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[bookmark: _Toc157553657]Introduction and Background
Regarding this report, mainly, it is considered that the evolution of the human resource department or people helps to facilitate the strategic growth of an international hotel brand with the help of workforce development, employment and choice. Also, it will aim to the changing roles of HRM to support the strategic development of an international brand through planning, recruitment and selection process. The group of individuals that comprise the employees of a business sector, industry, or economy is known as human resources (HR) (Stewart and Brown, 2019). The hotel chosen is Marriot, which is considered to be popular. Hence, Marriott International was established about a century ago and is currently the biggest and most widespread hotel corporation in the world. Marriott International is the parent company of approximately 7,000 hotels throughout 131 countries, which includes the upscale brands of Ritz-Carlton and St. Regis. Marriott International's President and CEO is Anthony Capuano. The brand provides full-service facilities at more than 550 hotels throughout more than 60 countries and territories, frequently with an emphasis on business travellers. What defines us are our guiding principles. The hotel's basic principles are to put people first, strive for excellence, accept change, behave honourably, and serve the global community (Marriot Hotel, 2024).
[bookmark: _Toc157553658]Discussion and Evaluation 
HRM has developed from simple people management to a strategic ally in accomplishing company objectives. It now has a wider variety of uses. HRM characteristics include hiring and selection, performance organization, employee relations, payments, salaries and exercise with development. The majority of formal HRM procedures did not exist before the Industrial Revolution Workers were frequently independent, well-trained artisans who owned their own equipment (Karikari et al., 2015). A paradigm shift was brought about by the Industrial Revolution. Large numbers of workers were employed by the emergence of factories for mass manufacturing. With an emphasis on duties including hiring, paying employees, and maintaining records, personnel management procedures were established (Cascio and Boudreau, 2016). The HR Movement was considered to be opposing old ways of workers and employees as mindless machines, which rose to prominence in the 20th century. Therefore, this movement brought many changes toward HR such it focusing more on the significance of comprehending human behaviour and how it affects the well-being, productivity, and motivation of employees (DeCenzo et al., 2016). Furthermore, HR or HRM is considered to have developed into a more strategic role in the second part of the 20th century as it focuses on aligning human capital with the organization's overarching aims and objectives replacing its previous emphasis on managing personnel procedures. As a result, workforce planning, performance management, and talent management are examples of strategic HRM activities that are essential to an organization's success as its procedures have been transformed in contemporary times by technology. HR workers can now make better judgments, work more efficiently, and customize the employee experience due to technology and its other gadgets (Claus, 2019).
Human resources in regard to any organisation play a critical role in helping firms fulfil employee demands and advance corporate objectives also by coordinating human resource initiatives with overarching company objectives, HR specialists add value to the strategic planning process. Furthermore, it is said that HR managers decide how to recognize and address problems at work and decide how to use efficient recruiting and selection procedures to draw in a varied pool of candidates while also predicting long-term results and making sure your organization has enough human resource in the pipeline to meet its objectives (Ulrich and Dulebohn, 2015). HR should properly analyze the challenges posed by rivals and the market. In contemporary businesses, human resources are considered vital to the development of good employee interactions. It involves developing a clear structure for hiring, managing, and developing staff members to serve the long-term objectives of an organization (Angrave et al., 2016). To support an organization's long-term objectives, it also aids in the creation of a logical framework for hiring, managing, and developing personnel. Also, HR people help in order to assist in ensuring that the several facets of people management collaborate to influence behaviour and atmosphere in order to achieve performance goals. A strategic function of the HR individuals includes the management and business procedures of an organization. Professionals can develop successful plans for the businesses they work with to advise using information from surveys, market research, corporate performance reports, and financial predictions (Marler and Boudreau, 2017; Sparrow et al., 2016).
Human resources planning is considered to be an essential step in order to coordinate labour forces with an organization's strategic objectives. strategic HR planning mainly performs excellently, which helps to confirm people are in the right places in order to attain organizational objectives. There is a process to achieve HR planning, which includes forecasting labour demand and supply, goal setting and strategic planning, program implementation and evaluation (Mahapatro, 2021). The process of forecasting labour demand and supply involves analyzing both internal and external factors in order to predict future workforce demographics, possible talent pools, and skill needs as this is regarded as projecting the future labour requirements of the company based on variables including internal changes, market trends, business development, and technology improvements. HR specialists examine the knowledge, abilities, and workforce size needed to achieve business goals on the demand side. In regard to the supply side, HR evaluate the abilities in respect with current staff seeing the challenges and fixing them by implementing solutions, which is another process of HRM as individuals help to establish goals and strategic alignment, which is considered the second phase  (Safarishahrbijari, 2018). The second stage entails defining the aims and objectives of the organization and coordinating HR policies and initiatives to help accomplish them. The organization's values, goals, and vision are reflected in the strategic plan, which is considered the direction for HR initiatives to enhance overall company performance. HR concentrates on projects like workforce diversity, succession planning, training and development, and talent acquisition. HR goals align with the company's strategic direction and develop a workforce that is more flexible and agile. The third step is considered to be program implementation and assessment creating and carrying out HR initiatives, policies, and programs, as well as regularly assessing how well they work to achieve the intended results (Pamela et al., 2019). HR passes on to program execution after establishing goals and strategies. This entails carrying out the scheduled projects, including hiring, training, performance reviews, and staff engagement activities. Hence, it seems that there is effective coordination, cooperation, and communication between various organizational departments are necessary throughout the implementation phase. Evaluation in the HR strategic planning is the last phase to see and ascertain the efficacy and influence of HR programs and initiatives on corporate goals, it is imperative to conduct ongoing monitoring and assessment (Chakraborty et al., 2019). 
Marriott International is considered to be the prime example of how business unit development is made and grown by effective HR strategies. The work culture of Marriott International has an impact on its HR procedures. Marriott anticipates future talent and develops those talents with the help of focused recruitment tactics for individual hotel openings or expansions by leveraging labour market analytics and internal workforce data. Ty Breland is the CEO of Marriott International, which also has a big hand in the employment of the company. Therefore, the company’s core value or purpose is to take care of associates and they will take care of the customers, which is in alignment with Marriott's founder. The company's HR procedures help in certain activities that include manpower, recruiting and selection. Furthermore, Marriot Hotel’s HR is also responsible for seeing the training and development of new employees, employee retention, welfare programs for the employees and grievance redress. Marriot Hotel’s HR is considered to be proactive and anticipatory, which is different from being reactive (Mazen Alomari, 2017). Therefore, it analyses industry trends, competitor strategies and regional pool talents to forecast future skill demand and potential workforce gaps. Hence, Marriot Hotel also uses employee's demographics, skills and career aspirations in order to find out the areas of development and training among the employees working in the hotel. Therefore, HR needs to cater to many departments in the hotel. Marriot is considered to be a stronger employer brand, which focuses on showcasing commitment to employee development, diverse work culture and global career opportunities. Henceforth, it uses various channels such as online platforms, job fairs and industry events in order to tailor its recruitment of new talent into the company. Marriott's selection process is not traditional (Saufi and Anuar, 2018.). However, it does not only see resumes and interviews' however, but it also focuses on assessment, simulations and work samples in order to evaluate candidates' skills, cultural fit and potential growth within the specific business unit needs. Marriot invests heavily in its employees, which are considered to be an asset for the hotel. To accommodate a wide range of positions, skill levels, and career objectives, Marriott provides a number of training programs. These programs give staff members the know-how to succeed in their current positions and set them up for potential internal promotion in the future. Marriott makes investments in initiatives for developing future leaders who can spur innovation and unit growth. Marriott promotes a culture of coaching and mentoring where senior staff members advise and assist more junior staff members in order to ensure knowledge transfer and ongoing progress within the department. Marriot Hotel is considered to provide benefits to full-time employees including competitive pay, comprehensive health and wellness benefits, retirement savings, generous paid time off, hotel discounts and career development opportunities (Hassanein and Özgit, 2022). Furthermore, Marriot has a commitment towards talent development and employee well-being strengthening its employer brand, attracting top talent and further enhancing its competitive benefit. Therefore, Marriot enjoys lower employee turnover and higher engagement, leading towards improved productivity and service quality within its units by investing in employee development and fostering a culture of growth and opportunity. Marriot Hotel has successfully launched eco-luxury resorts such as Mulu Marriot Resort and Spa in Borneo, attracting environmentally conscious travellers and establishing a leader in sustainable leadership with employees' development, training, recruitment and selection (Hughes, 2018). As Marriott has planned to expand in MENA, it has aligned with HR strategy with expansion plans. Also, by using video interviewing technology, Marriott was able to increase its talent pool and cut down on trip expenses. Furthermore, to ensure that every team member exemplifies the brand's fundamental values, Marriott places a strong emphasis on a passion for providing exceptional guest service during the selection process. Marriott offers a number of programs and opportunities, including the Hotel Internship Program, the Voyage Leadership Development Program, the HQ Fellowship or Internship Program, and Direct Placement Opportunities.  Marriot Hotel uses the new Oracle HCM platform for its hiring new employees (Upamanyu, 2014; Friedman, 2019).
[bookmark: _Toc157553659]Conclusion 
Marriott International has had tremendous global success thanks in part to the advancement of HRM. HRM has evolved beyond basic people management to become a strategic partner that synchronizes hiring, selection, and workforce planning with overarching company objectives. HRM considers routine activities such as payroll and hiring, concentrating on coordinating human resources with corporate goals. It became imperative to implement strategic initiatives such as talent management, performance management, and workforce planning. HR technologies that improve decision-making, expedite procedures, and customize the employee experience include digital platforms and data analytics.  Talent acquisition is guided by labor market and internal data, making sure the appropriate people are in the right positions to accomplish goals. Marriott's success story highlights how important strategic HRM is to the expansion of global hotel brands. In order to recruit top talent, lower attrition, and maintain its position as a leader in the global hospitality industry, Marriott invests in employee development, fosters a culture of growth, and proactively anticipates personnel requirements. The remarkable rise of Marriott International in the worldwide hospitality arena is closely linked to the development of its Human Resources Management (HRM) methodologies. HRM has evolved from simple record-keeping to a strategic powerhouse that carefully synchronizes its hiring, selection, and labor planning procedures with the overall goals of the company.
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