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Introduction
From administrative to strategic business partner practices of HRM has developed. Global hotel brand success requires HRM. Strategic development of worldwide hotel brands requires HRM (Wickham, French, and Wong, 2020). Due to globalization and hospitality rivalry, worldwide hotel brands must excel in workforce planning, recruitment, and selection. The global hotel sector relies on human resources for service and competitiveness. Marriott International operates in several countries with diverse cultures and business environments. Dynamic economies strategize HRM (Manoharan, et al., 2021). There is importance of discuss the HRM's shifting roles, strategic HR strategy, and recruiting and selection. Marriott International demonstrates HRM's business unit and global expansion.


Main Body 
Frederick Taylor's early 1900s scientific management philosophy enhanced work processes through rigorous analysis and standardization. Elton Mayo added workplace human relations to this paradigm. HRM began to focus on organizations' people in the 1950s. Strategic HRM integrated HR tactics with organizational goals in the 1970s (Li et al., 2020). HRM has evolved since then and is crucial to multinational corporations in the globalized era. Strategic HRM arose in the 1980s as HR services were vital to competitive advantage. HR alignment with the company's strategy was emphasized. The hospitality industry switched from staff management to employee development as a competitive advantage. HRM created value and competitive advantage in the 1980s. This is when “strategic HRM” was invented. Strategic HRM aligns HR with the company's goals to boost performance. HRM went from assistance to company strategy.
Industrialization and the use of workers as assets in the late 19th and early 20th centuries led to HRM. HRM then concentrated on labor legislation and management (Grefe, and Peyrat-Guillard, 2020). Growth of global corporations made HRM strategic and connected with business goals. HRM evolved from people management in the early 20th century. Recruitment, payroll, and employee relations were focus. Industrialization and the knowledge-based economy have made HRM more strategic. Traditionally, HRM handled payroll, benefits, and compliance. As business complexity and human capital have grown, HRM has become more strategic. Strategic HRM supports company strategy and creates a high-performance culture through proactive, integrated people management (Murni, et al., 2023).
HRM helps global hotel businesses like Marriott expand strategically by aligning HR with business goals. HRM is now a strategic partner due to company changes (Garavan et al., 2021). HR links company goals to employees. They help align employees' skills with company goals. Today's corporate climate makes HRM strategic. Marriott must manage workforce planning, recruitment, and selection to compete globally. These HRM services can help an international hotel brand develop strategically. Talent is recruited, developed, and retained by HR. Marriott, a worldwide hotel brand, relies on its staff' talents and competences to serve its diverse customer base.  Marriott employs diverse people worldwide. HR must manage and leverage diversity to compete. Positive workplace culture boosts employee engagement, motivation, and retention. Functions in HR promote the international brands like Marriott with involvement of a strong corporate culture for site uniformity (Tuan, 2022).
HRM helps multinationals grow strategically. HR strategies optimize human capital to meet corporate goals. Marriott International's HR strategies encourage, engage, and diversify employees to provide world-class hospitality (Karmoker, Zannat, and Roy, 2020). Marriott is a top hotel brand in over 140 countries due to its human resources strategy. HR functions are essential to managing organizational change in dynamic corporations. This includes planning for personnel adjustment and a smooth company goal transition. HRM's core role, organizational workforce planning, examines current and future labor needs and offers solutions. Smart labor planning helped Marriott's global growth. Mariott has hotels globally, and each needs staff with specialized skills and knowledge to serve customers. HRM strategically assessed the labor market and forecasted regional skill needs. Marriott can plan and manage its team to ensure the appropriate people are in the right places for global expansion (Nisar et al., 2022).
Predicting and satisfying the company's HR demands requires strategic HR planning. Its three steps are labor demand and supply forecasting, goal setting and strategic planning, and program implementation and assessment. Strategic workforce planning anticipates labor demand and supply, defines goals, and implements programs. Marriott International plans staffing by external and internal factors. Strategic HR planning examines current and future labor demands. Marriott estimates hotel staff demand based on market trends and expansion plans. HR evaluates labor supply as well as demographics and workforce trends. HR departments first examine the organization's current and future workforce needs in strategic HR planning. Workforce analytics, employee surveys, and market research help Marriott HRM predict regional labor needs. This has helped the brand anticipate and solve regional personnel shortages. Marriott opened a new Orlando hotel in 2019, requiring a large crew to meet guest demand (Madera et al., 2023). HRM worked with hotel management to prepare and recruit early to staff the hotel before launch. Marriott International assesses current and future business goals to evaluate personnel needs. Compare this demand to internal and external labor supply. The company predicts labor demand using workforce analytics and turnover data. HRM uses strategic HR planning to forecast labor demand and supply, set goals, and implement programs to meet workforce needs. Marriott International's strategic HR strategy looks at labor demand estimates, brand expansion goals, and hospitality sector growth. Forecasts use market trends, client preferences, and political and economic changes. Marriott regularly surveys employees to determine workforce requirements and skill gaps.
HR bases goals on labor demand and supply estimates. HR works with other divisions to support these company-wide goals. There is importance to set HR goals that support the company's strategy. HRM and upper management set brand-aligned HR goals at this level. Marriott HRM wants to be the hotel industry's top employer by branding itself and delivering competitive compensation and benefits. This promotes the brand's customer service. HRM aligns business strategy with objectives. Marriott's strategy is shaped by HRM. Marriott wants to be the best hospitality employer. To attract and keep outstanding people, HRM created excellent recruitment and retention strategies. HRM has collaborated with other ministries to teach industrial workers (Shehata, et al., 2021). Labor demand predictions guide the brand's recruitment, training, and retention goals. Marriott International seeks to hire and retain more underrepresented groups to enhance diversity and inclusion. Diversity training and focused recruitment helped the brand achieve this. Marriott International sets goals and targets to fill manpower gaps after assessing supply and demand. To fill the right people, talents, and jobs at the right time, HR plans match business strategies. This involves identifying key positions and planning succession to retain leadership skills. Strategic HR planning concludes with goal-oriented initiatives and activities (Karatepe, Hsieh, and Aboramadan, 2022). HR evaluates and improves these initiatives to ensure their efficacy. Implementing and evaluating HR activities to fulfil the organization's goals finishes strategic HR planning. Marriott's HRM offers cross-training to ensure people can accomplish many jobs. It improved worker skills, job satisfaction, and retention. HRM checks brand success with employee feedback surveys and performance assessments.
International hotel chains need HR program implementation and evaluation. HRM departments increase employee abilities through training and development. HRM helped Marriott create the Leadership Development Program for high-potential employees. HRM assesses these programs to ensure they support the brand's strategic goals. Marriott International uses training, performance management, and rewards and recognition to attract, develop, and retain top talent. To fulfil goals, these initiatives are evaluated periodically. The company analyze how HR policies effect corporate performance using data analytics (Farrell, 2022). Employee feedback and performance measures ensure program efficacy. Marriott examines its HR processes annually to match market changes and company goals. Marriott continues track with its strategic development and remains a global hotel leader through continuous improvement. Marriott's global hotel brand growth depends on recruitment and selection.  Recruitment and selection are crucial HR jobs for global hotel brands. Marriott's global recruitment and selection approach in 130 countries and territories promotes strategic development. Marriott International values several hiring and selection processes. Recruitment is crucial to HRM because international hotel companies deliver outstanding customer service based on staff abilities, knowledge, and attitudes. Marriott International recruits with job specs and a description. Through job portals, social media, and career fairs, Marriott International seeks various people from different cultures (Ponting, and Ponting, 2023).
A detailed selection process follows application receipt to hire the right personnel. This process includes screening, interviews, reference checks, writing, and role-playing. Marriott also conducts cross-cultural interviews for overseas jobs to assess individuals' adaptation and communication skills, which are crucial for diverse clients. There are different types of steps which involve job analysis, sourcing, screening, interviewing, and selection (Phillips, 2021). The following methods can recruitment and selection assist Marriott develop a business unit. HRM evaluates work duties, skills, and credentials before recruiting. This helps the brand hire top candidates for each role. Job studies would help Marriott determine front desk skills and capabilities for its hotels. Marriott seeks diverse, top candidates for recruitment (Aboramadan, and Karatepe, 2021). Marriott uses career fairs, recruitment websites, and employee referrals to recruit top talent.
Marriott HRM posts job openings on its website, social media, and other job sites after analysis. Employee referrals and internal job postings attract brand applicants. Mariott recruits graduate and management trainee students from top hotel management schools. Marriott HRM selects qualified applicants. This may include phone interviews, resume evaluations, and pre-employment examinations. Marriott International's global staff helps it understand and address market needs. The organization expands to new areas and customers by recruiting and retaining top talent worldwide. Marriott hires for cultural fit and technical skill (Kravariti, et al., 2023). This ensures that new workers reflect the company's values and culture, fostering corporate success. Marriott's global reach support employees to travel. The organization recruits based on applicants' desire to relocate and foreign assignment potential to serve its international business units. Marriott prioritizes diversity and inclusion in hiring. This helps the company attract a diversified workforce, which is crucial for international success.
Marriott's hiring process aids succession planning. High-potential employees are discovered and promoted to create a business unit leadership pipeline (Pham et al., 2023). The thorough HR strategy has helped the organization find and develop internal leaders. This reduced external recruitment costs and provided a smooth leadership transfer, which international brands need. Shortlisted candidates meet HR and the hiring manager. Work-related questions are asked in Marriott interviews. Companies employ panel interviews to evaluate candidates' skills and qualities. HR advises, but the recruiting manager decides. After hiring, Marriott's HRM staff streamlines onboarding. New hires learn the company's values and policies during orientation. Marriott offers many leadership and cross-training programs to help workers grow. Training, performance management, and awards and recognition have helped Marriott International create a high-performance culture that boosts employee satisfaction and retention. This has minimized staff turnover and made the company appealing (He et al., 2021).
The Marriott International team matches its worldwide clientele due to diversity and inclusiveness. This improves brand image, customer satisfaction, and loyalty. Marriott International reported 22% more member nights in 2020 than 2019. Different workers help the brand understand and address customer needs. Marriott growth in Asia, Europe, and the Middle East is due to proactive HR planning (Belcourt et al., 2022). Constant labor demand forecasting helps the brand predict growth and manage personnel issues. Marriott International reported 515 hotels with about 78,000 rooms in 2019. Marriott's varied and inclusive workforce helps foreign properties overcome language and cultural barriers. All global characteristics boost customer service and brand reputation. Brand loyalty and repeat business have increased due to reputation (Budhiraja, et al., 2022).


Conclusion 
HRM now partners in business development. Marriott International grows its international brand with HRM for personnel planning, recruitment, and selection. Marriott's business divisions benefit from HR operations' labor demand and supply forecasts, strategic goals, and successful recruitment and selection processes. HRM will become more strategic to help global hotel companies like Marriott stay competitive as the business landscape changes. Marriott's strategy has benefited from HRM advancement. HRM has moved from labor laws to strategic partnership to adapt to corporate change. HRM has helped Marriott lead hospitality in personnel planning, recruitment, and selection. Marriott's strategic development and status as a top hospitality employer will depend increasingly on HRM as global competition intensifies. Marriott has strategically developed thanks to HRM evolution. HR services including workforce planning, recruitment, and selection have helped the company align its HR initiatives with its business goals and gain a worldwide edge. The company become a global hotel brand through talent acquisition, succession planning, and employee engagement.
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