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In the dynamic landscape of the hospitality industry, the strategic role of Human Resources Management (HRM) is paramount for any international hotel brands in order to thrive and grow. This essay delves into the evolution of HRM and its facilitation of strategic development for Marriot International hotel brand and explores how HRM practices contribute to business unit development and overall success within the global hospitality sector (https://www.customer1st.co.uk).
The evolution of HRM within Marriott International reflects a journey from traditional administrative functions to strategic business partnership. As one of the world's largest and most recognizable hotel brands, Marriott has demonstrated a commitment to leveraging its human capital to drive innovation, enhance guest experiences, and maintain a competitive edge in the global hospitality industry.
Marriott's HRM evolution can be traced back to its early days, where HR primarily focused on personnel management tasks such as payroll, benefits administration and compliance. However, as Marriott expanded its global footprint and diversified its portfolio of brands, the role of HR began to evolve. It transitioned from a predominantly administrative function to a strategic partner in organizational decision-making.
One significant aspect of Marriott's HRM evolution is its strategic alignment with business goals and objectives. As Marriott pursued aggressive growth strategies, including mergers and acquisitions, HR played a crucial role in integrating diverse workforces and cultures. This involved developing HR policies and programs that fostered collaboration, communication, and cultural sensitivity across the organization.
Moreover, Marriott's HRM evolution is characterized by a shift towards talent management and development. Recognizing the importance of attracting, retaining, and developing top talent, Marriott invested in initiatives such as leadership development programs, performance management systems, and employee engagement surveys. These efforts aimed to nurture a high-performance culture and ensure that Marriott's workforce remained agile and adaptable in an ever-changing marketplace.
Another significant aspect of Marriott's HRM evolution is its embrace of technology and data analytics. With advancements in HR technology and the proliferation of data-driven decision-making, Marriott has leveraged tools such as HRIS (Human Resources Information Systems), predictive analytics, and workforce planning software to optimize HR processes and enhance decision-making. This enables Marriott to anticipate future talent needs, identify skill gaps, and develop targeted recruitment and retention strategies.
Furthermore, Marriott's HRM evolution encompasses a strong focus on diversity, equity, and inclusion (DEI). In response to changing societal norms and expectations, Marriott has prioritized creating a diverse and inclusive workplace where all employees feel valued and respected. This includes implementing diversity training programs, establishing employee resource groups, and setting measurable goals to increase representation of underrepresented groups at all levels of the organization.
Overall, Marriott's HRM evolution reflects a journey towards strategic partnership, talent management, technology adoption, and diversity and inclusion. By aligning HR initiatives with business objectives and investing in the development of its workforce, Marriott has positioned itself as a leader in the hospitality industry, capable of adapting to evolving market dynamics and delivering exceptional guest experiences worldwide. (Armstrong, M., & Taylor, S. (2020). Armstrong’s handbook of human resource management practice (15th ed.). KoganPage.)
Also, as a global leader in the hospitality industry, Marriott International, exemplifies the strategic role of Human Resources functions in driving organizational success and maintaining a competitive edge. The strategic functions of HR at Marriott extend beyond traditional administrative tasks to encompass strategic planning, talent management, organizational development, and cultural integration. We will take a closer look at how HR functions strategically within Marriott International:
HR plays a pivotal role in identifying, attracting, and retaining top talent across Marriott's vast network of properties worldwide through talent acquisition and management. Through strategic workforce planning, HR anticipates future talent needs based on market trends, business growth projections, and evolving guest preferences. This involves collaborating with hiring managers to define job roles, competencies, and recruitment strategies tailored to each property's unique needs. Marriott's emphasis on talent management extends to ongoing development, performance management, and succession planning to ensure a pipeline of skilled leaders ready to drive the company forward.
Also, HR at Marriott is dedicated to fostering a culture of employee engagement and satisfaction, recognizing that engaged employees are essential to delivering exceptional guest experiences. Through initiatives such as employee recognition programs, wellness initiatives, and career development opportunities (https://careers.marriott.com/en-GB/, https://careers.marriottvacationsworldwide.com/), HR ensures that Marriott employees feel valued, motivated, and invested in the company's success. Moreover, HR plays a crucial role in shaping the employee experience from recruitment through onboarding and beyond, creating a positive and inclusive work environment that reflects Marriott's core values and brand identity.
 	Another important mention here is Marriott's commitment to continuous learning and development. HR partners with business leaders to design and implement training programs that enhance employee skills, knowledge, and competencies aligned with Marriott's strategic priorities. This includes leadership development programs, technical training, and cross-functional learning opportunities to empower employees to succeed in their roles and contribute to Marriott's long-term growth and success. Additionally, HR leverages technology and innovative learning platforms to deliver personalized, accessible, and engaging training experiences to a diverse workforce dispersed across the globe.
In the latest years, HR plays a pivotal role in advancing Marriott's commitment to diversity, equity, and inclusion throughout the organization. This involves developing and implementing DEI initiatives, policies, and programs that promote a diverse workforce, foster an inclusive workplace culture, and drive equity in all aspects of employment. From recruitment and talent development to leadership representation and community engagement, HR works collaboratively with stakeholders to embed DEI principles into Marriott's DNA, reflecting the diversity of its guests and the communities it serves.
But most importantly, HR functions strategically by aligning HR initiatives with Marriott's overall business strategy and objectives. HR collaborates with senior leadership to identify human capital priorities, anticipate future workforce needs, and develop HR strategies that support Marriott's growth, innovation, and competitive positioning in the marketplace. 
Referring to the strategic HR planning we know that it is essential for Marriott International to anticipate and address its human capital needs in alignment with its overall business strategy. This process involves forecasting labor demand and supply, setting strategic goals, and implementing and evaluating HR programs to ensure organizational effectiveness and success. And there is a way in which Marriott International approaches each aspect of the strategic HR planning process:
Firstly, it utilizes a data-driven approach to forecast labor demand and supply. This involves analyzing historical trends, market dynamics, and business projections to anticipate future workforce needs across its global portfolio of properties. Factors such as seasonality, market trends, and emerging industry developments are taken into account to accurately predict fluctuations in labor demand. Additionally, Marriott leverages workforce planning tools and predictive analytics to identify potential skill gaps and talent shortages in specific regions or job roles. By forecasting labor demand and supply, Marriott can proactively recruit, train, and deploy talent to meet business needs while optimizing resource allocation and cost management.
Secondly, they integrate HR goals into its broader strategic planning process to ensure alignment with organizational objectives. These goals may include expanding into new markets, improving operational efficiency, enhancing service quality, or fostering a diverse and inclusive workplace culture. By aligning HR goals with Marriott's strategic priorities, HR ensures that its initiatives contribute directly to the company's overall success and long-term sustainability.
Once strategic goals are established, they implement HR programs and initiatives to support their achievement. This may involve launching recruitment campaigns, developing training programs, implementing performance management systems or introducing employee engagement initiatives. Throughout the implementation process, Marriott emphasizes communication, collaboration, and stakeholder engagement to ensure buy-in and alignment with organizational objectives. Moreover, Marriott continuously evaluates the effectiveness of its HR programs (Torrington, D, Hall, L, Atkinson, C, & Taylor, S (2020), Human Resource Management) through metrics such as employee retention rates, performance metrics, guest satisfaction scores, and financial performance indicators. By collecting and analyzing data on program outcomes, Marriott can identify areas for improvement, make data-driven decisions, and adjust its HR strategies accordingly to maximize impact and drive continuous improvement.
Lastly, we will discuss Marriott International recruitment stages and selection process which are designed to identify candidates who not only possess the necessary skills and qualifications but also align with the company's core values, brand identity, and commitment to excellence in hospitality. 
Before initiating the recruitment process, Marriott conducts a thorough job analysis to identify the specific skills, competencies, and qualifications required for each position. This involves collaborating with hiring managers to define job roles, responsibilities, and performance expectations. Once that is sorted, Marriott employs a variety of channels to source candidates, including online job boards, social media platforms, recruitment agencies, career fairs, and employee referrals. By casting a wide net and leveraging both traditional and digital recruitment channels, Marriott ensures access to a diverse pool of talent. Once applications are received, Marriott conducts initial screening and shortlisting to identify candidates who meet the minimum qualifications and requirements for the position. This may involve reviewing resumes, conducting preliminary interviews, and assessing candidates against predetermined criteria. Shortlisted candidates undergo a series of assessments and evaluations to gauge their suitability for the role and fit with Marriott's culture and values. This may include competency-based interviews, behavioral assessments, skills tests, and cultural fit assessments.
Candidates who pass the initial screening and assessment stages are invited to participate in interviews with hiring managers and HR representatives. Marriott emphasizes structured interviews that focus on relevant competencies, experiences, and behavioral indicators to ensure consistency and fairness in the selection process.
Also, along with the interview, the HR team conducts reference checks to verify the candidate's employment history, qualifications, and suitability for the role and background checks to verify their criminal history, employment eligibility, and education credentials. This may involve contacting previous employers or professional references to gather feedback on the candidate's performance, work ethic, and character and  also verify their criminal history, employment eligibility, and education credentials. This helps to mitigate potential risks and ensure compliance with legal and regulatory requirements.
Upon successful completion of the selection process, Marriott extends a formal job offer to the selected candidate. The onboarding process begins, providing new hires with the necessary information, training, and resources to integrate seamlessly into their roles and the organization.
When Marriott plans to open new properties for example, or expand into new markets, HR will play a critical role in recruiting and selecting a skilled workforce to staff the new location. By hiring employees who embody Marriott's brand values and standards of service excellence, HR contributes to the successful launch and operation of the new business unit. They will invest in talent development programs to nurture future leaders and managers within the organization. Through recruitment and selection processes for these programs, HR identifies high-potential individuals who demonstrate leadership potential and a commitment to Marriott's values. By providing opportunities for career advancement and professional growth, HR contributes to the development of a robust leadership pipeline that strengthens Marriott's business units and drives organizational success.
In the case of mergers and acquisitions, HR plays a crucial role in facilitating cultural integration and alignment between the acquired company and Marriott. By recruiting and selecting employees who embrace Marriott's culture and values, HR fosters a sense of unity, collaboration, and shared purpose across the newly integrated business units. This will facilitate a smooth transition and enhances operational efficiency and effectiveness.
In summary, Marriott International's recruitment stages and selection process are designed to identify and attract top talent that aligns with the company's culture, values, and strategic objectives and through strategic HR planning, recruitment, and selection, Marriott facilitates the development of business units by ensuring ”the right person at the right time”. 
We therefore, conclude that the evolution of HRM has transformed it into a strategic function that drives business growth and development and that through effective workforce planning, recruitment, and selection processes, HRM plays a pivotal role in shaping organizational success in the hospitality industry. As exemplified by Marriott International, in this essay, strategic HRM practices contribute to enhanced performance, employee engagement, and guest satisfaction, ultimately positioning the brand for sustained growth and competitive advantage in the global marketplace.
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