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1. Introduction 
HRM ensures that the organisation's people resources are managed and aligned with its goals. This obligation significantly affects the strategic expansion of the global hotel brand (Gannon, Roper and Doherty, 2015). Just make sure human resources are managed well. The phrase "human resource management" (HRM) encompasses many tasks, including recruiting and managing people. These responsibilities involve workforce planning, recruitment, selection, training, and performance management. These functions are essential to creating an attractive workplace, recruiting and retaining talented employees, and increasing the company's success (Schweyer, 2004). Human resource management, or HRM, requires a company to manage its employees to achieve its goals strategically. Workforce planning forecasts future staffing needs and ensures a company has the right people in the right jobs at the right time. Organisational context is where this happens. Candidates' qualifications, talents, and experiences are assessed while hiring for specific tasks. This evaluation is part of the procedure. This examination will determine if candidates are qualified for the posts. Recruitment involves finding, recruiting, and choosing qualified candidates (Cimatti, 2016). This essay will explain how the evolution of HRM has shaped the strategic development of Marriott International. The historical evolution of HRM within the organisation is examined, followed by an analysis of its strategic role in workforce planning, recruitment, and selection processes. Through a comprehensive review of HRM practices at Marriott International, this essay will elucidate the impact of strategic HRM functions on the organisation's growth and success in the highly competitive hotel industry.
2. Main Body
2.1. Evolution of HRM in Marriott International 
Marriott International's commitment to its employees has led to significant HRM changes throughout its history. The organisation has adopted a strategic approach to HRM instead of traditional methods. Marriott's HR department started with administrative tasks (CG Davidson, McPhail and Barry,, 2011). The corporation had to process payroll, manage benefits, and comply with labor laws. Instead of strategic workforce management, records preservation and legal compliance were prioritised. While the hospitality sector was revolutionising and globalisation presented new challenges, Marriott understood the need to align its human resource management with its business aims (Singh and Tewari, 2013). Marriott International's most significant HR management milestones and adaptations demonstrate the company's flexibility to adapt to changing business conditions and hospitality sector trends. Marriott has recognised the importance of employee empowerment in customer satisfaction and loyalty to attain a milestone (Ivanova, 2016). Thus, Marriott Bonvoy and associate training programs were created to improve visitors' experiences by providing excellent service. Marriott's focus on people development and succession planning is another significant change in its HR strategy (CG Davidson, McPhail, and Barry, 2011). Marriott has spent heavily on leadership development and talent pipelines to build internal leaders. Marriott's commitment to building a diverse, inclusive workforce that can innovate and address industry issues is evident in this move (Korjala, 2013). This shift is crucial because of this. As another point of interest, Marriott's HRM processes have changed significantly due to technology-driven HR solutions. Using systems like My HR and Learning Management Systems has simplified HR procedures, improved efficiency, and empowered employees to take charge of their professional advancement. These platforms provided these benefits. Implementing these platforms achieved these goals. Marriott International's transformation of HR into a strategic business partner shows a fundamental shift in HR's role (London and Smither, 1999). Human resources used to be a support function, but now they help organisations succeed. This development occurred after human resources handed authority to a critical business partner. Marriott's human resources strategy now encompasses talent management, company culture, and corporate goals. 
2.2 Historical Overview of HRM at Marriott International
	According to its historical review, Marriott International has transitioned from traditional to strategic human resource management. This covers strategic versus traditional tactics (Boella and Goss-Turner, 2013). This path shows the organization's adaptability and devotion to succeeding in personnel and human resources management. In Marriott's early years, human resource management focused on administrative duties (Boella and Goss-Turner, 2013). Payroll, staff records, and labor regulations were among these tasks. This event may explain Marriott's evolution. However, the organization's HR strategy changed alongside its expansion and diversification. Marriott has established human resources departments, developed training and development programs, and installed performance management systems (Wernick and Von Glinow, 2012). These programs caused a shift towards strategic HRM. This strategy focused on talent, engagement, and retention from the start, not just administrative tasks. Marriott eventually realized the importance of linking human resources with company goals. This was new to them. Marriott, a hotel chain, has tried to leverage its people resources to compete (Ulrich and Lake, 1991). This attempt produced human resources management strategies. This shift in strategy needed a deeper integration of human resource management with business strategy. Thus, HR professionals were more proactive in driving company performance. It was necessary due to the change. This was crucial to reaching goals. Marriott's HR strategy includes several initiatives. These programs boost staff engagement and performance (Hassanein, and Özgit, 2022). These activities aim to boost employee engagement and performance. Performance management systems recognise and reward high performers, talent acquisition strategies recruit top personnel, and staff development programs enhance skills and promote careers. These are some examples. Marriott's commitment to diversity, fairness, and inclusion has become increasingly apparent in its HR administration (Selin, 2022). Since the diversity of viewpoints and backgrounds encourages innovation and creativity, the organisation has begun to establish a diverse and inclusive workplace culture. These exercises promote creativity and innovation. These projects foster creativity and innovation.
2.3 Strategic HR Planning at Marriott International 
At Marriott International, strategic human resource planning combines several vital components to connect employee strengths with company goals. Labour demand and supply estimates are crucial. To attain this purpose, future personnel needs must be estimated using many characteristics (Cheese, Thomas and Craig, 2007). The company's expected growth, industry trends, and employee demographics fall under this area. Marriott also uses data-driven analytics and algorithms to estimate workforce needs. The organisation can ensure sufficient staff levels to meet operational requirements while limiting excess capacity (Haralambides, 2002). Additionally, Marriott's strategic planning for human resource management includes setting goals. Marriott sets defined and quantifiable goals to achieve its strategic goals. These goals should also be measurable. These goals relate to hiring, retaining, and developing people. The company aims to boost visitor satisfaction, market visibility, and revenue. These goals support the organisation's overall goals. Marriott's human resources team learns responsibility and focus through goal-setting. This increases the likelihood that employee initiatives will directly benefit the company (Enz and Siguaw, 2000). Marriott's strategic human resources planning involves program implementation, which is critical. Marriott starts executing specific initiatives to meet targets and solve staff skills gaps quickly (Enz and Siguaw, 2000). This occurs after setting goals and strategies and shortly after the procedure. These initiatives offer several opportunities. Diversity and inclusion, performance management, training, and hiring are examples. Other examples include diversity and inclusion activities. Marriott aims to maximise employee performance, increase employee engagement, and foster a culture of continuous improvement (Neupane and Khanal, 2022.). Marriott International must plan its staff well to achieve its strategic goals. It ensures the company has the right staff at the right time and place. Marriott's ability to effectively forecast labor demand and supply allows it to anticipate and resolve talent shortages and surpluses. Marriott uses a proactive approach to maximise resource allocation, decrease recruitment costs, and maintain service quality (CG Davidson, McPhail and Barry, 2011). This boosts the company's operational efficiency and consumer satisfaction with its products and services. Workforce planning helps Marriott adapt faster to changing market conditions and rising corporate prospects. Marriott can quickly deploy personnel to support new projects or enter new markets by connecting workforce capabilities with company ambitions (Wickham, French and Wong, 2020). Thus, the company can be nimbler and more responsive, giving it an advantage over competitors. 
[bookmark: _Hlk166491452]2.4 Recruitment and Selection at Marriott International 
Marriott International prioritises recruitment and selection while building a high-performing staff. Marriott recruits and hires elite professionals with the skills, talents, and cultural compatibility to drive company success. We do this through recruitment and selection (Silzer and Church, 2010). This is achieved by efficiently recruiting and choosing top talent. Outstanding performers boost productivity, customer happiness, and company performance. Marriott recruits and selects people from diverse backgrounds. The corporation does this to stay competitive. This creates a vibrant and friendly workplace that encourages creativity and innovation by giving people a chance to contribute. Marriott International rigorously recruits, evaluates, and onboard the best candidates. Marriott International follows this approach for recruitment and selection (Turner and Kalman, 2014). Various channels are used to attract a large pool of people during sourcing. This category includes online job boards, social media, employee referrals, and recruitment events. Marriott's employer brand and reputation as a premium employer attract the brightest and most intelligent people worldwide. After sourcing applications, screening will begin. Candidates' applications and resumes are assessed at this step to see if they are qualified, experienced, and fit for the job. Through application monitoring and screening technology, Marriott manages candidate pipelines and finds great candidates (Micic and Radosavac, 2018). Cognitive tests, personality assessments, and skill evaluations may be performed during this stage to examine candidates' fit for the role and firm before they are hired. This ensures we hire the best candidates. This is done to ensure that applicants are qualified. Candidates who fulfill the standards undergo more rigorous exams during the evaluation process. Assessment centers, interviews, role plays, and case studies can evaluate a person. Candidates who prove they satisfy the standards move on to the evaluation step after screening (McGurk, Carr and McGurk, 1993). Marriott uses behavioral interviews and competency-based assessments to assess candidates' skills and determine if they fit the company's values and culture. This is done to provide candidates with the best experience. By taking this step, Marriott will better understand its employees' strengths and potential. 
[bookmark: _Hlk166491572]2.5 Implementation of HR Strategies at Marriott International  
Marriott International's many departments and locations must collaborate to implement human resource plans (Boella and Goss-Turner, 2013). This ensures that HR strategies match the company's aims and objectives. The HR strategies are integrated into the organisation's overall plan and disseminated to departments and teams through transparent communication channels and change management activities (Neill, 2018). Marriott equips managers and employees at all levels with the tools to implement human resources objectives by fostering accountability and ownership. Many attributes fall under this category. These include training and development, performance reviews and targets, and technology to expedite HR procedures and improve efficiency (Schuler and MacMillan, 1984). Marriott also prioritises cultural alignment and employee involvement when implementing its HR strategy. Marriott understands these two variables' importance. This helps employees feel like they belong and work hard, which helps the employee company succeed.
Marriott International must periodically examine and modify its human resources strategy to adapt to market and business changes. This is because market and company expectations change. Regularly monitoring and reviewing HR metrics, including employee turnover, engagement, and performance, can reveal HR program efficacy and suggest areas for improvement (Burnett and Lisk, 2021). These measures include staff turnover, engagement, and performance. Marriott uses several employee feedback platforms to obtain input on HR initiatives and policies. This category includes surveys, focus groups, and performance reviews, but not all. The study of this input, which influences decision-making and strategy refinement, reveals organisational patterns, gaps, and improvement opportunities. Marriott also stays abreast of company developments and the best HR practices. The company compares its performance to that of its competitors and leading companies to ensure its continued development and competitive advantage (Porter, 2011). Marriott International employs several methods to evaluate and adjust its human resources initiatives. Frequent audits and reviews are crucial to ensure that HR processes and procedures meet internal and statutory standards. 
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3. Conclusion 
Strategic HRM has replaced more conventional approaches at Marriott International. As a result, HR initiatives are providing more and more backing for business objectives and top-level planning. As a result, HR practices at Marriott International have evolved. Among the other noteworthy achievements is the recognition of HR departments as vital company associates. Two further noteworthy accomplishments are the integration of HR practices into the company plan and the emphasis on worker development and involvement. Marriott's path to strategic HRM exemplifies how HR plays a pivotal role in driving business success via talent development and efficient workforce management. This direction was set by the Marriott brand. The success of Marriott International's business depends on its people planning, recruiting, and selection procedures. Marriott can ensure it has the correct staff to achieve its current and future business objectives through proactive people planning. The ability to attract and keep talented individuals is a competitive advantage that the business can achieve through its recruiting and selection processes. Marriott can accelerate its corporate expansion and keep its advantage in the hospitality industry by effectively managing its staff. Employees are pleased since this allows the business to boost productivity, creativity, and happiness among its clientele. The competitive advantage and success of Marriott International are impacted by the strategic human resource management initiatives taken by the company. If Marriott can get its HR policies and procedures in line with its business objectives, it may be able to use its human capital to its advantage. 
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