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Introduction
Organizational leaders recognize HRM's pivotal role in cultivating ethical principles and culture, vital for employee behaviour and organizational performance. HRM practitioners are tasked with embedding ethics throughout HR functions and collaborating across the organization to ensure ethics are integral to broader actions, issues, and experiences. HRM affects how employees act and do their jobs. It includes things like deciding who to hire, how to train them, and how to manage their performance. It also involves how much they get paid, how they get along with each other, and planning for the future. These decisions impact motivation, productivity, and organizational success, contributing to competitiveness, quality, and customer satisfaction. (Sims and Bias, 2021, pp. 2-3). The essay delves into how Marriott International's HRM evolution facilitates its strategic development via workforce planning, recruitment, and selection. It explores HR's changing roles, strategic planning processes, and recruitment stages, emphasizing Marriott's approach and examples of its impact on business unit development. 
The evolution of HRM 
HRM has evolved from administrative tasks to a strategic function vital for organizational success. (Best and Yalezo, 2023, pp. 21435–21448). Marriott focuses on using smart systems to set prices and manage how much stuff they have in stock based on what customers are likely to want. This approach enhances competitiveness, increases market share, and maximizes hotel revenue. (1996 - 2024 Marriott International). Human resource functions include aligning with business strategy, re-engineering processes, listening to employees, and managing change. During a person's time working at a company, HR finds, trains, and helps them grow. They check how well they're doing and give them rewards based on that. (Obedgiu, 2017, pp.986-990). Marriott's evolution in HRM is evident through its global distribution platform, optimized to maximize occupancy worldwide at reduced costs. Leveraging tools like the Bonvoy loyalty program alongside a world-class website, multilingual call centres, and mobile applications, Marriott plans to attract guests from everywhere, like nearby areas, the whole region, and even other countries. They have skilled sales teams that offer smooth solutions to businesses. They use their size, ways to reach people, and personalized service to do this well. Strategic partnerships with third-party distribution channels complement Marriott's direct channels, driving value for owners and fostering growth. Also, Marriott makes sure that clients and people planning events only need to talk to one person. This helps build trust and makes things easier for everyone involved. (1996 - 2024 Marriott International). 
The Strategic Role of HR Functions

[bookmark: _Int_qGVFI5lR]Strategic management is like making a plan, putting it into action, and then checking to see if it worked in helping the organization reach its goals. (Tranter et all, 2014, p. 198). Strategies can be simultaneously captivating and puzzling in the business world. They involve distributing resources, setting policies, overseeing procedures, and delegating responsibilities to drive organizational evolution and achievement. (Wood, 2013, p.153). HR strategies outline how an organization integrates HRM policies with its business strategy and each other, articulating intentions for current and long-term HR practices. (Armstrong, 2008, p.54). For years, experts have stressed the importance of human resources planning for improving business performance and aligning with strategic objectives. Yet, despite the competitive global environment, HR planning often remains overlooked or misunderstood. HR planning encompasses staffing, growth, replacement, training, and program management. Effective planning involves integrating with strategic business plans and competency frameworks, not solely an HR department responsibility. Two common methods are standard planning, which projects staffing based on current configurations, and strategy-based planning, which aligns staffing with strategic objectives through analytical and goal-driven approaches. (Macaleer and Jones, 2003, pp. 14-20). HR experts tell the difference between employees who do well and those who do not. They look at specific situations and behaviours that make good employees stand out. Then, they use models that show what skills and qualities are important for the job. They use these models to hire, train, and decide how much to pay employees. (Storey, et all, 2009, p.165).
Marriott's strategic approach emphasizes the interaction between sales, revenue management, and marketing associates to drive topline results and RevPAR premiums. By utilizing industry-leading revenue management tools, Marriott continually refines strategies to adapt to changing market conditions. Moreover, the separation of sales from service allows on-property teams to focus on guest experience, enhancing customer satisfaction and loyalty. Overall, Marriott's strategic role in HR functions is evident in its ability to customize approaches and deliver top-line services tailored to unique needs. (Marriott International, 1996-2024). 
Strategic HR planning process 
Planning means deciding what goals a company wants to reach and figuring out the best strategies to get there. (Walker and Walker, 2014, p.606). HR strategic planning is a dynamic process aligning human resources with organizational goals. It emphasizes the development of superior management resources. Although challenges persist in implementing strategic HR planning, collaboration between line and HR managers fosters experimentation and continuous improvement. (Grundy, 1999, pp. 27-47). Strategic planning involves senior management creating long-term plans to guide an organization toward its mission and vision. This process identifies the organization's current position and desired future direction. Strategic planning is linked with strategic management, where planners decide what needs to be done, and management executes the plan. (Walker, 2021, p. 354).
Forecasting labour demand and supply
Forecasting labour demand and supply is integral to HR strategic planning, aligning human resources with organizational goals. It involves predicting future workforce needs and availability, utilizing historical data, market trends, and internal factors. Effective forecasting enables proactive workforce planning, ensuring the right talent is in place to meet organizational objectives while mitigating potential talent shortages or surpluses. Collaboration between line and HR managers is crucial for successful forecasting, fostering experimentation and continuous improvement. Despite challenges, strategic forecasting empowers organizations like Marriott International to optimize staffing levels, enhance competitiveness, and drive business success. 
Organizational structures have evolved significantly, with traditional approaches being reassessed to better support employees in accomplishing the organization's goals. The focus is on creating structures that are both efficient and flexible to adapt to today's dynamic environment. Managers face the challenge of designing structures that enable employees to perform their work efficiently and effectively. (Walker, 2021, p.368). 			
Goal setting and strategic planning
Goal setting and strategic planning involve defining objectives and outlining steps to achieve them. It is about deciding what the organization wants to accomplish and how it will get there. This process requires careful analysis of internal strengths and weaknesses, as well as external opportunities and threats. Goals should be specific, measurable, achievable, relevant, and time-bound (SMART). Strategic planning involves setting priorities, allocating resources effectively, and monitoring progress towards goals. By setting clear objectives and creating a roadmap for success, organizations can stay focused, make informed decisions, and achieve sustainable growth and success. It is integral to understanding internal and external factors, identifying opportunities, and mitigating risks. By comparing with competitors, companies gain insights into the competitive landscape, aiding in strategy formulation. (Walker, 2021, p.356). 
Program implementation and evaluation 
Implementation involves putting plans into action, deploying resources, and executing strategies effectively. It requires clear communication, coordination, and monitoring to ensure tasks are completed on time and within budget. Evaluation involves assessing the success of implemented programs against predetermined objectives. This includes gathering feedback, analysing performance metrics, and identifying areas for improvement. By evaluating program outcomes, organizations can measure their effectiveness, learn from successes and failures, and make informed adjustments to future strategies. Effective implementation and evaluation are essential for achieving organizational goals and driving continuous improvement. If a company talks directly to the people it wants to sell to, it can get a lot of helpful feedback about what those people want to buy. (Fifield, 1998, pp.167-169). 
Marriott's global distribution platform, innovative sales and marketing channels, technology, shared services, and industry-leading teams can be considered within the context of program implementation and evaluation. (Marriott International, 1996-2024).
The case study about Marriott Hotel highlights the strategic HR planning and execution, particularly in sales customization and revenue management. It exemplifies Marriott's strategic approach to adapting sales strategies to meet the unique needs of a specific property and market segment. The GM's decision to customize the sales support and hire an on-property Director of Sales demonstrates Marriott's emphasis on aligning talent with business objectives. Additionally, the success in exceeding group room night targets and driving F&B revenue highlights Marriott's ability to effectively leverage its resources and expertise to achieve business unit development. (Marriott International, 1996-2024). 
Another case study display Marriott's strategic HR planning and management contribute to business unit development by emphasizing its unmatched expertise and ethical approach, Marriott positions itself as a desirable employer, attracting and retaining top talent. This strategic focus on talent acquisition and retention results in significant benefits for owners, including cost savings and improved productivity. Marriott's high associate retention rate, which surpasses the industry average, underscores the effectiveness of its HR strategies in creating a positive work environment and fostering employee loyalty. Marriott's commitment to excellence in HR management enhances its reputation as a leading global hotel operator and drives business unit success. (Marriott International, 1996-2024). 					
Recruitment stages and selection process
Marriott facilitates business unit development through effective HR planning, recruitment, and selection processes. Marriott leverages its talent pipeline to quickly fill vacant positions despite widespread staffing shortages, highlighting their strategic approach to workforce management. Additionally, the partnership between the hotel's owner, GM, and Marriott's corporate and above-property teams highlights the collaborative effort in customizing sales and marketing strategies to drive results. By tapping into Marriott's resources and expertise, the hotel achieves smooth transitions and meets performance targets, underscoring the importance of HR planning and strategic alignment in business unit development. (Marriott International, 1996-2024). 
Marriott illustrates how the company leverages its strategic HR planning and execution to drive business unit development. Marriott emphasizes its ability to maximize topline results through a dedicated focus on sales, revenue management, and marketing. By separating sales from service, Marriott ensures that on-property teams can concentrate on delivering exceptional guest experiences. This strategic approach allows Marriott to provide continuous staff coverage, capturing the most leads and maximizing revenue potential. Furthermore, Marriott's commitment to customization based on the unique needs of each property highlights its agility in adapting HR strategies to drive business success. Overall, this example underscores Marriott's strategic HR planning and execution in facilitating business unit development and achieving operational excellence. (Marriott International, 1996-2024). 
In conclusion, Marriott Hotel's Human Resources Management (HRM) stands as a cornerstone of its success, evolving from a mere administrative function to a strategic partner in organizational growth. Through strategic workforce planning, recruitment, and selection, Marriott ensures it has the right people in the right roles, fostering employee satisfaction and driving customer experience. By aligning HR practices with business goals, Marriott remains competitive and adaptable, leveraging its workforce as a key asset. Moreover, Marriott's commitment to continuous improvement and flexibility enables it to navigate changing market conditions effectively. Marriott's HRM strategy underscores the importance of investing in people, highlighting how prioritizing employee satisfaction and development translates into operational excellence and sustained success in the hospitality industry.
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