


The essence of Human Resources Management (HRM) within the hospitality sector, particularly in international hotel brands like Marriott, has evolved significantly, transitioning from traditional administrative functions to becoming a pivotal element in strategic business development.  This essay aims to dissect the evolution of HRM and its instrumental role in facilitating the strategic development of Marriott through meticulous workforce planning, recruitment, and selection processes. HRM encompasses a broad spectrum of functions aimed at maximizing employee performance in service of an employer's strategic objectives. (Parks 2017 p. 10). Strategic development refers to the long-term planning and execution of initiatives to achieve sustainable competitive advantage. Workforce planning is a systematic process for identifying and addressing the gaps between the workforce of today and the human capital needs of tomorrow. Recruitment and selection, on the other hand, are the processes of attracting, screening, and choosing qualified candidates for a job at an organization or firm (Hotho 2020). By examining these facets within the context of Marriott, this essay will uncover how HRM has transitioned from a support function to a strategic partner in the hotel industry.	
[bookmark: _Hlk158047305]The evolution of Human Resources Management (HRM) can be traced back to the industrial revolution, where it began as a simple function concerned with worker welfare and basic record-keeping (Yalenios, 2023). Over the decades, HRM has undergone a profound transformation, particularly with the advent of scientific management in the early 20th century, which emphasized efficiency and productivity in the workforce. However, it was not until the latter half of the century that HRM started to gain recognition as a vital component in strategic planning, marked by an increased focus on organizational development, employee motivation, and the alignment of HR policies with business goals. (Gaur, 2023).
[bookmark: _Hlk158047890]The transition from administrative to strategic HRM was propelled by the realization that human capital is a critical source of competitive advantage. Strategic HRM focuses on aligning HR strategies with the overall business strategy, emphasizing the importance of human capital in achieving business objectives (Josan, 2013, p. 39). This shift was further influenced by globalization, which introduced new challenges and opportunities in managing a diverse and geographically dispersed workforce. Globalization demanded more adaptive, knowledgeable, and culturally sensitive HR practices, pushing HRM to adopt a more strategic and international perspective. (Shaikh, 2022).
The impact of globalization on HRM has been profound, necessitating the adoption of more flexible, technology-driven, and employee-centered HR practices. The need for global talent management, cross-cultural management, and international labour standards became more pronounced, requiring HR professionals to possess a global outlook and strategic acumen (Mellahi, 2020). This global shift has transformed HRM from a primarily administrative and operational function to a strategic partner that contributes directly to the achievement of global business strategies.
The integration of Human Resources Management (HRM) with business strategy represents a paradigm shift from traditional HR practices to a more strategic framework that aligns with organizational goals and objectives. This strategic alignment ensures that HR functions contribute directly to the business's success, particularly in dynamic and competitive sectors like the hospitality industry. According to Mohammad et al. (2021), strategic HRM focuses on aligning HR practices with business strategy to achieve competitive advantage. This involves a comprehensive understanding of the business's long-term goals and the deployment of HR practices that foster an environment conducive to achieving these objectives.
The strategic HR planning process is a cornerstone of this alignment, involving several critical steps: forecasting labour demand and supply, goal setting, and strategic planning. Armstrong and Taylor (2020) describe forecasting labour demand and supply as the process of estimating the future human resource requirements of an organization and the likely supply of employees. This forecasting is crucial for identifying potential gaps in the workforce that could impede the achievement of strategic goals.
Goal setting in the strategic HR planning process involves defining clear, measurable objectives that HR initiatives aim to achieve within a specific timeframe. These goals are typically aligned with broader business objectives and can range from improving employee engagement to enhancing workforce productivity. Strategic planning, as outlined by Rees and French (2023), then involves developing specific HR initiatives and programs designed to meet these goals, such as training and development programs, succession planning, and performance management systems.
The application of strategic HR planning within the Marriott International hotel brand exemplifies how sophisticated HR practices can facilitate the strategic development of a global hospitality business. Marriott's approach to workforce planning is anchored in a deep understanding of its strategic business needs and the dynamic nature of the global hospitality industry. By forecasting labour demand, Marriott identifies the critical roles and skills required to sustain its growth and maintain its competitive edge. This forecasting takes into account both the current industry trends and the company's expansion plans, ensuring that the workforce is agile and capable of meeting evolving business demands. (Baytok, 2023).
Marriott's strategic HR goals often emphasize enhancing customer service, operational efficiency, and innovation. These goals are supported by targeted HR initiatives, such as customized training programs for staff to elevate service standards and leadership development programs aimed at nurturing future leaders within the organization. Such strategic alignment of HR practices with business objectives underscores the company's commitment to leveraging its human capital to achieve sustainable growth.
The program implementation and evaluation phase in Marriott's strategic HR planning process is characterized by a rigorous approach to monitoring and assessing the effectiveness of HR initiatives. This involves setting key performance indicators (KPIs) for HR programs and regularly reviewing these metrics to ensure that the initiatives are contributing to the strategic objectives. (Marr, 2012). Feedback mechanisms and continuous improvement practices are integral to this phase, allowing Marriott to refine its HR strategies in response to both internal and external changes.
In conclusion, the strategic role of HR functions within organizations like Marriott International highlights the critical importance of aligning HR practices with business strategy. Through effective strategic HR planning, including meticulous forecasting, goal setting, and program implementation, Marriott has been able to harness its human capital to support its strategic objectives, thereby ensuring its continued success and competitiveness in the global hospitality industry.
The rapid advancement of technology has significantly impacted Human Resources Management (HRM), with innovative tools and practices becoming integral to strategic HR planning and implementation. At Marriott International, leveraging technology and innovation in HRM has been pivotal in enhancing recruitment, selection, workforce planning, and overall employee engagement. Scott, (2013) highlight the transformative power of technology in HRM, enabling organizations to make more informed decisions, streamline HR processes, and enhance employee experiences.
One of the key areas where technology has revolutionized HRM at Marriott is in the recruitment and selection process. Digital platforms and Applicant Tracking Systems (ATS) have streamlined the application process, making it more efficient for both candidates and HR professionals. LinkedIn and Ulrich (2013) emphasize the importance of social media and professional networking sites in modern recruitment strategies, which Marriott has effectively integrated into its talent acquisition approach. These platforms not only widen the talent pool but also align recruitment efforts with Marriott's strategic goal of attracting a diverse and skilled workforce.
Furthermore, Marriott has embraced data analytics to inform its HR decisions, particularly in workforce planning and talent management. The use of HR analytics helps Marriott to forecast labour demand accurately, identify skills gaps, and measure the effectiveness of HR initiatives against strategic business objectives. Marler and Boudreau (2017) discuss how HR analytics contribute to strategic HRM by providing data-driven insights that support decision-making and strategic planning.
Innovative employee engagement and development programs at Marriott also illustrate the company's commitment to leveraging HRM for strategic development. Through customized training programs, e-learning platforms, and career development initiatives, Marriott invests in its employees' growth and satisfaction, which is crucial for sustaining its competitive advantage in the hospitality industry. Nankervis et al. (2013) assert that employee development and engagement are critical components of strategic HRM, directly impacting organizational performance and growth.
Incorporating technology and innovation into HRM practices not only enhances operational efficiency but also aligns HR functions more closely with Marriott's strategic goals. By adopting advanced HR technologies and innovative practices, Marriott ensures its HRM approach is adaptable, proactive, and capable of supporting the brand's global expansion and market leadership aspirations.
Marriott International's approach to recruitment and selection is a testament to the strategic role these processes play in aligning human resources with business goals. The company's recruitment strategy is designed to attract a diverse pool of candidates who not only possess the necessary skills and experience but also embody the core values of the Marriott brand. This alignment ensures that new hires contribute positively to the company's culture and long-term strategic objectives.
The recruitment process at Marriott typically begins with a thorough job analysis to identify the key requirements and responsibilities of the role. This is followed by targeted job postings on various platforms, including the company's career site, social media, and professional networking sites, to reach a wide audience. Taylor and Collins (2000) emphasize the importance of effective recruitment channels in attracting high-quality applicants who are aligned with the organization's strategic goals.
Selection at Marriott involves a series of assessments and interviews designed to evaluate candidates' competencies, cultural fit, and potential for long-term success within the company. Behavioural interviews, in particular, allow the company to assess how candidates past experiences and actions align with Marriott's values and service standards. According to Qin (2023), such competency-based selection processes are crucial for identifying individuals who will perform effectively in their roles and contribute to the organization's strategic objectives.
Examples of Marriott's strategic recruitment can be seen in its leadership development programs, which aim to identify and nurture high-potential talent for future leadership roles within the company. These programs are strategically designed to support business unit development by ensuring a pipeline of skilled leaders ready to drive innovation and growth.

The evolution of Human Resources Management (HRM) from administrative functions to strategic partnership has significantly impacted the way international hotel brands like Marriott International develop and sustain their competitive edge. Through strategic HR planning, including forecasting, goal setting, and program implementation, Marriott has effectively aligned its human resources with its broader business objectives. (Sweet, 2020).

The impact of strategic HR functions on Marriott's growth cannot be overstated. By integrating HRM with business strategy, Marriott has not only enhanced its operational efficiency and service standards but also fostered innovation and leadership within the organization. This strategic approach to HRM is a key driver of Marriott's sustained success in the highly competitive hospitality industry.
In conclusion, the strategic development of HRM functions plays a pivotal role in the growth and competitiveness of international hotel brands. Marriott International's success story underscores the importance of aligning HR practices with business strategy to achieve organizational objectives and maintain a leading position in the global market.
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