin Marriott's strategic aims, but also put the name of the company at the top of the table among leading career choice in the global hospitality business. Using HR strategies in stride with business plans, Marriott is confident that it has the human resources to facilitate growth that is in keeping with the expectations of the consumers and shareholders.
[bookmark: _Toc167047103]Conclusion
The menu of the procedures of the strategic HR planning and the hiring and selection processes at Marriott International are very important for the company to be able to attract, develop, and retain high calibre staff. These HR practices not only underpin Marriott's strategic aims, but also put the name of the company at the top of the table among leading career choice in the global hospitality business. Using HR strategies in stride with business plans, Marriott is confident that it has the human resources to facilitate growth that is in keeping with the expectations of the consumers and shareholders.
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