
DISCUSS HOW THE EVOLUTION OF HRM FACILITATES THE STRATEGIC DEVELOPMENT OF AN INTERNATIONAL HOTEL BRAND THROUGH WORKFORCE PLANNING, RECRUITMENT AND SELECTION.




The function of Human Resources Management (HRM) has undergone significant development in order to align with the strategic objectives of businesses operating in the hospitality industry, which can be illustrated by a landscape that is both dynamic and competitive. The well-known global hotel chain Marriott International acknowledges the value of efficient human resource management in the process of fulfilling its business objectives. This essay will study the ways in which the evolution of human resource management techniques, notably in the areas of workforce planning, recruiting, and selection, contribute to the strategic development of Marriott International hotels. The objective of this essay is to investigate the ways in which these approaches contributed to the development of Marriott International hotels.
When considering the development of Human Resources Management from a historical perspective, it can be seen than from its beginnings, the concept of HRM has undergone a metamorphosis, shifting from the traditional approach to human management to a function that is more strategic and integrated (Ashdown, 2014). This movement occurred throughout the course of its establishment. Management of human resources was first primarily concerned with administrative tasks, such as the processing of payroll and the maintenance of employee records. However, as organisations became more conscious of the significance of their human resources, the function of human resource management expanded to include strategic planning and development. This occurred as a result of the greater understanding of the relevance of human resources.
Michael Armstrong says in his book, ‘ Armstrong's handbook of management and leadership for HR: developing effective people skills and better leadership and management’ that the process of aligning HRM practices with the overall business strategy in order to improve organisational performance and achieve a competitive advantage is referred to as strategic human resource management (Armstrong, 2016, p. 49). When it comes to Marriott International hotels, strategic human resource management plays a crucial role in ensuring that the workforce is in accordance with the brand's purpose of providing exceptional hospitality experiences to its guests (Berrington, 2017). The management of human resources has been converted from a support position into a strategic partner in the decision-making process of the company as a result of this evolution, this resembles the holistic model of relationship between organisational strategy and HR strategy, as described by Torrington et al. (2020) in their book Human Resource Management (Torrington et al. 2020, p. 68).
In the field of HRM, workforce planning is an essential component that involves anticipating and addressing the future staffing requirements of an organisation (Organ, 2023). This is done in order to ensure that future staffing needs are met. Marriott International, which works in a sector that is both dynamic and customer-centric, is required to engage in workforce planning in order to guarantee the availability of the suitable personnel at the appropriate moment. This is because the workforce planning process is vital. As a result of the efficient workforce planning that is implemented by the network, the hotel chain is able to keep its edge over its competitors and adapt to the ever-changing conditions of the market.
The Marriott International hotels adhere to a comprehensive business strategy that includes the labour planning process as an integral component. By initially obtaining a knowledge of the current and future needs of each hotel site (Elyssa, 2020), the HRM department is able to build strategies that will recruit, develop, and retain the needed individuals. These strategies will allow the department to continue to be successful. This proactive approach allows Marriott International to quickly respond to changes in the market. Additionally, it guarantees that the standards of service for the brand are linked with the staffing levels and skill sets of the personnel, which is a significant advantage for the company.
In modern approaches to human resource management, the application of data analytics to the process of workforce planning has become increasingly popular (Komm, Pollner, Schaninger and Sikka, 2021). In order to anticipate future human requirements, Marriott International makes use of talent forecasting and analytics. This allows the company to examine trends, assess skill shortages, and anticipate future personnel requirements and Regan Taikitsadaporn, Chief HR Officer of Marriott International (Asia-Pacific) describes the methods used in an article for Chief of Staff (Howell, 2023). It is the responsibility of the Human Resource Management department of Marriott International to guarantee that the workforce is flexible and able to meet the ever-evolving demands of the hospitality industry. This is accomplished through the utilisation of technology and the insights created by data.
One of the most important functions of human resource management is recruitment, which includes a number of different components, such as attracting, selecting, and onboarding new employees. Within the context of Marriott International hotels, strategic recruitment involves a wider range of activities than simply filling positions that are now vacant during the foreseeable future. This process involves identifying and acquiring talent that is aligned with the organization's culture, values, and service standards (CIPD, 2023). At Marriott International, the strategic recruitment process helps to contribute to the establishment of a workforce that is both talented and diverse through its contributions. 
Marriott International places a substantial emphasis on employer branding in order to attract the best qualified individuals in the hospitality business, which is known for its high level of competition (Verasai, 2016). The hotel chain portrays itself as an employer of choice in the hospitality business by demonstrating its commitment to the development of its employees, providing possibilities for professional advancement, and maintaining a healthy living environment in the workplace (JW Marriot, 2024). Marriott International's successful employer branding activities, which involve the construction of a compelling narrative that resonates with prospective applicants, have resulted in an improvement in the quality of the applicant pool that the company has available for employment.
In light of the fact that diversity is critical to the prosperity of the hospitality sector, Marriott International is aware of the need of fostering an inclusive atmosphere within the workplace (Holtgrieve, 2021). The purpose of the strategic recruitment tactics that are utilised at the hotel chain is to achieve a diverse workforce that is indicative of the global nature of the clientele that Marriott International serves. It is possible for Marriott International to strengthen its capacity for innovation, cultural responsiveness, and flexibility to meet the varied requirements of its guests as a result of its dedication to diversity.
Discovering individuals who are in possession of the competencies and abilities that are necessary for attaining success in the hospitality industry is the objective of the selection process that is carried out at Marriott International. When candidates are reviewed as part of the competency-based selection process, they are evaluated based on specific behavioural and technical competencies that are relevant to the roles for which they are applying (Roslansky, 2021). Through this method, it is ensured that the individuals selected not only possess the required qualifications, but also exhibit the behaviours and traits that are in conformity with the standards of service that Marriott International has established.
In an effort to enhance the reliability and validity of the selection process, Marriott International employs structured interview methodologies in order to improve the selection process. During structured interviews, where candidates are asked a predetermined set of questions, the purpose of the interviews is to determine whether or not the candidates are qualified for the position that is being offered (Kanner, 2023). The utilisation of this tactic contributes to the elimination of subjectivity and prejudice in the evaluation process, so guaranteeing that the decisions regarding selection are based on criteria that are consistent and relevant.
It is important to note that the culture and values of the organisation that is being addressed are closely connected to the development of methods for managing human resources at Marriott International. In all aspect of human resource management, from workforce planning to recruitment and selection for employees, the emphasis on hospitality, delivering outstanding service to customers, and making a commitment to the development of employees are all covered (Neupane and Khanal, 2022, p. 58). Due to the fact that this relationship exists, human resource management is in a position to make a contribution to the establishment of a culture in the workplace that both reflects and strengthens the brand identity of Marriott International.
Marriott International's Human Resource Management department recognises that the development of employees is critical to the maintenance of a staff that is both well-trained and highly motivated. Training courses that develop employees' technical abilities, soft skills, and awareness of the hospitality sector are among the things that the hotel firm invests in with its employees. These programmes are among the things that staff members receive (McIlvane, 2019). This commitment to continuous development not only helps individual employees, but it also contributes to the overall level of service that Marriott hotels provide and increase the enjoyment that guests have while staying at these hotels.
Marriott International's strategic human resource management approaches focus on employee engagement and retention as their key areas of concentration. These methods go beyond recruitment and selection as the primary areas of concentrate. Marriott International has launched efforts that attempt to foster a joyful work environment, encourage a healthy balance between work and personal life, and offer opportunities for professional growth in response to the high turnover rate that is characteristic of the hospitality business. Due to the fact that Marriott International places a high priority on the health and happiness of its workforce, the company is able to enhance its staff retention rates and lower the costs that are associated with employee turnover. This is demonstrated by the numerous awards won by the Marriott brand (Marriott Careers, 2024)
There is a scarcity of trained personnel in the hospitality business, particularly in roles that need specific knowledge, which results in a number of problems. In order for Marriott International to be successful in overcoming these shortages, the company must regularly adapt its workforce planning methodology and recruitment strategies. In order to achieve this goal, it is possible to make investments in training programmes, establish collaborations with educational institutions, and investigate innovative alternatives to recruit and retain qualified individuals.
As a result of the ongoing development of technology, the department of human resource management at Marriott International is not only confronted with opportunities but also with difficult challenges. Technology has the ability to simplify recruiting procedures and provide important data insights; nevertheless, it also needs the constant adaptation and upgrading of the skills of the workforce. This is despite the fact that technology has the capacity to simplify recruitment methods. In order to make strategic development more effective through the use of technical advancements, HRM professionals need to stay up to date on these changes (Mohdzaini, 2023).
The Marriott International hotel brand is able to function effectively in a wide range of cultural contexts due to the fact that it is a global hotel association. In order to be effective, practices in human resource management need to be sensitive to cultural differences and flexible enough to accommodate the particular preferences of each location (Moody, 2019). The importance of cross-cultural training and diversity programmes cannot be overstated when it comes to ensuring that the workforce is not only diverse but also culturally competent. This is necessary in order to give excellent service to guests who come from a wide range of different backgrounds.
In conclusion it can be said that the progression of Human Resources Management at Marriott International hotels is a vital aspect that contributes significantly to the strategic growth of the brand. When it comes to Marriott International, the methods of human resource management are intertwined with the organization's culture, beliefs, and business plan. Including everything from workforce planning to decisions on recruitment and selection, this encompasses everything. Marriott International ensures that its staff is not just highly qualified and diverse, but also capable of providing guests with exceptional hospitality experiences by implementing strategic human resource management. This ensures that Marriott International is able to give its employees the best possible experiences (Gibbons, 2023). Marriott International uses human resource management as a strategic partner in order to accomplish its objectives and maintain its position as the industry leader in premium hospitality on a worldwide scale. As a result, the company is able to maintain its position at the forefront of competitiveness despite the ongoing transformation that the hospitality industry is experiencing.
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