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Human Resources Management today is no longer an administrative function but a strategic one, playing an increasingly vital role in driving the success of international hotel brands. This is an industry dependent on people as the main actors in the delivery of service and operational efficiency, where HRM is critical in ensuring that organisations are well-endowed with the right talent to meet daily operational needs and drive long-term expansion (Torrington et al., 2020). Workforce planning, recruitment, and selection are some of the important functions in HRM; workforce planning aligns the supply of labour with the needs of business, recruitment attracts suitable candidates, and selection locates the best individuals for a particular post. This is especially critical in Marriott International because human capital tends to be an integral component of competitive advantage for this global hotel chain (Marchington and Wilkinson, 2016). The rest of the essay explains how the evolution of HRM has contributed to the strategic development of Marriott International through an analysis of the approach to workforce planning, recruitment, and selection showing how these HR functions support the growth and success of the brand.
The emergence and development of Human Resources Management transformed it from a largely administrative function to that of a strategic partner. Conventionally, HR departments were engaged in transactional activities ranging from payroll and employee benefits to labour law compliance (Prayag and Hosany, 2015). Each of these activities was essential for the regular functioning of organisations; however, the role of HR was restricted to daily operations with little participation in general business planning activities. However, with increasing complexity and competitiveness in business enterprises, the contribution of HR in the attainment of long-term organisational goals was found necessary; hence, it developed into a strategic function. Contemporary HRM focuses on the development of an official interconnection between strategic initiatives and HR practices, rather than on administrative obligations (Gagić and Jovičić, 2017). For multinational corporations such as Marriott International, HRM becomes a strategic partner in efficiently achieving business goals that encompass growth and innovation while outpacing their competitors in the hospitality sector. For instance, through active workforce planning, talent management, and leadership development, HRM ensures the organisation secures the human resources and capacity to deliver on the strategic plans (Marchington and Wilkinson, 2016). Marriott's human resource team works together with top management in estimating labour needs, establishing proper recruitment, and creating training programs that align with the company's growth strategies.
This evolution has been accelerated by factors such as globalisation, technological change, and the changing expectations of employees. Globalisation increased the level of complexity in dealing with a diverse and geographically dispersed workforce, encouraging more strategic approaches toward the management of talent across borders (Hassanein and Özgit, 2022). It is noticed that technology reshaped some HR functions, considering that processes such as recruitment and training have become much easier with the full support of digital platforms in place. What's more, the modern employee does not only seek money in exchange but also flexibility in life, the development of one's job, and the cultural context of their employer (Prayag and Hosany, 2015). Ideally, HR departments will have to adapt to these shifting dynamics to attract and retain top talent, reinforcing HR once more as a strategic partner in organisational success.
In modern organisations like Marriott International, the HR functions of workforce planning, recruitment, and selection are deeply ingrained in the overall corporate strategy. The current business strategy of Marriott focuses on global expansion and innovation (Wickham et al., 2020). It aims to achieve high levels of customer satisfaction, which need human resources for each. Workforce planning ensures that the company has the right talent in the right locations to meet the operational needs of the business, while processes for recruitment and selection are tailored to attract people who can align with Marriott's service-oriented culture (Wesley et al., 2024). In this way, Marriott could align such HR functions with business goals, ensuring the workforce would not only be capable of delivering high-quality service but also adaptable to the changing demands within the industry. Therefore, strategic human resource planning played a paramount role in enabling Marriott to maintain its competitive advantage in the global hotel industry. For example, the company applies data-driven approaches to forecast labour demand supported by market trend fluctuation at each season and hotel expansion plans (Greer, 2021). That is how Marriott can anticipate and take broad action toward staffing and making sure that hotels remain adequately staffed with skilled employees in new and emerging markets. Besides, Marriott's recruitment policies ensure the diversification of talent pools so that the company can develop a workforce representative of its global customers (Utari, 2024). The HR department at Marriott undertakes leadership development and continual training programs to make the Marriott employees lead from the front in innovating service standards.
Besides, HR helps Marriott advance its business goals and objectives with its strategy for growing the business, innovation, and customer entitlements (Zhorzholiani et al., 2024). For example, opening hotels in regions requires the HR team to work with local managers to comprehend the nature of the local labour market and adapt the recruitment efforts accordingly. Marriott's commitment to employee satisfaction and growth opportunities has translated into a high level of customer satisfaction across the board, as happy employees tend to deliver superior service (Horn, 2009). Marriott attains both operational efficiency and ensures long-term success through strategic HR functions in the highly competitive global hospitality market.
In terms of the strategic planning process, the first step in Marriott International's strategic HR planning process is the labour demand and supply analysis, study, and forecasting to ensure proper sprinkling of its workforce in keeping with its business requirements (Gallagher, 2016). Marriott International forecasts workforce needs, through internal and external analysis, that may be put forth by market demands, hotel additions, and altogether, industry demands. For instance, while planning Marriott's new hotel openings, the HR staff study a particular local labour market, taking into consideration things like talent availability, wage expectations, and even cultural nuances (Hughes, 2018). What is more, access to big data analytics has enabled one to track workforce trends across current properties so that one can anticipate times of turnover and predict staffing needs during peak times or due to market fluctuation (Friedman, 2012). In turn, this proactive approach allows Marriott to nip the problem in the bud and avoid labour shortages that might pose a serious threat to consistency in its service level across various global markets.
Marriott bases its labour forecasting on setting specific, measurable objectives consistent with larger business goals of workforce development, diversity, and leadership. Marriott reflects varied elements of commitment to diversity through its effort to build an inclusive workforce that echoes its numerator customer base across the globe (Murton et al., 2010). It does the branding of HR recruitment targeting the under-represented groups and monitors the activity through regular personal assessment. In addition, Marriott emphasises leadership development as another significant factor in its strategic HR planning. For instance, the "Voyage Global Leadership Development Program" is designed to focus on structured career development opportunities to equip and develop future leaders (David, 2016). Accordingly, determined goals related to workforce diversity and leadership development mean that Marriott not only has employees to meet the current business needs but can also develop employees capable of ensuring its future growth and success.
To accomplish these goals, Marriott considers several HR practices and evaluates their effectiveness continuously. Training programs, such as "Spirit to Serve," build the technical competencies, along with the customer service competencies necessary to ensure that Marriott's employees create superior experiences for their guests (Virdanty et al., 2023). Other employee development programs, including mentorships and leadership academies, provide ongoing learning opportunities and support career development in ways that reinforce Marriott's strategic objectives. The company measures the efficiency of these through responses from employees, performance reviews, and key performance indicators identified as engagement and retention rates (Wickham and Wong, 2018). By reviewing and refining its HR strategies regularly, Marriott makes sure that its workforce is aligned with its long-term business objectives, thus allowing the company to maintain its competitive advantage within the global hotel industry.
Regarding recruitment strategy, Marriott International's approach to recruitment should result in diverse, talented employees who can help the company meet its strategic objectives related to global expansion, innovation, and service excellence (Belcourt et al., 2022). One of the hot means of recruiting persons globally by Marriott includes online means. The company, therefore, operates a focused career website where applicants are allowed to view available opportunities worldwide, apply, and even further monitor their movements in the recruitment process (Prayag and Hosany, 2015). In addition to the website, Marriott uses social media and job search sites, such as LinkedIn, to reach candidates, especially managerial and executive potential. Marriott partners with universities and hospitality schools to create a pipeline of talent by offering internships and leadership development programs such as Marriott's "Voyage Global Leadership Development Program"-that assist in identifying and developing leadership talent (Armstrong and Taylor, 2020). The partnerships ensure a continuation into Marriott through a pipeline of younger talents who are groomed and trained to achieve long-term strategic goals within the organisation.
The selection at Marriott is multi-staged, aimed at ensuring the right kind of talent is selected from an entry-level position to a senior management position. It ushers in preliminary screening, which may include a review of the submitted resumes or online applications to see whether candidates meet the minimum qualification for a particular post (Torrington et al., 2020). Those who pass this stage may be invited for a phone or video interview, which will permit HR to assess the candidates' communication skills, and culture fit alignment with Marriott's core values. In cases where a vacancy needs to be filled for more specialised or senior positions, Marriott often resorts to assessment centres where a candidate is asked to participate in a set of simulations or role-playing exercises (Hassanein and Özgit, 2022). These assessments help to further gauge the applicant's problem-solving abilities, leadership potential, and ability to prosper in Marriott's pace-setting atmosphere of service performance. Those who have passed all previous steps in the selection process would then be invited for a face-to-face interview, usually conducted by both HR professionals and department managers (Aboramadan and Karatepe, 2021). This assures detailed evaluation of the candidate on technical expertise, interpersonal skills, and overall fit within Marriott's culture of excellence.
Together, Marriott's recruitment and selection process is quite instrumental in the company's strategic growth, whether it is launching new hotel chains or expanding its activities by venturing into new markets (Johnston et al., 2012). When starting any new hotels, for instance, Marriott designs the recruitment process to adapt to the local labour needs but still meets the standards of the company's global service standards. In some cases, the company has opened recruitment centres in new locations that require mass hiring and augmented the process through its internet portals to source candidates from every corner of the world (Gagić and Jovičić, 2017). Marriott's focus on the selection process for individuals who have a passion for consistently serving excellent service is one of the reasons Marriott has been able to meet the demanding customers that seek excellent hospitality services. Also, the leadership development emphasis in Marriott's recruitment process provides a pool of internal talents for this hotel chain to assume management positions each time there is an opening of new hotels or expansion into other locations (Marchington and Wilkinson, 2016). It is this smooth process of recruiting and selecting the best that has contributed so much to Marriott's further growth and its leading position in the world's hotel market.
In conclusion, the essay has demonstrated that in the development of HRM from administrative tasks, it has shifted to a strategic role for Marriott hotel brand success across the globe. Marriott incorporates workforce planning into corporate strategy, along with recruitment and selection procedures, to ensure that people talent aligns with its business objectives. Labour demand forecasting, setting goals, and then implementing programs to enable the enterprise to continue to have a competitive edge constitute Marriott's strategic HR planning. A staged recruitment and selection process ensures that the best available talent is attracted in support of its global growth plans and strategy for service excellence. In short, these major HRM functions are very instrumental in Marriott's business growth, operational efficiency, and long-term sustainability in the global hospitality industry. Eventually, it is HRM that plays a significant role in designing the future of hotel brands to keep them competitive and innovative within the dynamic environment of the market.
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