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Introduction 

The evolution of Human Resource Management (HRM) from its simple administrative origins to a strategic powerhouse guiding organisational success is exemplified by Marriott Hotel, a global hospitality leader. This essay delves into HRM's transformation, highlighting Marriott's trajectory as a prime illustration of this evolution. Moving beyond administrative tasks, HRM now encompasses talent acquisition, development, and retention, with a particular emphasis on employee engagement and satisfaction. The infusion of technology, adept management of organisational change, and proactive strides in diversity and inclusion underscore HRM's pivotal role in shaping the contemporary business landscape. At Marriott, the strategic role of HR functions emerges as a requirement in aligning the workforce with broader business objectives. Strategic HR planning at Marriott involves proactive measures to address future labour demands, ensuring organisational resilience in dynamic markets. The connection of HR strategies with overarching business objectives highlights Marriott's unwavering commitment to organisational success. The strategic HR planning process at Marriott is a dynamic, comprehensive approach surpassing traditional labour forecasting. It employs forward-thinking strategies to identify talent gaps, align HR goals with broader business strategies, and rigorously evaluate the impact of HR initiatives. This comprehensive approach positions Marriott as an industry leader, anticipating future challenges and fostering a culture of continuous improvement. Marriott's recruitment stages and selection process reflect strategic development, emphasising diversity, cultural values, and service standards. HRM's role extends to talent retention and development, including comprehensive training programs. Examples of Marriott's HR planning highlight a commitment to long-term success through strategic talent development, embracing innovation and technology, promoting diversity and inclusion, and prioritising employee well-being.

Main body
The evolution of Human Resource Management (HRM) has been remarkable, transitioning from a basic administrative function focused on personnel management to a strategic force guiding organisational success (Boxall & Purcell, 2016). Initially centred on tasks like payroll, HRM expanded its scope, recognising the pivotal role of effective human capital management for gaining a competitive edge in dynamic markets (Gürhan Uysal, 2020). Marriott, a global hospitality leader, exemplifies this evolution, integrating HRM into its global expansion and sustained excellence (Bagis & Darmawan, 2022). Beyond traditional functions, Marriott's HRM strategy emphasises talent acquisition, development, and retention, aligning human capital with broader business goals (Snell et al., 2022). A crucial aspect of HRM's evolution is its attention to employee engagement and satisfaction. Companies like Marriott invest significantly in training, understanding the profound impact of a motivated workforce on organisational success (Neupane & Khanal, 2022). Technology's integration revolutionised HRM, automating tasks and allowing HR professionals to focus on strategic workforce management. From data analytics to advanced HR Information Systems, technology is now fundamental to modern HRM. HRM's role in organizational change management has gained prominence, with HR professionals leading transitions like mergers and technological advancements. HRM has adopted a proactive role in diversity and inclusion, reflecting the value of diverse perspectives in fostering innovation. Marriott's HRM strategy aligns with this trend, actively promoting diversity initiatives for an inclusive workplace culture that enhances organisational adaptability in the rapidly changing global landscape. This dynamic evolution underscores HRM's constant adaptation to contemporary business demands, significantly contributing to organisational success in the 21st century. (Madi Odeh et al., 2021)
Within the context of Marriott, the alignment of HR functions with overarching business objectives holds utmost importance (Pereira et al., 2021). This strategic HR planning involves foreseeing future labour demands and supplies, enabling Marriott to proactively address potential gaps in talent (Tucker, 2021). The objective is to ensure that the workforce is strategically positioned to support the brand's global expansion and maintain high standards of customer satisfaction (Adıgüzel, 2020). Marriott's HR functions play a crucial role beyond conventional workforce management, acting as a vital facilitator for the organisation's worldwide growth. By anticipating and addressing talent gaps through proactive HR planning, Marriott reinforces its workforce and boosts overall operational resilience. This strategic incorporation of HR functions with broader business goals enables Marriott to navigate the ever-changing landscape of the hospitality industry (Gupta, 2023). Essentially, the strategic placement of HR functions at Marriott extends beyond typical human capital management, functioning as a catalyst for sustained success by aligning the workforce with the company's global vision, fostering adaptability, and strengthening the commitment to delivering exceptional customer experiences. In Marriott's strategic framework, HR functions serve as a linchpin, going beyond conventional human capital management paradigms. They function as a catalyst for sustained success by aligning the workforce with the company's global vision, fostering adaptability, and reinforcing the commitment to delivering exceptional customer experiences. This strategic integration positions Marriott to navigate the dynamic landscape of the hospitality industry with resilience and agility, ensuring continued prominence and effectiveness in a fiercely competitive sector. (de Oliveira et al., 2023) The proactive approach of HR planning not only fortifies the workforce but also contributes to the organisation's overall strategic adaptability and resilience in an ever-evolving business environment.
Marriott's strategic HR planning is a dynamic, comprehensive process, reflecting its commitment to navigating the evolving business landscape (Sukhu & Bilgihan, 2023). Beyond traditional labour forecasting, Marriott adopts a proactive stance, employing forward-thinking strategies to anticipate and address future workforce needs (Hermann et al., 2023). This foresight identifies talent gaps, laying the foundation for strategic recruitment and selection initiatives, ensuring the organisation is staffed with the right personnel (Haddock-Millar & O’Donohue, 2021). Crucially, Marriott aligns HR goals with broader business strategies, integrating HR objectives seamlessly with overarching business goals (Koohang et al., 2023) This alignment is vital for international expansion and meeting customer satisfaction objectives, reinforcing the brand's global market position. The interconnectedness of HR strategies with broader business goals underscores Marriott's dedication to organisational success. Implementation and evaluation constitute the third pillar of Marriott's strategic HR approach. The organisation not only formulates innovative HR programs but rigorously evaluates their impact. This commitment to ongoing assessment allows Marriott to continuously refine its HR processes, ensuring effectiveness and adaptability in the face of a dynamic business environment. Marriott's strategic development reflects a commitment to excellence, growth, and adaptability. Through meticulous planning, goal alignment, and continuous evaluation, Marriott positions itself as an industry leader anticipating future challenges. This comprehensive approach cements Marriott's reputation as an industry pioneer, focusing steadfastly on organisational success. Furthermore, Marriott places a strong emphasis on employee development and engagement, fostering a culture of continuous learning and improvement. The company invests in training programs, mentorship initiatives, and leadership development to cultivate a skilled and motivated workforce. This commitment not only enhances employee satisfaction but also contributes to long-term organisational success. In addition, Marriott embraces technological advancements to streamline HR processes, leveraging data analytics for more informed decision-making. This data-driven approach enables the organisation to identify trends, measure the effectiveness of HR interventions, and make data-informed predictions about future workforce needs. Marriott's proactive use of technology ensures that its HR strategies remain innovative and aligned with the rapidly evolving business landscape. Furthermore, the organisation prioritises diversity and inclusion in its HR practices, recognising the value of a diverse workforce. Marriott's commitment to creating an inclusive environment extends beyond compliance to foster innovation, creativity, and a broader perspective within the organisation. This inclusive approach not only strengthens the organisational culture but also resonates positively with customers and partners, enhancing Marriott's reputation as a socially responsible and forward-thinking company.
The evolving roles of Human Resource Management (HRM) at Marriott Hotels play a pivotal role in strategically developing the international brand through their recruitment stages and selection process (Hassanein & Özgit, 2022). In an era where globalisation and diverse workforce dynamics are paramount, HRM at Marriott has transitioned from a traditional administrative function to a strategic partner in the organisation's success (Sparrow et al., 2017). Marriott's HRM aligns recruitment with the strategic development of the international brand by actively seeking diverse talent. The recruitment stages are meticulously designed to attract individuals not only with the requisite skills but also those who embody the cultural values and service standards crucial to Marriott's global identity (Kanwal & Van Hoye, 2023). The emphasis on inclusivity and innovation reflects the understanding that a diverse workforce enhances the brand's adaptability and appeal in international markets. Furthermore, the HRM's role extends to talent retention and development, ensuring that once recruited, employees are nurtured to become ambassadors of the brand. This includes comprehensive training programs and career development initiatives that empower employees to contribute meaningfully to Marriott's global success. The selection process, spearheaded by HRM, is instrumental in identifying candidates who not only possess technical competencies but also align with Marriott's international brand image. Cultural fit, shared values, and a commitment to exceptional customer service are integral components evaluated during the selection process. Moreover, HRM at Marriott recognises the significance of employee engagement in sustaining a high-performing workforce. They implement strategies to foster a positive work environment, encourage open communication, and prioritise employee well-being. This approach enhances job satisfaction, thereby boosting productivity and creating a workplace culture that attracts top talent. In response to the rapidly changing business landscape, Marriott's HRM has embraced technology to streamline HR processes. Automated recruitment tools, data analytics for talent management, and digital learning platforms are incorporated to optimise efficiency and stay ahead in the competitive hospitality industry. Additionally, the HRM team plays a crucial role in promoting diversity, equity, and inclusion within the organisation. Marriott actively supports initiatives that foster a sense of belonging among employees, creating a workplace where individuals from different backgrounds feel valued and respected. As the hospitality sector evolves, Marriott's HRM continues to adapt and innovate, ensuring that its workforce remains a driving force behind the brand's success. This strategic approach to HRM not only positions Marriott as an employer of choice but also contributes to the company's global standing in the fiercely competitive hospitality market.
Marriott's commitment to long-term success is evident in its strategic talent development and succession planning. The company invests in training programs, mentorship initiatives, and leadership development to nurture its existing talent pool (Admin, 2023). By identifying high-potential employees and grooming them for future leadership roles, Marriott ensures a continuous pipeline of skilled professionals ready to step into key positions. This proactive approach to talent development enhances organisational stability and minimises disruptions during leadership transitions. Marriott's HR planning also extends to embracing innovation and technology to optimise workforce efficiency. The company adopts innovative HR technologies for talent acquisition, performance management, and employee engagement. For example, the implementation of artificial intelligence (AI) in the recruitment process streamlines candidate selection and enhances the overall hiring experience. This forward-thinking approach not only ensures that Marriott stays competitive in the rapidly evolving hospitality industry but also positions the company as an attractive employer for tech-savvy professionals (Goswami et al., 2023). Marriott's HR planning includes a strong emphasis on diversity and inclusion. Recognising the value of a diverse workforce, the company implements inclusive hiring practices and provides equal opportunities for employees from various backgrounds. This commitment to diversity is not just a moral imperative but also a strategic move, as it allows Marriott to better understand and cater to the diverse needs of its global customer base. This approach fosters a more creative and innovative work environment, reflecting the multicultural nature of the markets in which Marriott operates (Manoharan et al., 2023). Marriott's HR planning goes beyond traditional workforce considerations to address the well-being and work-life balance of its employees. The company recognises that a satisfied and motivated workforce is crucial for delivering exceptional customer service. Therefore, Marriott implements wellness programs, flexible work arrangements, and employee assistance programs to support the holistic well-being of its staff. By prioritising the health and happiness of its employees, Marriott not only attracts top talent but also fosters a positive workplace culture that translates into better guest experiences. (Jamal Ali & Anwar, 2021)
Conclusion 
In conclusion, Marriott's trajectory in Human Resource Management (HRM) represents a profound shift from traditional administrative functions to a strategic powerhouse, significantly influencing the global success of the company. Through the alignment of HR functions with overarching business objectives such as talent acquisition, development, and retention, Marriott has strengthened its position in the competitive hospitality sector. The adept integration of technology, combined with a proactive HR planning process, highlights the company's ability to navigate the dynamic business landscape successfully. Marriott's commitment to cultivating a diverse, engaged, and innovative workforce is evident in its meticulous recruitment stages, selection process, and HR planning examples. The strategic initiatives for talent development, incorporation of technological advancements, and emphasis on employee well-being establish Marriott as an industry pioneer, well-equipped to face the challenges of the 21st-century business environment. The forward-thinking approach not only ensures operational efficiency but also underscores the company's dedication to diversity, inclusion, and sustained success, Alternatively Marriott's HRM evolution displays its leadership in adaptability, resilience, and global prominence, inspiring industry best practices and setting unprecedented standards for organisational excellence and innovation. This transformative journey underscores Marriott's commitment to shaping the future of HRM in the dynamic hospitality landscape.
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