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Evolution of Human Resources Management and Its Strategic Facilitation at Marriot Hotels


Introduction
Human Resource Management (HRM) has emerged as a critical strategic function in contemporary organisations, driving success and competitive advantage through people-centred strategies (Boxall & Purcell, 2011). Within the hospitality sector, where service excellence and customer satisfaction are fundamental, aligning HRM practices with organisational goals is essential for delivering quality experiences and achieving growth (Woods & Schuster, 2006). This essay examines HRM at Marriott Hotels, a global hospitality leader renowned for its commitment to employee engagement and service excellence, to elucidate how strategic HRM practices contribute to Marriott’s development, competitiveness, and sustainable growth.
Main Body
The Strategic Role of HRM
In today’s competitive business landscape, HRM plays a strategic role, particularly in hospitality organisations like Marriott Hotels. Strategic HRM is the alignment of HR practices with business goals, which enhances performance, fosters innovation, and provides a competitive edge (Delery & Doty, 1996). Marriott recognises that organisational success is tightly linked to workforce quality and HR’s capacity to attract, develop, and retain top talent essential to its long-term objectives (Snape et al., 1994).
Facilitating Strategic Development at Marriott Hotels
Marriott Hotels have integrated several HRM practices to drive strategic development. Key areas include:
Talent Acquisition and Recruitment
Marriott emphasises recruiting individuals aligned with its core values, which supports strategic objectives by ensuring new hires embody company culture and can contribute effectively. Leveraging social media and talent analytics, Marriott targets candidates with essential skills, competencies, and cultural fit (Collings & Mellahi, 2009). HRM professionals lead these initiatives, strategically sourcing talent to build a skilled workforce capable of supporting Marriott’s growth (Vaiman et al., 2012).
Training and Development
A significant investment in employee training and development is another hallmark of Marriott’s HRM strategy. Comprehensive training programmes, leadership initiatives, and continuous learning opportunities equip employees to meet evolving business demands and develop their potential (Jackson et al., 2014). This approach fosters employee commitment and enhances leadership capacity, which is crucial for operational success and sustained growth (Garavan et al., 2006).
Performance Management
Performance management at Marriott is designed to align individual and organisational objectives, fostering accountability and engagement. Setting clear goals, providing regular feedback, and recognising high performance are central to Marriott’s approach (Aguinis, 2019). Marriott’s HRM collaborates with managers to conduct evaluations, promote accountability, and address any performance challenges promptly (Pulakos et al., 2015). This structured feedback process is essential for reinforcing Marriott’s service excellence standards.
Employee Engagement and Recognition
Recognising the importance of engaged employees, Marriott prioritises employee recognition and wellness initiatives to create a motivating and supportive work culture. Through regular feedback, recognition programmes, and wellness initiatives, Marriott enhances productivity and fosters a positive work environment, directly linking employee satisfaction with customer satisfaction (Bakker & Demerouti, 2008). Marriott’s HRM leads initiatives that promote morale and camaraderie, creating an inclusive environment where employees feel valued.
Diversity and Inclusion
Diversity and inclusion are core principles at Marriott, which cultivates a workplace that embraces different backgrounds, perspectives, and experiences. Marriott’s commitment to diversity fosters a creative, innovative environment that leverages varied perspectives to drive service excellence and adapt to global markets (Thomas, 1990). HRM professionals at Marriott ensure equal opportunity through diversity-focused recruitment and training, reinforcing Marriott’s inclusive ethos.
Succession Planning
To sustain long-term competitiveness, Marriott implements succession planning, identifying high-potential employees and offering development opportunities to groom future leaders (Rothwell, 2010). Succession planning supports continuity in leadership, which is vital for Marriott’s sustained success. Programmes like mentorship and leadership development are critical tools Marriott uses to prepare internal candidates for advancing roles, thereby ensuring a smooth leadership transition.
Strategic Human Resources Planning at Marriott Hotels
Strategic HR planning allows Marriott to align HR practices with corporate objectives, anticipating future talent needs. Key processes include:
Understanding Business Objectives
Marriott’s HR planning starts with a thorough understanding of the company’s strategic objectives. HR leaders collaborate with management to ensure HR practices align with Marriott’s long-term growth goals (Ulrich, 1997). By aligning HR with Marriott’s vision and priorities, HRM contributes directly to the company’s success.
Assessing Current Workforce Capability
Marriott assesses its workforce to identify skill gaps and areas for improvement. This involves a demographic and competency analysis of existing employees, enabling Marriott to identify gaps between current capabilities and those needed to achieve strategic objectives (Wright & Snell, 1998).
Forecasting Workforce Demand
Based on business objectives, HR forecasts workforce needs, considering expansion, turnover, and market changes. Forecasting helps Marriott prepare for future talent requirements, ensuring it has the skills needed to meet organisational objectives (Huselid, 1995).
Identifying Talent Needs
Defining talent needs is essential for meeting strategic objectives. Marriott specifies the skills and competencies required, focusing recruitment and training on acquiring and developing these talents to maintain operational excellence (Barney & Wright, 1998).
Developing a Talent Pipeline
Developing a robust talent pipeline ensures a steady flow of skilled professionals. Marriott’s investment in training, leadership initiatives, and succession planning supports workforce continuity and prepares employees for advancement (McDonnell et al., 2010).
Performance Management and Feedback
Performance management is integral to Marriott’s HR strategy, aligning individual performance with company objectives. Feedback and evaluations empower employees to meet potential and organisational goals (Armstrong, 2006).
Monitoring and Adjusting
Marriott’s HR planning is dynamic, allowing adjustments in response to business and market changes. This agility enables Marriott to respond to challenges and seize new opportunities, reinforcing its industry leadership (Boxall & Purcell, 2011).
Conclusion
Strategic HR planning is essential for Marriott Hotels, aligning HR practices with business goals and ensuring a skilled, engaged workforce capable of supporting long-term growth. Marriott’s investment in talent acquisition, development, and employee engagement demonstrates HRM’s role as a strategic partner. This alignment of HR with Marriott’s vision enables the company to remain agile, innovative, and competitive in the hospitality industry, securing its position as a global leader.
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