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ESSAY 
At the heart of organizational success is Human Resources Management (HRM), which holds the key to building a vibrant workforce and driving future-oriented development. Amid the constant change in international business, HRM has experienced a metamorphosis, responding to the changing requirements of the global labor force while remaining consistent with the business objectives of organizations (Hughes, 2002). Workforce planning is an important function of HRM; it involves predicting and matching the supply and demand for human talent such that talent is located in the required position. Recruitment and selection are important aspects of human resource management because, through them, it is possible to access and acquire the best human talent in the market and integrate the same into an organization for success. These processes not only determine the characteristics of the worker resources but also play the function of the achievement of the strategic goals of the company (Gannon et al., 2015). This essay will investigate the case of Marriott International – a hospitality giant to understand HRM and strategic development. Marriott, which is renowned for its worldwide presence and commitment to quality, is an illustration of how HRM practices such as workforce planning, recruitment, and selection aid a multinational hotel brand in strategically expanding. We will analyze Marriott’s HRM evolution by looking at its strategic functions and its positive effect on the performance of the company worldwide. 
The Evolution of Human Resources Management (HRM) is a compelling study on the processes of organizational development and the need for managing human resources strategically. With time, HRM has developed from a reactive and administrative role to a strategic lever of organizational performance. In the early part of the twentieth century, which was marked by the Industrial Revolution the workers had to be managed and this marked the start of HRM. It was originally known as personnel management and was based on administrative functions and compliance. However, Hawthorne’s research in the 1920s shifted the paradigm (Nankervis, 1995). The studies revealed the need to ensure employee satisfaction and motivation, laying the ground for people management. During the twentieth century, HRM appeared as a separate field having shifted away from a personnel-oriented view, to a strategic and integrated one. Strategic HRM was caused by the evolution of the 1980s and 1990s (Davidson et al., 2011). HRM became an important part of organizational strategy, aligning human capital with business goals.  HRM has evolved rapidly in international business. Globalization changed HRM, requiring strategies that could handle varied cultures, legal systems, and workforce expectations. HRM became a crucial partner in managing a worldwide workforce, cross-cultural communication, and international labor norms. Technology and human-centeredness meet in HRM today. Data analytics, AI, and automation have transformed HRM in the digital age, streamlining procedures and improving decision-making (Serafini and Szamosi, 2015). HRM currently includes talent acquisition, retention, strategic workforce planning, organizational development, and employee experience management. 
Human resource management (HRM) in international hotel brands is the most vital function, it transcends the normal administrative functions and becomes a pillar of strategy. The strategic functions of HRM are closely integrated with the distinct features of the dynamic hospitality industry. HRM’s strategic functions associated with international hotel brands are quite complex. After the usual tasks of recruitment, training, and employee management, the HR role is a strategic one, whereby human capabilities are positioned about the overall business strategy (Nankervis, 1995). This balance is especially important in an environment where service quality and customer satisfaction have a key role to play in being successful. HR helps to support the entire business strategy by being a link between the organization’s goals and employees. This encompasses not only the immediate talent needs but also the prediction of future skills that will be required as the hotel brand expands and grows. The strategic importance of HRM is evident in its ability to build a talent pipeline that is adaptive, varied, and possesses relevant skills to face the changing needs of global hospitality (Gehrels and Suleri, 2016). 
A good case in point of strategic HR functions is the practices involving Hilton Worldwide. A global hotel brand, Hilton, positions HR as a partner that contributes to the achievement of the company’s business goals. The HR programs of the company extend beyond the usual functions of personnel management, including talent development, leadership succession, and creating a culture of continuous learning. By effective workforce planning, Hilton makes sure that its employees not only have the necessary skills but are culturally sensitive to meet the needs of the diverse international clientele that the business serves (Boselie et al., 2003). Additionally, Hilton’s commitment to employee engagement and well-being is consistent with its brand promise to create a great guest experience. HR functions also play a role in growing a workforce that is not only skillful but also emotionally committed to the brand’s values by investing in thorough training programs, employee recognition, and career development opportunities (Gohar et al., 2019). 
Systematic HR planning is intended to help an organization’s human resources align with organizational objectives and ensure that staff can handle existing and future challenges. The components of strategic HR planning encompass a systemic approach to managing talent. First of all, a primary aspect of strategic HR planning is labor demand and supply projection. This involves looking into history, sector dynamics, and organizational goals, to estimate the number and type of talent needed. Because of divergent demand oscillations from tourists as exhibited by seasonality, which is common in the international hotel industry, accurate forecasting becomes essential (Yusoff et al., 2020). By predicting the cyclical pattern of labor demand, the hotels can act in a proactive way to meet staffing requirements so that they can deliver optimal efficiency and superior quality services. 
Strategic methods include goal setting and strategic planning. This step is the alignment of HR goals to the organization’s goals. This may translate in terms of international hotels aspects of developments including opening up of new markets, new services, and cultural dimensions in various geographic regions across the world. Through the linkage of HR goals with organizational objectives, hotels can be assured that the workforce is effectively utilized in line with organizational objectives of brand achievement. Lastly, implementation and assessment represent the operational and response phases of strategic HR planning. HR program implementation involves the accomplishment of recruitment, training, and development activities (Gannon et al., 2010). 
The organizational function manifests itself through goal setting and strategic planning as the primary mileposts of such successful operations. First, these factors play an important role in the development of HRM practice, especially when talking about international hotels, where a great deal of caution is needed due to the combination of cultures, varying demands, and dynamics of the industry. HRM goal setting is not limited to defining and setting targets but is a barrier that guides the working force in the general direction of the whole organization. In the said strategic orientation, the goal-setting methods in the international hotel industry of HR should have both quantifiable measures along with qualitative aspects like cultural sensitivity, language ability, and customer-centric skills (Tiwari et al., 2019). 
HRM is also a result of strategic planning and goal setting. It also entails the development of a compliant HR map. This may include initiatives such as increasing employee commitment, diversity and inclusion, and global resilience. The HRM services are on the business objectives that motivate strategy. HR programs in international hotels allow strategic vision to be put into practice and results to be achieved (Sarwar et al., 2022). Implementation entails recruitment, training, and personnel development. Thus, in a globalized market, HR programs should be responsive to diverse cultures. Evaluation measures the effectiveness of the program in HRM Therefore, employee performance, satisfaction, and retention rates are analyzed to ensure that plans address the evolving expectations of the global hospitality industry (Tiwari et al., 2019). 
The recruitment and selection process in Human Resource Management is one of the important stages in the formation of a workforce of an organization. In the world of international hotel chains, in which quality of service and cultural compatibility is critical, a rigorous approach to selection is essential. The recruitment process proceeds in several stages starting from workforce planning and determining staff requirements (Kweku Otoo, 2018). After that, a comprehensive job analysis is carried out, which allows for defining roles and duties; then, the development of compelling job descriptions takes place. At this stage, candidates are sourced through channels like online job boards, social media, and industry networks (Mcgunnigle and Jameson, 2000). When prospective applicants are identified, the selection process commences. 
Good recruitment methods are required by international hotel brands. A diversified approach is used by Four Seasons Hotels and Resorts. Four Seasons is considered to be the company that hires hospitality and personalized services fanatics. The brand presents its unusual work culture through its website and social media to appeal to candidates who share its values. Four Seasons also hires on campuses and has global partnerships with hospitality schools to draw new talent. Staff selection is not just limited to interviews by international hotel brands. It measures technical and interpersonal skills necessary for guest engagement. Assessment tools include role plays, practical demonstrations, and situational judgment tests (Tsaur and Lin, 2004). The selection process prioritizes adaptability, cultural sensitivity, and language fluency to support the strategic goals of the hotel brand. The methods of recruitment and selection used by The 
Ritz-Carlton are effective. The brand has “Gold Standards,” which are service standards and norms for the staff. In hiring, the Ritz-Carlton evaluates candidates for their technical competencies and service standards (Maxwell and Watson, 2006). This guarantees that the selected candidates fulfill job qualifications and improve brand experience. 
Marriott International, one of the biggest global hospitality companies, serves as the epitome of the best HRM practices within the international hotel sector. Marriott, with its immense portfolio of brands, is the focus of the study as an excellent, innovative, culturally sensitive company that fits the HR planning, recruitment, and selection processes. HR planning as practiced by Marriott is driven by an affordable farsightedness that matches its global capacity. Workforce planning for the company includes a detailed analysis of market trends, customer demands, and new travel locations (Becker and Wang, 2016). By predicting labor requirements and pre-empting the changing requirements of the dynamic hospitality scenery, Marriott emerges as a champion of the industry. This preventive intervention enables the brand to make its recruitment drives and training programs responsive to contemporary and future needs (Hoque, 1995). 
Marriott International utilizes a range of recruitment strategies that are responsive to the evolving nature of the global workforce. With its robust employer brand, Marriott attracts human resources through different channels such as the Marriott careers website, social media networks, and partnerships among others. The brand’s diversity and inclusion policy can be observed through its efforts to recruit employees from the diverse communities where it operates (Ishaq et al., 2023). Marriott’s has the distinct way of selection methods used during the hiring process. In addition to the regular interviews, this brand uses assessment centers, skills testing, and behavioral interviews to make sure that apart from the technical competencies necessary for the position candidates also possess the interpersonal skills needed in delivering outstanding guest experiences. 
This consistency with the strategic vision is apparent from Marriott’s focus on finding employees based on core values such that they mate People focus, Excellence, Change, and Doing the Right Things Right (Nickson, 2013). 
In conclusion, the transformation of HRM strategic functions in the menu of the hotel industry across the world, with a focus on Marriott International, has been an enlightening adventure. Established through significant milestones and adaptive changes, the development of HRM epitomizes its centrality in determining organizational performance. The strategic roles of HRM are also prominent, specifically in workforce planning, recruitment, and selection, and act as growth drivers of Marriott International. The workforce distribution of the brand is effectuated by its farsighted HR planning, giving it the ability to adjust quickly to changing market conditions. The recruitment tactics employed by Marriott focused on diversity and cultural compatibility, attest to the company’s efforts in creating a workforce capable of meeting the high standards of hospitality that the world has come to expect. The recruiting process based on thorough assessments makes sure that the recruited candidates are skilled, but they also value the brand’s key principles. Marriott’s position as a global leader with a reputation for great service is the result of the influence that strategic HRM functions have had on the organization’s performance. The successful story of the brand highlights the importance of HRM in navigating through the complicated plural setting of the global hotel industry. For strategic development thus, HRM in hotels turns not only into an administrative efficiency function but into a propellant for creating brand identities, triggering innovations, and ensuring steady success oriented towards global competition. Indeed, the weight of HRM as a strategic partner is indisputable in guiding the hotel industry to new heights of perfection. 
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