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The field of Human Resources Management (HRM) has undergone a significant revolution in recent years, transitioning from primarily administrative tasks to becoming a strategic partner in the development of organisations (da Silva et al., 2022). The understanding that human resource is a critical source of competitive advantage and that effective HRM practices can significantly contribute to an agency's fulfilment has spurred the trade. First-rate-of-carrier service in the resort industry is mostly dependent on employee involvement, motivation, and capabilities. Therefore, the strategic role of Human Resource Management (HRM) is particularly important.
This essay examines how HRM has helped Marriott International, a major international hotel chain, grow strategically through effective workforce planning, recruitment, and selection. Marriott International, an American global hospitality company, manages and franchises many hotels and related accommodation centres. Marriott is a globally large, leading chain of hotels that operates in over 131 countries and territories with more than 7,000 hotels. The backbone to its success is the company's ability to attract, grow, and retain elite personnel. Therefore, this essay seeks to indicate how Marriott uses HR to assist in the global expansion and development of the enterprise unit by looking at HRM changing roles, the strategic HR planning system, and recruiting and choice tiers. This essay provides a specific example of how Marriott's HRM policies helped it succeed in some key regions, notably China.
Main Body
In the past, HRM's major responsibilities were administrative ones, such keeping track of employees, processing payroll, and making sure labour rules were followed. Meanwhile, HRM is starting to develop a more strategic eye, as business is starting to see the important role that human capital was going to play in gaining and sustaining a competitive advantage (Otoo, 2019). During the 1990s, the most famous HR thought leader was Dave Ulrich, with his "HR Business Partner" model (Armstrong and Taylor, 2020). This underscores a paradigm that brought out the need for HR professionals to be in synchronisation with the overall corporate plan. HRM in the resort sector has been spurred by shifts in generation, globalisation, and customer expectations. In an era of intensifying competition and global expansion, human resource management (HRM) has assumed a critical role in guaranteeing that employers possess the necessary capabilities to provide exceptional services and adjust to specific local market circumstances (Stewart and Brown, 2019).
The Human Resources department of Marriott International is of the utmost significance in relation to helping the attainment of the strategic objectives of the company (Costa, Oliveira and Oliveira, 2021). It thereafter works very closely with the topmost management together with the human resource department in setting and implementation, as per its recommendation, of plans for the workforce that are in consonance with the goals of development, which the organisation has set for itself (Friedman, 2013). Thereafter, it is put into effect. In the course of this, a number of actions should be taken, such as the identification of skill gaps, analysis of trends in the labour market, and carrying out skills management programs that are designed to recruit, develop, and retain top talent.
The primary responsibility of Marriott's human resources department is to create a strong business emblem that successfully attracts highly qualified individuals (Neupane and Khanal, 2022). To achieve this, tactics are implemented to attract worker profit propositions, enhance recruitment efforts, and effectively utilise digital platforms such as social media.
In order for Marriott to ensure that it possesses the necessary knowledge in each location to better enable its global expansion, it is crucial for the company to have an effective labour scheduling system (Marriott International, 2024). This will theoretically allow Marriott to make the best use of global expansion in effective terms. The activities undertaken in the strategic human resource (HR) planning process include labour demand and supply forecasting, goal setting, and action planning, implementation and evaluation of HR program initiatives.
Forecasting Labour Demand and Supply: Marriott's human resource generates a projected estimate for future needs that approximate the real future demands for employment in cooperation with business executives from respective business divisions. This is in line with ensuring the department forecasts future employment needs accurately. This collaboration takes into account a variety of different aspects, including the anticipated loss of staff, the introduction of additional resorts, and the expansion of the organisation that is planned to take place in the future (Magova and Kessy, 2020). To determine whether there is an excess or deficiency of skill units, they examine the attributes of the labour market in conjunction with the sports that vie for it. This enables them to ascertain whether ability types are scarce or abundant.
Goal Setting and Strategic Planning: From this perspective, the HR department in Marriott prepares strategic action plans and clearly defines realistic objectives based on the personnel predictions so that the vulnerabilities effectively receive due emphasis (Gallagher, 2016). It may include focused recruiting efforts, training, and development programs or researching alternative sources of talent—hiring people from abroad or some kind of partnership with academic institutions. Not a single one of these things is impossible.
Program Implementation and Evaluation: After the strategic plans have been put into action, it is the responsibility of the Human Resources staff at Marriott to make certain that the various HR packages and initiatives are carried out (Gohar, Rady and Zaki, 2019). The management of the recruitment and choice system, the onboarding of newly employed employees, and the provision of continuous training and help to people are a number of the obligations that fall under this category. In addition, the branch of human sources is answerable for carrying out periodical opinions of the effectiveness of those programmes (Horn, 2009). These evaluations are based on factors such as the length of time it takes to fill positions, the expenses that are connected with employee retention, and the levels of employee engagement.
Marriott's recruiting and selection process aims to identify applicants that have the necessary skills, experience, and values that are in line with the company's culture and strategic goals (Yusoff et al., 2020). The procedure generally encompasses the subsequent phases:
Job Analysis and Position Description: Furthermore, it is the job of the human resources team, in combination with the managers who are in charge of recruitment, to write one-of-a-kind procedure descriptions that detail the essential responsibilities, talents, and capabilities that are required for each and every function (Reid and Sanders, 2019).
Sourcing and Attracting Candidates: Marriott uses a wide range of recruitment platforms to attract people. These channels include process forums, social media, employee referrals, and partnerships with colleges and enterprise institutes. In addition, the organisation makes use of its powerful corporate logo in order to attract the most qualified individuals.
Screening and Shortlisting: Displaying applications and resumes is the responsibility of the Human Resources department, which is responsible for identifying possible applicants who meet the minimal requirements for each position (Davidescu et al., 2020). The first interviews may be conducted through the use of a smartphone or video for the goal of establishing whether or not a candidate is consistent with the culture and values of the business.
Interviews and Assessments: Individuals who have been shortlisted for further consideration are sent invitations to engage in interviews whether they take place in person or online with recruiting managers and a large number of stakeholders who are relevant to the position. It is possible that these interviews will take place during the process of interviewing (Inman, Nuala O'Sullivan and Murton, 2014). In addition, Marriott is able to make use of a wide variety of evaluation methods, which may include, but are not limited to, character inventories, language checks, situational judgement evaluations, and a few other approaches at the same time.
Selection and Offer: On the basis on the results of the interviews and evaluations, the hiring manager and the HR team will select the candidate who is the most suitable for the role. After that, they will provide a job offer to the individual who has been chosen for the post. The majority of the time, the offer will include specifics such as the salary that will be supplied, the perks that will be provided, and the date that the employment will begin.
Example: Developing Talent Pipelines for Marriott's in China
Marriott has implemented a centralised recruitment and selection strategy that is focused on the development of talent pipelines in the surrounding area. This strategy was developed in order to aid the expansion of the enterprise unit that Marriott operates in China (Marchington, M. and Wilkinson, A, 2016). The implementation of this approach was done with the intention of providing Marriott with the capacity to expand its company in China. The department of Human Resources has entered into agreements with the most prestigious hospitality schools in China in order to seek and recruit graduates who demonstrate extraordinary qualities. The goal of these agreements is to find outstanding graduates (Veleva, 2019). These actions are being taken with the purpose of locating and employing persons who possess a high level of qualifications. Additionally, they have developed a control trainee program that gives early-career professionals the option to take part in scheduled training and professional development opportunities. This curriculum is designed to provide these opportunities. They were the ones that came up with this programme.
In the course of utilising this curriculum, trainees are provided with the opportunity to switch between several departments located inside the premises of a hotel. As a result, they are able to receive exposure to a wide variety of aspects of hotel management and operations. In addition, the plan includes activities that emphasise the development of managerial skills, the provision of mentorship, and the delivery of educational content through classroom lectures (Friedman, 2019). Those trainees who have performed very well during the course of the training are typically promoted to management or supervisory positions within Marriott's facilities once the programme has been completed.
The capacity to build a solid pipeline of future leaders who are well-versed in the subculture, values, and operational requirements of the organisation is something that Marriott is able to accomplish by investing in the development of local talent. This is something that Marriott is able to accomplish (Virdanty et al., 2023). Furthermore, by employing this strategy, Marriott is able to successfully manage the one-of-a-kind and demanding circumstances that are prevalent in the Chinese labour market at the present time. Some of these factors include high turnover rates and a lack of available capabilities in some locations.
[bookmark: _Toc149504389]Conclusion
The transformation of HRM from an administrative role to a strategic partner has significantly impacted the growth and success of global hotel brands, such as Marriott International. Marriott has successfully synchronised HR practices with business goals, allowing them to plan, hire, and choose the necessary personnel to expand into new markets and provide exceptional guest services.
Marriott has demonstrated its capacity to proactively manage staffing challenges and ensure the availability of critical personnel to facilitate its expansion. This functionality became verified thru the implementation of a complete strategic human assets making plans procedure that includes labour demand forecasting, purpose putting, and targeted bundle implementation. By utilising a reliant recruitment and selection process, a strong agency logo, and initiatives for professional development, Marriott has been able to attract and retain top talent in a highly competitive industry.
In addition, Marriott's approach to HRM has enabled it to adapt to the specific challenges and opportunities presented by different markets. In China, where the labour market is known for having high turnover rates and a talent deficit, Marriott has implemented a targeted recruitment and selection strategy. The goal of this method is to establish nearby talent pipelines. Marriott has effectively developed a robust pool of future executives who own a deep understanding of the enterprise's lifestyle, values, and operational standards by making an investment in partnerships with leading hospitality universities and expanding their control trainee programmes.
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