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How The Evolution of Human Resources Management (HRM) Facilitates the Strategic Development of the Marriott International Brand Through Workforce Planning, Recruitment and Selection.
Human Resource Management (HRM) defines all the procedures intended to help the functioning of all stakeholders involved in a business, such as employees.  In recent years, the role of HRM has broadened to include many activities, including strategic workforce planning, recruitment and talent development, and employee engagement. This transition is meaningful because of the change in the view of employees as the assets of the business and their strategies that ought to be the same way as the enterprises' strategies to gain a competitive advantage. Marriott International, for instance, has implemented a talent force planning strategy that considers the unique skills and cultural backgrounds of its workforce in different countries. This strategy has proven effective in forecasting the number of talents needed and has contributed to the organisation's dominance in the hospitality industry. 
Human resource management (HRM) in the hospitality industry has experienced a rapid transformation, underscoring its importance and potential impact on organisational success. However, the historical perspective has often limited HRM to administrative functions such as scheduling and payroll management. As Armstrong and Taylor (2020, p. 76) point out, hospitality companies like Marriott International assert that HRM is the key driver of service excellence and culture building. Yet, the empirical evidence supporting these claims remains tentative. Similarly, the shift towards a more strategic HRM approach, as suggested by studies like Brewster and Söderström (2017, p. 51), may reflect market trends rather than actual improvements in talent acquisition, development, and retention strategies. Therefore, a comprehensive investigation into HRM's real contribution to organisational outcomes is necessary to assess its value in the hospitality industry.
According to Marriott (2020, p.55-56), the HRM processes of the company are shaped by a new business environment. Therefore, these processes need to be critically examined. The company has demonstrated a significant commitment to a comprehensive talent management strategy, but it's important to note that these initiatives are not without their challenges. For instance, the company's innovative recruitment strategy, such as campus recruitment drives and educational partnerships, may face difficulties attracting and retaining top talent in a highly competitive industry. Additionally, while Marriott stresses offering career pathways to employees, the actual implementation and effect of these career pathways on the efficacy and innovativeness of an organisation may be hindered by factors such as employee turnover and changing market demands.
As Marriot International highlights the importance of HRM functions in its business strategy, it is imperative to critically appraise the degree to which they are the primary driver of organisational success. The declaration of HRM's supreme significance is not based on empirical data which do not show its direct correlation with business outcomes (Stankevičiūtė and Savanevičienė, 2018, p. 17-21). Furthermore, human resource management is not only involved in the creation of an employer brand and a culture but also the extent to which its efforts directly contribute to service quality improvement and in the development of continuous improvement should be critically examined (Harney and Alkhalaf, 2020, p. 23-24). Additionally, the possibility of the data-based approach and predictive analytics to forecast future talent requirements may result in biases and limits that eventually lead to the low effectiveness of HRM strategies.
Although Marriott International's action-oriented approach toward eliminating workforce shortages seems laudable, the forecasting methods and strategic planning processes may have underlying flaws. Even though Marriott claims to use quantitative and qualitative insights from historical data, industry trends, and global benchmarks, they may need more depth and accuracy (Horak et al., 2019, p. 472). Besides, the Marriott approach focuses on proactive planning. However, it cannot consider the unique market and property factors and the subtleties, leading to the misalignment between the staffing levels and the actual demand (Cooke et al., p. 60). In comparison, even if Hilton takes a different approach, Marriott is still unable to cope with the depth and complexity of the hospitality industry due to the absence of a sophisticated strategy for tackling the competition.
Moreover, Marriott International's method seems all-inclusive through past data, performance metrics, and market research (Brewster and Söderström, 2017, p. 53). On the other hand, there are challenges that this strategy may experience, ranging from its overreliance on traditional methods and failure to integrate the latest technologies and tools for predictive analytics (Paauwe and Boon, 2018, p. 50). Additionally, though historical data, as well as market trends, can be helpful to inputs, they often do not consider the dynamic nature of the hospitality sector, which is susceptible to external factors like economic fluctuations and geopolitical events that can have a significant impact on the labour demand (Inman, O'Sullivan, and Murton, 2014, p. 188). For example, while Hilton Hotels takes a more blended approach to segmentation and market analysis, there is a vital sign that they have a much better and deeper understanding of customer demographics and regional preferences, which can facilitate the development of more precise workforce planning strategies. 
 However, forecasting labour supply and demand in internationally managed hotel companies is a crucial step, which entails a precise analysis as part of the optimal workforce utilisation (Burke, 2018, p. 25). The HRM is generally initiated by examining historical data and market trends. However, there are doubts over whether this method is sufficient to deal with emerging issues and changes in the global labour market (Bos-Nehles, Bondarouk and Labrenz, 2017, p. 520). In addition, using macroeconomic indicators as the sole basis may not consider other essential aspects like geopolitical risk and technological advancement that can change future labour force requirements (Horwitz, 2017, p.210). Scenario planning and sensitivity analysis are crucial activities in labour demand forecasting. However, talent pipeline analysis and succession planning should probably get more attention since they aim to address skill shortages and secure organisational resilience (Armstrong and Taylor, 2020, p. 210). In addition, recruitment strategies must be designed to consider the unique context of a diverse global environment, factoring in the differences between various geographic regions and cultural norms to ensure a thriving workforce.
 Although the company may utilise refined techniques to predict workplace demand, this process has limitations and challenges. However, data analysis with the use of multi-dimensional data, including historical data and market trends, may be limited in terms of forecast accuracy due to the unpredictability of external factors such as economic downturn or geopolitical instability (Tiwari, Srivastava and Kumar, 2019, p. 29). Marriott also ensures that it provides training and retention programs to its personnel. However, there might be some discrepancies between the skills needed by the market and the skills that the current workforce possesses, which can lead to inefficiency and skill gaps (Dundon and Rafferty, 2018, p.380). Furthermore, technology and data analytics can cause quantitative metrics to be over-emphasized while some qualitative factors are ignored. Therefore, Marriott's strategic integration of HRM into its planning systems might face problems in responding to the volatile and unpredictable nature of the hospitality business, which may call for constant refinement and adjustment of the system.
The hospitality industry has become very competitive, so strategic forecasting of employee demand and supply is essential for all operational efficiency and guest satisfaction (Sheehan, Grant, and Garavan, 2018, p. 28). In contrast, HRM is placed on the pedestal of a critical function for international accommodation providers such as Marriott International; however, some aspects still need to be fully understood in accurately forecasting workforce requirements (Inman, O'Sullivan, & Murton, 2014, p. 200). Though Marriott has cultured approaches like data analysis, market research, economics trend assessment, and more, it still has uncertainties in forecasting labour supply from external factors such as economic downturns, geopolitical tensions, and unforeseen crises (Ahammad, 2017, p. 420). Furthermore, strategic workforce planning and talent development measures may not necessarily ensure the reduction of high turnover rates, skills shortage, and workforce diversity problems, leading to possible workflow disruption and, consequently, poor guest experience. 
The human resource management (HRM) practices of Marriott International will face a significant challenge of achieving consistency across the different regions and cultures in which it operates and, therefore, a more locally specific approach to labour force planning (Gautam, 2023: p. 76). Though the company's emphasis on employee engagement and retention is a worthy thing to mention, it is vital to assess the success of these initiatives to ensure that they are the driving force behind sustainable growth for the business and increased guest satisfaction (Ojo, Tan, and Alias, 2022, p. 17). For instance, Marriott's global multi-branded business structure calls for a more sophisticated labour demand projection process than Hilton Hotels, which operates with a more straightforward structure and smaller geographic footprint. Hence, Marriott's workforce planning strategies should be more horizontally integrated throughout various regions and brands, and the effectiveness of communication channels and HRM systems should be the focus to allow for wise decision-making and resource allocation.
The process of recruitment and selection, staffed by Human Resource Managers (HRM), is vital for an international company to hire the most suitable employees to ensure its business goals are achieved. According to Pattanayak (2020, p. 255), many companies regularly follow a specific recruitment scheme with several stages. HR specialists classify skills and qualifications that fit each position. However, a company could apply advanced techniques to find highly qualified personnel, such as virtual career fairs and assessments (Aust, Matthews, and Muller-Camen, 2020, p. 200). Nevertheless, recruiting candidates is the first phase of Marriott International's employment procedure.
Marriott International's recruitment process involves several steps, such as evaluating resumes and online test scores, interviews, and assessments. These are done to ensure that the candidate has the necessary skills and is an excellent cultural fit (Mahadevan and Kilian-Yasin, 2017, p. 470). AI and video interviewing platforms are the way through which the company can ease the operation. However, they can accidentally introduce bias or overlook the crucial human elements that play a significant role in the proper selection (Bondarouk, Harms, and Lepak, 2017, p. 150). While these initiatives are prioritised, the debate is whether they are efficient in creating a diverse, inclusive, and prosperous business setting. On the other hand, the effect of recruitment policies on long-term employee retention and organisational performance needs to be studied as the hospitality industry keeps changing and employee expectations are getting higher.
The fact that Marriott International uses HR planning to direct its recruitment process may inadvertently lead to missing consideration of candidates who have valuable skills but need more specific language or experience criteria (Marchington et al., 2016, p. 200). The pre-employment screening process is more of a fit for culture and company values, which could result in similarity and, in the end, close creativity and innovation (Kukreja, 2020, p. 2503). However, the fact that technical skills and cultural alignment are prioritised could lead to ignoring other essential features, namely, adaptability and resilience, which are crucial in the contemporary business environment. As a result, Marriott's recruitment strategies could indirectly contribute to a lack of diversity in the workplace, thus hampering the organisation's ability to deal with the new problems and opportunities that may arise. Top of Form
Effective HRM at Marriott International is the most critical factor in the company's growth and development. The company's HRM planning functions as a helpful HR instrument for recruiting, selecting, and developing human resources that align with the company's goals and can meet changing organisational demands. Through the intelligent use of a broad range of staff recruitment techniques, with cultural fit being one of the critical aspects of the selection process, Marriott International creates a robust workforce. This workforce promotes innovation, boosts customer experience, and ensures Marriott's competitive advantage in the market. Boosting the internal position of the corporation to the status of a world leader in the hospitality industry is its dedication to creating a diverse and inclusive place of work. Hereafter, an effective strategic HR management of Marriott International will enable the company to be more assertive and agile in this data-driven market and maintain business fulfilment through uncertainties and opportunities.
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