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Armstrong and Taylor (2020) claim, human resource management refers to the process of planning, approaching and implementing different strategies that eventually help in strengthening the core functions associated with a business organisation. The following essay would attempt to analyse different factors associated with the strategic HR planning process and its impact on managing sustainable business performance for a hospitality brand like Marriott Hotel. The functionality of HRM working has changed a lot over the years since the inception of digitalisation. The emergence of different strategies and planning based on technology has helped brands like Marriott Hotel in securing stable growth on a large scale altogether. However, different stages associated with HRM planning and processes in sustaining a profitable output would get illustrated in this section of the essay as well for a better understanding of the topic. 
Background of the organisation 
Marriott Hotel is one of the fastest-growing luxury hotel brands in the UK, which operates within the hospitality industry. The hotel chain was established back in 1957 with its headquarters in Bethesda, Maryland. Currently, the hotel chain operates in almost 586 locations across different continents to manage its business expansion. However, it belongs to one of the very few brands, which have always maintained a positive profit margin since its inception back in 67 years ago. As of 2023, the Marriott hotel chain has almost 411,000 employees working in its different locations across the entire globe. Apart from that, the brand has managed to generate a revenue margin of 19.05 billion GBP as of 2022, which is one of the highest considering the hospitality industry of the UK (marriott.gcs-web.com, 2023). 
[image: ]
Figure 1: Official Logo of Marriott
(Source: marriott.com, 2024)
[bookmark: _1tchqyqtmbv4][bookmark: _Toc165461466]Main Discussion 
Discuss about the evolution of HRM
As stated by Torrington et al., (2020), human resource management practices have completely changed over the years since the inception of digitalisation. HRM is one of the most important business functions associated with an organisation that eventually looks after the entire working process to maintain a safe & inclusive working environment on a large scale altogether. The working of HRM not only manages recruitment & selection but ultimately ensures the streamlined process of different operations to maintain sustainable growth in terms of market share (Shin et al., 2018, p. 280). For this. HRM can be considered as one of such very crucial business functions that is responsible for overviewing all the primary work done on a large scale (Marchington and Wilkinson, 2016). The working of HRM has changed a lot from what it was back in the 20th century. Since the inception of digitalisation, all the primary work of HRM has completely shifted towards digital mode a lot. 
As per the views of Murton et al., (2010), starting from recruitment to management employee training, all the working of HRM is now completely dependent on technology to get the work done within the given specific period. Having said that, the working of HRM in overviewing all the primary processes associated with the business has also changed over the years as a virtual mode of operation has taken over the HRM's perspective in managing a sustainable working position. Hence, the change in working processes such as recruitment, employee training, talent management, and development of a safe working environment has evolved a lot since the emergence of technical disruption (Banfield et al., 2018). Marriott Hotel is one of such very few brands, which has completely changed its entire working style based on the requirement of technology. The hotel chain has managed to develop a sustainable revenue margin by using different technical advancements in its operations throughout. It has very well managed all its work through digital technology to manage and motivate employees to achieve sustainable growth overall. 
Discuss the strategic role of HR functions
As opined by Blom et al., (2020, p. 24), the HRM functioning can be referred to as one of the most crucial elements in managing suitable growth as far as the hospitality industry is concerned. The hospitality sector is all about achieving consumer satisfaction to meet the recruitment of the industry in terms of revenue margin. This eventually calls for rapid working growth from HRM's perspective irrespective of different brands (Opatha, 2019). Marriott is one of the largest hospitality brands in the UK, which has significantly made a name for itself by serving people with quality services. Apart from consumer satisfaction, human resource management is responsible for providing different amenities to the employees to make them motivated at work. However, looking after all the recruitment of the employees, HRM also ensures a strong employee retention score at the end of the financial year (Bratton et al., 2021). Besides that, HRM also ensures that the working environment is safe for all the workers so that enforcing equality can be achieved. Eliminating discriminatory approaches and developing certain rules and regulations, the HRM department of an organisation eventually looks after different procedures starting from scratch. However, analysing the working of different functions and looking after the needs of the organisation, HRM eventually recruited employees based on the recruitment of the business entity. Marriott has been very blessed with a strong and vigorous core HRM team in its different locations across the globe. However, by following strong working norms in all of its working locations, the HRM of Marriott ensures a streamlined working flow for the brand to secure a competitive advantage in the market on a large scale. 
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Figure 2: Strategic roles of Human resource management
Strategic HR planning process
As proposed by Collins (2021, p. 340), changing roles of HRM over the years is affecting the working process for different brands operating in the hospitality industry. Changes in the working process in terms of recruitment, selection, and working norms have completely substituted the working process for various brands. Apart from recruitment, employee motivation, and talent management, the strategic working process of the employees includes forecasting labour demand & supply, goal setting & strategic planning and program implementation & evaluation (Otoo, 2019, p. 960). All of these are essential for a large-scale business entity to ensure sustainable growth in terms of securing a stable revenue margin. 
Forecasting labour demand & supply is one such thing that makes recruitment easy for business entities operating in a tough market. Understanding market trends and labour industry composition, HRM strategically develops their job advertisement so that it can eventually attract many consumers from different sections of society (Fuenzalida and Riccucci, 2019, p. 560). However, the working of HRM also helps various business functions operate smoothly as HRM ensures to recruitment of the right people in the right place through market forecasting. Hence, market forecasting and ensuring a strong labour supply is one of such strategic approaches that eventually get maintained by the working of HRM. Moreover, by looking at different features associated with national and international markets, HRM generally mobilises staff to perform well on behalf of the brand. By analysing the composition of the labour market lawfully, fairly, efficiently and effectively, the HRM does its strategic positioning in the market to extract the best possible output. 
As stated by Gope et al., (2018,p. 170), goal setting & strategic planning is yet another strategic positioning of HRM that eventually helps a brand in achieving a competitive edge over others in the market. Socialising personnel into the organisation through effective recruitment procedures, HRM helps in achieving value diversity within a particular workplace. However, by setting up different goals and objectives for the entire working section of the organisation, human resource departments ensure meeting different medium and large-scale goals of an organisation like Marriott Hotel. The hotel chain has implemented different HRM working in its business operations over the years so that securing stable growth in terms of revenue margin can eventually be achieved on a large scale altogether. 
Program implementation & evolution is another major strategic approach that often gets seen from HRM’s perspectives in achieving business excellence within an industry (Greer, 2021). Processes of managing performance, innovating new working practices, delivering outstanding customer service and breeding an environment where talent may grow are some of the examples of HRM strategic approaches under the program implementation process. Marriott Hotel has been very much privileged to have a strong core HRM group in managing a stable outcome in its various locations across the globe. Hence, these are some of the strategic HRM planning processes, which eventually helped Marriott Hotel in securing a stable outcome from its business operations through these years to stay ahead of all the competition. 
Recruitment stages and selection process
As per the views of Hong et al., (2019, p. 60), recruitment and selection can be considered as the most important working step associated with the function of human resource management. The HRM of Marriott recruits employees based on the market composition and organisational recruitment to meet certain business objectives. However, strategic positioning in the labour market and employee benefits & benefits have always been the core strengths associated with the HRM of Marriott Hotel. However, the employee training and development process is one such thing, which can eventually get better with time and can be considered as a weakness for the brand considering their working in different locations. However, focusing on its labour market position and strategic recruitment, the brand would eventually have the opportunity to expand its business in different locations in various countries as well. Apart from that, if the HRM department of the brand does not focus on the employee training process from now onwards then lack of revenue margin through consumer satisfaction can come as a threat for them, which is not at all desirable at any given point in time. However, employee norms, recruitment procedures, and employee benefits are some of the internal factors that eventually contribute towards the employee recruitment process for an organisation (Macke and Genari, 2019, p. 810). Additionally, the political situation of a country like the UK, economic instability, and technical advancements are some of the major external factors, which also influence the working of HRM function in terms of recruiting capable candidates. 
As opined by Mariappanadar (2019), HR planning, recruitment and selection are some of the major things, which eventually decide how much success a company is going to achieve in the end. However, the HRM department of Marriott Hotel has encountered different instances regarding employee recruitment and selection where they had to make situational decisions to help the brand secure sustainable growth. For example, analysing the issue with the retailer and the supply chain, the HRM of Marriott has managed to make decisions to recruit employees for the overall betterment of the organisation. However, during the workplace transformation process in the Marriott Hotel, there was a situation when the employees were unable to adapt to certain changes due to the lack of technical skills. The HRM of Marriott in that instance decides to recruit technical superior employees into their workplace so that the employee training process can eventually take place to uplift the knowledge of all the employees. Job advertisement, primary screening, technical proficiency test, group discussion, personal interview, and document verification are some of the major stages associated with employee recruitment & selection which the HRM manages to maintain throughout for getting a sustainable output (Mira et al., 2019). Despite facing different issues and situational problems, the HRM of Marriott has managed to maintain a decent outcome in terms of employee recruitment and selection to keep them ahead in the market competition. Hence, these are some of the major instances where the HRM of Marriott Hotel made certain situational decisions to have the upper hand over different competitors in the market.
[bookmark: _3m9ghc4wzr96][bookmark: _Toc165461467]Conclusion 
The above-concluded essay has analysed different factors associated with HRM working and its impact on the business development of an organisation like Marriott Hotel. Sustainable working output for an organisation requires different factors to remain in place from HRM's perspective. The decision-making for the HRM department in employee recruitment & selection eventually decides how much success a company is going to achieve in the end. However, different roles associated with the HRM function for Marriott Hotel are something that eventually illustrated in this section of the essay as well. Moreover, different strategic planning approaches associated with the HRM function have been elaborated in this particular essay as well for further clarification purposes. 
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