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This essay focuses on the evolution of Human Resources Management (HRM), its crucial strategic role in the development of Marriott International Hotels, and the effectiveness of effective workforce planning, recruitment, and selection practices (Armstrong and Taylor, 2020). Human Resource Management (HRM) refers to the inclusion of strategic planning and execution for personnel management, which entails providing the best workplace opportunities and life improvements for the employees. One core practice of HR includes a systematic approach to ensuring that people in an organisation function ideally and maximise results both at individual and group levels. Workforce planning is the process of studying, forecasting, planning the workforce's supply and demand, assessing the gaps, and then deciding the targeted management interventions. Recruitment is the procedure that occurs when selecting from a pool of qualified applicants the appropriate people to enter the organisation. Selection is the method and process crucially taken to determine which applicants would be best suited to fill the post. When working hand in hand, these functions are crucial in helping Marriott Hotels realise its strategic objectives, and they are what has made the company the leader in the global hospitality industry (Torrington et al., 2020).
Human Resource Management (HRM) has undergone a substantial changeover from being an administration function that focused on payroll and employee records to being a primary element in the strategic paradigm of firms. At the beginning of the 20th century, Human Resources Management was more of a personal management function concentrating on employee welfare and clerical duties. When companies switched to another form, HR started to accept a broader role, such as dealing with employee relations and compliance with labour laws during the middle of the 20th century (Gallagher, 2016). 
The evolution of human resource management has been featured by essential milestones that have increased the strategic value of the function to organisations and positively impacted the bottom line. Strategic Human Resources Management, in its conceptual stage that came at the end of the 1980s, signified a turning point in the recognition of power held by Human Resources Management in the development of strategies and enhancement of competitive advantage (Friedman, 2012). Technological progress has been the main factor in this transition. 
Human Resource Information Systems (HRIS), analytics and HR artificial intelligence engines are overwhelmingly data-driven with predictive ability, talent management and decision support driven by data. The introduction of HR technology solutions has amplified the relevance of HR professionals in strategic decision-making.  Resulting in workforce planning becoming more aligned with the business objectives and reinforcing the role of Human Resources Management instead of a purely administrative function.
For a company like Marriott Intl., the role of HR is closely connected to the company's business strategy in order to make the company competitive and thriving in the hospitality sector (Horn, 2009). This goal is evident by how Marriott utilises its HR capabilities to ensure the highest customer satisfaction and the best business performance, which are some of the cornerstones of the company’s business model. For example, Marriott's HR strategy includes training programs that are very comprehensive and designed to prepare employees with excellent service skills, which directly influence guest experiences and loyalty; these are key to the company’s strategic goals. Besides, HR is indispensable for Marriott’s promise of diversity and inclusion, which will favour creativity, innovation and brilliance in the hotel chain (Johnston et al., 2012). 
Often, Marriott Hotels’ HR department takes a role that exceeds the traditional boundaries, which is undoubtedly reflected in the organisation’s strategies and supports corporate goals more directly. This is attained by means of proactive workforce planning and talent management, meaning that the most appropriate employees with the best suited skills help drive Marriott's expansion and innovation strategies (Marchington and Wilkinson, 2016). HR's contribution to strategic planning provides a platform for deliberations on what future talent needs should be met in line with plans for market expansion to put Marriott ahead of the challenges of an ever-changing hospitality industry. Lastly, the strategic initiatives that HR undertakes regarding employee engagement and leadership development perform a critical job of procuring high retention rates and keeping the free flow of capable leaders into the company to uphold Marriott’s standards of excellence and innovation (Murton et al., 2010).
Marriott's objective-setting purpose is strategically aligned with the company's broader business objectives, and it is centred on the areas of expansion, client satisfaction, and operating performance. The HR goals are to manage employee engagement better, reduce turnover, and educate leaders who support Marriott’s development goals and who ensure quality. These goals are established during the annual strategic planning sessions and are closely tracked through a balanced scorecard approach that uses key performance indicators as a measure of progress (Introbooks, 2018). 
Assessment of HR programs at Marriott is accomplished with the help of review systems based on actual feedback and performance monitoring. Marriott, in addition to using the guest satisfaction scores to measure the success of HR initiatives on customer service training, also uses them to gauge the effectiveness of such initiatives. HR evaluation is continual as it is focused on outcomes. HR managers are in a position to amend programs according to their output to guarantee that HR activities remain dynamic in aligning the workforce plans and development with the strategic goals of the hotel (Green et al., 2022).
The multi-dimensional strategy exemplified by Marriott International is aimed at engaging top applicants, which is a optimal solution considering that the company is a leader in the global hospitality sector (Picardi, 2019). Utilising its successful brand image and vast network, the company promotes diversity in the personnel pool through online portals for careers, social media platforms, and college hiring attendances. Marriott is a company that tries to show itself as an employer of choice by putting the growth of the careers, diversity, and dedication to the well-being of the employees in the spotlight. Establishing strategic partnerships with hospitality schools and universities across the world is another stepping stone for Marriott to discover emerging talent with an upcoming career in hospitality. 
Marriott’s recruitment is a very critical process which is used to establish whether a candidate has the necessary technical competence and whether their value to the company’s culture. Recruitment frequently comprises of several stages, like initial screenings, competency-based interviews, and situational judgment tests (Brennan, 2019). Leadership positions at Marriott can be assessed with the use of assessment centres to see if a candidate's decision-making skills and leadership qualities are adequate. Suitable candidates are selected based on the fact that they align with Marriott's core values and service ethic, which would result in providing quality services for Marriott. 
Technology is the key to Marriott's effectiveness and viability in the recruitment and selection processes (Altınay, 2020). Digital systems such as applicant tracking systems (ATS) provide quick approaches to job openings. By using these, the review becomes more of a fast process in those systems. The new tools using Artificial Intelligence also help to narrow down candidates by picking them out using previously created criteria. The video interviewing technologies (VIT) that Marriott utilises allow it to communicate with international jobseekers prior to the formal interviewing process, thus extending their recruitment base worldwide. These technological devices not only quicken the hiring process but also make it more accurate to Marriott’s needs as it will ensure that candidates’ profiles will be a better match. (Hansson, 2015).
Effective Human Resources Management has been the key to Marriott’s success in terms of growth and maintaining its competitive edge (Ennico, 2015). The company brings in impressive HR initiatives, which include robust training programs. Marriott's team is fully equipped to provide an outstanding service to its guests.  This, in turn, results in high patronage and customer repeat. Secondly, HR measures that concentrate on employee engagement and retention, reduce the rate of people leaving the organisation and subsequently decrease turnover costs, this also preserves business knowledge holding service quality levels constant across different locations (Mishra, 2021). 
MGS is another well-known representative of the HR’s effect at Marriott, this is the global purchasing system that has been implemented at the company, simplifying processes and reducing costs (Cheng, 2022). HR professionals were trained on this system in order to facilitate its smooth use, this resulted in supply chain efficiency and lessened operational costs. For instance, one of Marriott's leadership programs is Marriott Management Philosophy internal promotion system, this was built to guarantee the continuity of high level services in new hotels and existing operations. These programs are the backbone of Marriott's expansion and the reason why the company can keep its brand experience the same worldwide (Chu and King, 2019).
Marriott Hotels and its Human Resources Management faced a couple of issues, including adjusting to remote work conduct. Although remote work is not usual in the hospitality industry, Marriott's corporate functions have had to make changes, these include changes in management practices and employee engagement strategies. Hence, Marriott is trying to advance its efforts on those two fronts in order to increase diversity and inclusion within the company. However, most efforts on this matter have not yet yielded a totally inclusive workplace, which can be seen in senior management worldwide (Sims and Bias, 2019). 
Marriott International Hotels is on the verge of a paradigm shift in HR development, with the integration of advanced technologies in employee training and development being the critical factor. VR and AR are emerging as innovative channels to simulate real-world hospitality experiences for employees (Carbery and Cross, 2017). They benefit significantly from exposure to this immersive training that, in turn, reinforces their service delivery. This innovative transformation in training methods not only has the potential to advance the quality of training but is also closely connected with Marriott`s core value of meeting consumers' expectations. 
Additionally, the diversity and inclusion programs have to be expanded to other areas, creating a new standard within the industry that would encompass a wider diversity of mental aspects like neurodiversity and mental health could be the follow-up reach. These undertakings, besides establishing workplace health, steam from the positive mindsets towards employees’ holistic well-being and inclusivity that big employers adhere to. Through leadership in these areas, Marriott can still get the best of its talents and remain the greatest in the global hospitality market (Camillo, 2015).


Human Resources Management has been the critical element in the soaring of Marriott International Hotels to the top of the world in the hospitality industry. Human Resources Management has appropriately matched the Human Resource strategies to the overall business objectives, which have made it possible to deliver high-level customer satisfaction and operational excellence. The fact that Marriott has been able to develop an effective recruitment process, maintain training programs that are strong on quality and create an environment that supports diversity not only has helped in this organisation's growth but has also enhanced its competitive edge through having a coveted team that is dedicated and skilled. Marriott's Human Resource comprehensive strategy influences customers’ satisfaction and loyalty which directly relates to Marriott’s goals. Facing the future, Human Resources Management at Marriott will be an advanced community which will deal with several innovations, adapt to various related technologies and enhance the inclusion of diverse people. The incorporation of emerging Human Resource trends will be a critical factor for Marriott Hotels in order to maintain its leadership and continued success in the ever-changing global hospitality industry.
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