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Introduction
Marriott International is one of the top hospitality companies with a diverse range of hotels and resorts across the globe. Created in 1927 by J. Willard Marriott, the company has now become one of the largest and most well-known names in the hospitality industry (Harris et al., 2022). Human Resource Management (HRM) is an indispensable activity in any company, such as Marriott, and it involves all the processes related to managing people, such as recruitment, training, development, performance management, and employee relations (Wilton, 2022). Within the last few years, HRM has changed because of many reasons including the development of technology, the workforce demographic shift, and cultural expectations within the workplace. Marriott's HRM practices have also changed to adapt to these trends (Pattanayak, 2020). The field of Human Resources (HR) has become more tech-savvy to enhance its recruitment processes, launched employee experience and engagement initiatives, emphasized the diversity aspect, and adopted remote work during the pandemic (Hamouche, 2021). Besides, Marriott has set its policy on talent development as well as training programs to empower employees and improve the company’s performance in an industry characterized by fast-paced changes (Neupane & Khanal, 2022).
However, this essay will cover the strategic human resource planning of the Marriot International Hotel along with an explanation of the recruitment stages and selection process of the Marriot Hotel with examples. Moreover, module content will also be discussed in detail in the main body of this essay.
Main Body
The HR function of Marriott Hotels plays a crucial role in the company's growth and in maintaining its leadership in the hospitality industry. Marriott's HR team comes with innovative recruitment strategies to find and recruit people who fit in with the company's values and culture. They also think about employee retention strategies, which include career growth programs, competitive compensation, and benefits packages, as well as employee recognition programs, to ensure high performers do not leave the company (Virdanty et al., 2022). Marriott associates are trained and developed continuously through different types of programs to have the required skills and competence to serve the guests better. Through this specific training, the management of Marriott resolves high service standards, and the overall level of guest satisfaction is improved (Olusanya, 2023).
Strategic HR planning is a core process for firms like Marriott Hotels to ensure their human resources are in complete alignment with their business goals and objectives. This process is composed of several important steps such as forecasting labor demand and supply, goal setting and strategic planning, and program implementation and evaluation (Eschenbrenner, 2023). Labor Demand Forecasting encompasses projecting the future labor needs considering developments like business growth projections, changes in demand for goods and services, and technological advances. With a focus on labor demand and supply, the HR team at Marriott conducts an in-depth analysis of the variables involved (Tadayonrad & Ndiaye, 2023). This includes data on past occupancy rates, seasonal trends, and the market demand for hospitality services. In addition to the external factors, they also focus on internal factors like work demographics, turnover rate, and skill shortage within the existing workforce. This analysis is used by Marriott to forecast the number and types of employees required to fulfill future business needs. Based on the labor force demand and supply projections, HR partners with the management in defining strategy and objectives in human capital. These achievements may include goals like recruitment quotas, employee training, diversity and inclusion efforts, and increased workplace productivity (Ghani et al., 2022). From the labor demand and supply forecasts, Marriott's HR team works together with the senior management to set up the strategic HR goals and objectives. These objectives play a principal role in the organization's business strategy. For example, if Marriott plans to expand into new markets, HR will target increases in talent acquisition and development. Human resources goals may include, for example, recruitment, employee development, diversity and inclusion, performance management, and workforce productivity. Next, after the goals are set, HR implements the programs and initiatives to attain these goals. It involves the recruitment and selection processes, training and development programs, performance management systems, and various diversity and inclusion initiatives (Barreto & Mayya, 2022). Marriott's HR department uses a variety of programs and projects to reach the set targets. Recruitment strategies encompass campus hiring, online job portals, referral programs, and partnerships with hospitality institutes. The training and development programs are targeted to improve the employee's skill set to make sure that they can deliver excellent services to the guests. Performance management systems are introduced to give frequent feedback, set goals, and recognize and reward the best performers (O'Leary, 2021).
Marriott International uses a thorough and well-designed process for choosing and hiring people who will fit into the company's culture and have the required skills for being successful in the job for a long time. The procedure begins with the cooperation between the human resources and communication departments in making the job postings in full, which will list the roles, responsibilities, and necessary qualifications. These postings are then spread over different channels, for instance, the Marriott career website, job boards, social media platforms, and industry-specific forums. Upon getting the applications, the HR team, through a thorough analysis, reviews the credentials of each candidate and evaluates their suitability for the job. The candidates that have the minimum qualifications and show the ability are the ones that get into the shortlist for the next stage of assessment (Upamanyu, 2014). Marriott uses a variety of recruiting techniques that are specifically designed for each position to suit the unique requirements of each role. These methods talking about are structured interviews, assessment centers, skills assessments, and behavioral evaluations. Candidates who pass the screening are usually invited for panel interviews which are usually conducted by representatives from the relevant departments, HR professionals, and sometimes senior leadership. These panel interviews are the moments when the candidates can demonstrate their abilities and experiences and at the same time, Marriott assess their compatibility with the organizational culture from different viewpoints (Blanpain & Hendrickx, 2016). After the interviews, Marriott talks to each candidate based on their performance, qualifications, and whether they are a good fit for the company culture. Prospective jobs are then offered to the candidates, after successful background checks and reference verifications. When the candidates say yes, they go through the orientation and onboarding procedures which help them to be familiar with Marriott's policies, procedures, and culture. The whole time from the stage of selection to recruitment, Marriott puts as a top priority fairness, transparency, and equal opportunity. Through the adoption of a tough but inclusive approach to the evaluation of the candidates, Marriott aims to form a talented and diverse team of workpeople (Upamanyu, 2014).
In the ever-changing business world, human resource personnel are the key to the effective management of human resources to achieve the organizational objectives and to maintain the competitive advantage. The resourcing of an organization is considered from two angles; the internal factors are assessed through SWOT analysis (Strengths, Weaknesses, Opportunities, Threats), and the external factors are assessed through PESTLE analysis (Political, Economic, Social, Technological, Legal, Environmental). These studies shape the HR agenda focusing on recruitment, selection, socializing, performance management, and mobilizing people successfully (Agustian et al., 2023). Internal factors (SWOT) are the key factors that determine the resourcing strategies of an organization. Such strengths as the highly skilled staff, innovative culture, strong financial performance, and good reputation can constitute the basis for human resource staff responsible for recruiting, selection, and talent management. Utilizing these strengths, organizations may concentrate on talent retention, succession planning, and internal promotions, which will be of benefit to the organization in achieving its objectives. Nevertheless, some disadvantages like skill gaps, high turnover rates, or inefficient processes may need special attention (Martínez-Peláez et al., 2023). Human resources professionals together with other departments may assist in recruitment drives or initiate employee development programs to overcome weaknesses as well as to boost organizational performance. External opportunities in the form of market expansions, technological advancements, or changes in consumers' preferences can result in a demand for new talents. Personnel professionals synchronize the recruitment process with emerging opportunities to obtain a competitive advantage in the market (Cappelli & Keller, 2014). Organizations need to comply with legal requirements and stay abreast of technological changes for operational resilience and longevity. The companies' pledge to environmental sustainability and corporate social responsibility (CSR) can further add to the company branding and bring socially responsible candidates to work (Ditlev-Simonsen, 2022). However, Marriot Hotels SWOT revealed that, in the fast-paced and dynamic hospitality industry, Marriott Hotels remains a top global player, steering its resource strategy through intricate and changing internal and external factors. Externally, the financial performance of the company is robust, also marked by revenue of $14. 4 billion in 2023, which proves that the company is financially stable and strong in its market. Nevertheless, there are obstacles, namely the high turnover in selected areas of 20 percent in the same year and the lack of skills in markets like Asia-Pacific (Marriot, 2024). Marriott’s workforce of more than 750,000 employees from all over the world, along with its diversified portfolio of hotel brands, remains a big strength for the organization, leading to a sound base for its talent acquisition practices (Marriot, 2023). Marriott is influenced by a variety of factors that determine its resourcing decisions. In the US, because of political shifts, like increased H-1B visa restrictions, the recruitment of international talent is adversely affected, with a 15% decline in foreign hires in 2023 (Anderson, 2024). Economic instability, as reflected in the global GDP growth rate of 4.5% in the same year, will have a direct impact on Marriott's workforce planning and investment decisions. Higher travel demand prompted by GDP growth made the company hire around 50,000 more employees to accommodate the guests (ONS, 2021). The company's environmental sustainability can be seen in the "Serve 360" sustainability program which has made the company attract environmentally conscious guests and employees. In addition to that, there are new technological innovations in guest service, for instance, mobile check-in and smart room technologies that require on-the-job training and upgrading skills for Marriott employees (Marriot, 2022). In 2023, Marriott gave $50 million for employees' training programs so that the employees would know how to use new technologies properly (Marriot, 2023).
Organizations dedicated to building an interested and skilled workforce know that investment in personnel development is followed by several advantages, such as higher employee satisfaction, increased productivity, higher retention rates, and improved organizational performance. Through the provision of employees with the opportunity for skill development, career advancement, and personal growth, organizations can create a culture of continuous learning and development that will surely lead to employee engagement and loyalty (IRABOR & OKOLIE, 2019). For Marriott Hotels, the connection between personnel development and positive organizational outcomes is clear in its efforts to train employees, develop their careers, and manage the talents they have. Marriott realizes that its success depends on the skills, attitudes, and experiences of its workforce, and therefore, personnel development is a strategic priority. (Susmitha, 2018) Through personnel development, Marriott not only improves the skills and abilities of its employees but also creates an atmosphere of involvement, empowerment, and continual improvement. This, in turn, results in such organizational outcomes as higher guest satisfaction scores, lower employee turnover rates, and the ability to stay ahead of the competition in the highly competitive hospitality industry (Neupane & Khanal, 2022).
Conclusion
Marriott International serves as a model for the best way to manage human resource practices so that one can adjust to the difficulties of the hospitality industry in a successful way. Through creative recruitment strategies, all-around personnel development programs, and strategic HR planning, Marriott matches the staff with the organizational goals, and at the same time, it creates a culture of engagement, empowerment, and continuous improvement. By putting personnel development and the well-being of employees first, Marriott not only gets good organizational outcomes but also sustains its competitive advantage in the global hospitality landscape. Marriott keeps setting the example of the best HR management in the hospitality industry through all these activities.
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