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DISCUSS HOW THE EVOLUTION OF HRM FACILITATES THE STRATEGIC DEVELOPMENT OF AN INTERNATIONAL HOTEL BRAND THROUGH WORKFORCE PLANNING, RECRUITMENT AND SELECTION
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Introduction 
An organisation's strategic development is important to gain organisational success, which the HRM ensures through employee management. Thus, the essay aims to analyse and discuss the process through which HRM facilitates the strategic development of Marriot International hotels with the help of workforce planning, recruitment and selection of staff. The report includes the company background, evaluation of HRM, the strategic process of HRM’s planning in terms of forecasting labour demand and supply, implementation of the programme and recruitment stage and the selection process with examples from the organisation. The essay can help to understand the process through which HRM takes action within Marriott International to ensure strategic development.      
Main Body 
Company Background 
Marriot International was founded jointly by J. Willard Marriott and his partner Alice Sheets Marriott in the year 1927 (Marriott, 2024). The company gained a revenue of 20.77 billion in 2022 (Statista, 2023). The hospitality company comes as the fifth most valuable hotel brand generally which holds a brand value of more than 2 billion (Statista, 2023). 
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Figure: Net income of Marriott International worldwide from 2007 to 2022, Source: (Statista, 2023)
In the year 2022, the company earned a profit of 2,358 billion globally which helped the company earn a strong market reputation (Statista, 2023). The Marriott hotel holds 80% brand awareness within the UK (Statista, 2023). Moreover, approximately 8.288 properties were owned by Marriott International in 2022 (Statista, 2023). The company also has nearly 30 brand portfolios which increases brand awareness and customer base for the company (Statista, 2023).  
Evaluation of HRM
The HRM of Marriott International operates with the value of “Continuing the Marriott Tradition of Integrity” which helps the HRM to effectively manage the workforce by providing responsibility and a sense of value (Marriott, 2024). The HRM team effectively clarifies the responsibilities of the employees and the organisational expectations from them which helps the staff to understand their duties and carry forward their responsibilities to achieve customer satisfaction (Marriott, 2024). The HRM provides a strict Leadership responsibility for the employees so that they can create the right environment within the organisation (Marriott, 2024). It influences employees to “Act with integrity”, restricts “Violation of laws” and fosters an organisational environment that “encourages reporting to Business Conduct Guide” (Marriott, 2024). 
The HRM of Marriott International also values and fosters “Diversity, Equality and Inclusion” through “Board level inclusion” and “Social Impact Committee” which helps to encourage the “People-First culture” for the company along with “Associate well-being and inclusion”, “Social” and “Environmental” awareness (Marriott, 2024). Moreover, the HRM of Marriott also provides opportunities for career growth through training and developmental programmes (Marriott, 2024). “Awards and Recognitions” and “Travel perks and benefits” initiatives help the employees feel valuable to the company (Marriott, 2024). It helps in the strategic development of the company through employee empowerment and appreciation. Furthermore, the “Marriott Voyage Programme” also helps the company to hold training and developmental programmes which increases the possibility of enhancing the skills of people and attracting top talent towards the company (Marriott, 2024).       
The strategic role of HR functions 
The functions of HR play an integral role in an organisation to organise the activities, which contributes to the success and maintaining the competitiveness of the business in the market. However, the major role of the "HR functions" in an organisation includes the management and alignment of the "human capital" with the objectives and goals of the business (Bahuguna et al. 2023). The key functions of HR in an organisation include "talent acquisition and retention", "training and development", "workforce planning", "employee motivation and engagement" and "diversity and inclusion". However, the "talent acquisition and retention" function of HR works towards increasing the attraction and retention of hardworking and skilled employees. In this case, Marriott International focuses on recruiting candidates using both the "online" and "offline" methods. On the other hand, the "training and development" function of HR in an organisation is responsible for the development of skills and abilities of the workforce. However, Marriott has developed an "hourly training programme" in which it provides "15-minute training" to individual employees regularly (Marriott, 2024).
Additionally, its training programme of Marriott includes "curated learning paths", "career growth and development opportunities" and "informative training programmes" etc. (Marriott, 2024). HR in an organisation plays a strategic role in terms of designing and implementing the "training programmes", which help in improving the skills of employees, service quality and also ensuring compliance with the standards of the industry. On the other hand, the "employee engagement and motivation" function of HR works towards the improvement of enthusiasm and involvement of the employees by giving "rewards" and proper "workplace recognition" at the workplace (Wirges et al. 2023). Furthermore, the HR functions also include "workforce planning", which engages activities like "forecasting the needs of employees", events, "seasonal demands" and "fluctuation of business". Additionally, "diversity and inclusion" are one of the most important functions of HR which help in the development of the culture of the workplace. Hence, HR professionals work towards the promotion of "diversity and inclusion" in the workplace to develop "creativity", "a better understanding of the differentiated needs of customers" and "problem-solving" in the hospitality industry.
Strategic HR Planning Process 
Understanding and forecasting labour demand and supply 
HR of an organisation requires have understanding and "forecasting" in terms of the demand and supply of the labour market. However, the planning process of HR engages activities like aligning the workplace goals with the workforce, which helps in ensuring the availability of the required type and the right number of employees at the right time for the execution of the business activities (Sutton et al. 2023). However, the HR of an organisation is required to analyse the present and future requirements of the business, which helps to determine the skills and quantity of the workforce needed. On the other hand, the key components that are impacting the demand for labour in hospitality include "growth", "changing technologies", "market trends" and "contractions" and expansions of the business. In this case, the collaboration between HR and other departments is important, which helps in understanding the requirements of the particular skill sets for multiple job roles in the organisation.
Moreover, the HR personnel are also responsible for the execution of assessments in the present workforce by taking into account factors like "retirements", "promotions", "switching" and "transfers" etc. (Oda, 2023). On the other hand, the HR planning process for "forecasting the labour market" includes some external elements, such as, "trends in the industry", "shifts in the demographics" and "economic conditions". Hence, the said process helps in predicting the presence of talent in the labour market of hospitality. In this case, the HR professionals of Marriott International focus on the conduction of "Gap analysis", which helps in identifying the required skills and increasing the strength of the workforce accurately (Marriott, 2024). In addition to this, the planning process of HR for labour demand and supply is highly dynamic and also needs constant adaptation and monitoring. Hence, HR professionals regularly their predictions and adjust their strategies as per the needs of the situation, which helps in hiring and retaining the right kind of talents for a longer time with the organisational activities.
Strategic planning and goal-setting
The strategic planning and goal setting of the company is rather focused on the motive of business expansion. Thus, the board of directors conveyed that Harriott International intends to open up 1700 hotels all over the world in the coming years (Marriott, 2024). In terms of working toward this goal, the HRM needs to enhance the strengths of the global workforce by attracting top talent towards the company (Marriott, 2024). Thus, the HRM team intends to increasingly “Hire, retain and motivate” employees or associates through various innovative approaches at the time of “recruiting, training, d development and performance management” (Marriott, 2024). The HRM also used strategic planning and goal setting in terms of creating “Programmes and opportunities” which not only are beneficial for the communities by also beneficial and strengthened for the business of Marriott International (Marriott, 2024). Furthermore, the HRM team also intends to establish responsible hotel management to enhance organisational and economic opportunities for the company (Marriott, 2024).  
Conversely, to empower the workforce and individual opportunities of the employees within  Marriott International, the HRM also fosters “Diversity, Inclusion and Equality” within the organisation which helps the organisation to effectively create an inclusive workplace where innovation and collaboration are encouraged (Marriott, 2024). The HRM also provides opportunities to Veterans and employees with disabilities to work within the organisation without difficulties (Marriott, 2024). It helps in motivating the employees and increases their work engagement. The HRM also recruits a “Multigenerational workforce” to enhance innovation within the workplace and enhance the relevancy of the business within the hospitality industry (Marriott, 2024). Moreover, the organisation and its HRM also implemented the “Diverse Supplier programme” which helps to drive economic empowerment within the supply chain (Marriott, 2024). It helps the company to enhance financial strength which increases the possibility of greater expansion all over the world.        
Implementation of programme and evaluation
Several programmes are implemented by the HRM of Marriott International which help to encourage, motivate and empower employees within the organisation. One of the major programs which focus on acknowledging the work of employees is the “J. Willard Marriott Award of Excellence” (Marriott, 2024). The award is given to those has characteristics of “Achievement”, “Dedication”, “Effort”, “Character” and “Perseverance”. It helps in motivating the employees effectively (Marriott, 2024). Moreover, the company also provides “Early Carrer Programmes” such as "Hotel Internship Programmes", "Voyage Leadership Developmental Programmes", "HQ Fellowship", and "Direct Placement Programmes" which help to attract top talent by developing their hospitality skills (Marriott, 2024). 
Moreover, through the “Diverse Pwner Development Incentive Programme” the company maintain diversity and inclusion within the workplace (Marriott, 2024). It helps in empowering employees and establishes innovation within the global workplace. The diversified workplace also helps the company to increase the possibility of better workplace management through constant collaboration and communication. Furthermore, the HRM of Marriott also focuses on the sustainability efforts of the company to enhance organisational awareness towards the environment. The company and its HRM also responsibly run sustainability programmes which help to reduce environmental impacts from nature (Marriott, 2024). The company intends to reduce "Carbon Intensity by 30%", "Water Intensity by 15%" and "Food waste by 50%" which are focused on sustainability initiatives and programmes (Marriott, 2024).      
Recruitment stage and process of selection with examples 
The hospitality industry needs to conduct effective recruitment and selection processes, which ensure the efficient acquisition of customer-centric and skilled labourers. However, the key recruitment stages that are followed by renowned hospitality organisations include "job analysis", "creation of attractive job description", "referrals", "targeted job advertising" etc. (Oyelude et al. 2023) On the selection stages of the hospitality industry includes "application screening", "initial interviews", "assessments of skills", "behavioural interviews", and final interview".  In terms of the "recruitment stages", the HR personnel starts with the conduction of the analysis of the job for the identification of the particular skills, behaviours, competencies and education etc. that are required for the certain job role. Moreover, the HR personnel focuses on creating appealing "job descriptions that", point out the distinct work conditions in the sector and advertise them within different offline and online platforms. HR in the hospitality industry also focuses on using referrals and personal connections for the acquisition of the right skills for the specific job role (Tanveer et al. 2023). For example, the Hilton Group continuously continues their "recruitment process" by developing the "social media pages" and "Hilton Talent Network" (Hilton Group, 2024).
In terms of the selection process, HR professionals conduct screening of the candidates to shortlist them as per their "educational qualification", "experience" and relation with the job position. Moreover, the HR professional also administers the skills by conducting "practical tests", "case studies" and "role-play scenarios", which rely on the position and responsibility related to the job opportunity. For example, Marriott conducts several "interview rounds" with questions that focus on both "situational" and "behavioural" aspects using the "STAR (Situation, Task, Action, and Result) method" (Marriott Careers, 2024).
Conclusion 
From the study, it has been concluded that HR is one of the most important parts of an organisation, which helps in managing the human capital and also aligning the business goals with the workplace activities. Moreover, Marriott has successfully retained their hardworking employees by engaging them in the training and development processes and also by managing a positive workplace culture.
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