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Human Resource Management (HRM) is an amalgamation of actions related to organisation, management and coordination of human resources within an organisational setting for achieving the vision and shared goals. The common functions of HRM include recruitment, selection, training, compensation and others. Over the years the concept of HRM has undergone evolution through different stages of the Industrial Revolution (IR) and the journey of the management schools of thought. Doing so brought about certain changes in the strategic functions of HRM in an organisation. Considering the context, the current essay will highlight the evolution of HRM in the strategic development of the Marriott International Hotel brand through recruitment, workforce planning and selection. In doing so, the essay will begin with highlighting the evolution of HRM and flow with the strategic role of HR functions. The discussions will then lead to the strategic roles of the planning process, recruitment stages and selection processes of Marriott International according to the evolution.
As part of the management discipline, HRM has successively followed the routine pattern of evolution of management thoughts due to the internal relationship between the challenges in both fields (Armstrong and Taylor, 2020). In fact, HRM itself is a recent term that is only related to the management of human resources in an organisation. Traditionally, it used to have different meanings according to the different eras and it transformed along with the evolution of Management thoughts and occurrences of Megatrends. According to Torrington et al. (2020), HRM is an amalgamation of personal management, organisational behaviour, labour legislation and industrial relations. The evolution of HRM started with the systematic development of the concept led by the IR dating back to 1850 in the USA and Western Europe (Yabanci, 2019). Especially IR led to the emergence of the concept of a factory that accumulates a large number of the workforce under one roof including transformations in work locations and work practices. Since then, the three key practices of HRM have been developed namely recruitment, training and monitoring of workers. After the emergence of factory-based work patterns and workforce management, there has been an organisation of workers based on similar interests which formed associations of workers, commonly known as trade unions. 
The key objectives of trade unions were safeguarding the interest of members and sorting out the problems related to long work hours, child labour, poor working conditions and others. Additional aspects of labour rights that were included in the trade union peripheral were employee benefits, wages and salaries (Cook, MacKenzie and Forde, 2020). Later on, to accept the demands the trade union members started slowdowns, strikes, walkouts and boycotts. During the Social Responsibility era and the initial years of the 20th century decade, a more paternalistic and human-oriented approach was taken towards the workers. Overall, its social welfare approach to labour management was adopted in this era which transformed the HRM practices to be focused more on designing employee-centred work practices and policies. During the scientific management era at the beginning of the 20th century, the HRM principles were shaped towards achieving harmony, development and cooperation (Stone et al., 2023). 
During the 1920s, the human relations era transformed the way organisations used to look at the human factor in the workplace and find out the factors affecting people's behaviour. As a result of the Hawthorne experiment it was evident that in a workplace environment, productivity relies on the collective effort of people through social connectedness, group formation, nature of communication and leadership. Along with taking care of the physical conditions of the workplace, the human relations approach is also taken care of (Wren and Bedeian, 2023). On the country to the human relations approach the behavioural science approach emphasises an efficiency-oriented or task-oriented approach to human behaviour in the workplace. Hence, it can be argued that instead of focusing on the human relations model major focus was paid to the human resource model during the modern-day Behavioural Science era. During this era, HRM practices witnessed the growth of two-way communication and a revolutionary approach towards employee participation in decision-making along with organisational change management, group dynamics and others (Saeed et al., 2019). 
After that HRM evolved during the systems and contingency era where an integrated approach was considered across all the strategic functions of HRM. In the present human resource management era, the need towards recruitment, development and maintenance of the welfare of the workers was identified. To cater to the needs of these developments, the industrial relations department emerged and the level of complexity to manage human resources in large organisations increased (Bratton et al., 2021). Instead of treating employees as mere resources, they are now recognised as organisational assets and a lot of planning is provided towards boosting and empowering the skills and capabilities of the individual and organisational level of the employees.
According to CIPD (2024), strategic HRM is an alternative term to people strategy which is concerned with the creation of a coherent framework to higher, manage and develop employees as an integral organisational support towards achieving long-term goals (CIPD, 2024). In this way, different aspects of people management come together to improve the climate and behaviour for meeting performance targets by focusing on long-term issues of people meeting future needs, managing quality and others. According to Greer (2021), the strategic role of the functions of HR in the present era is also a response towards the evolving nature of work that defines the future of work. The strategic role is the exploration and improvement of common HR functions such as recruitment, planning and employee development. Although the functions remained the same the approach to designing and implementing the functions has been strategically improved to cater to several evolving needs (Collins, 2021). For example, the strategic role of HR functions now includes limiting transactional problem-solving, coming up with proactive solutions, designing people-centred policies and connecting people to solve larger problems. Similarly, Marriott International follows a people-first strategy that is committed to offering the best customer experience (Marriott, 2024). Details on the strategic planning, recruitment selection and development are discussed in the following paragraphs.
In a hospitality establishment, it is significant to understand the creation of the strategic resource planning process for improving the strategic alignment of staff and associated resources. Theoretically, strategic human resource planning is an act of ensuring adequate staffing for meeting the organisational operational goals while matching the appropriate skills at the right time (George, Walker and Monster, 2019). In doing so, it is significant for organisations to assess the current position in the market to plan for the future and remain flexible. The task begins with an assessment of current staff by evaluating the organisational feet and needs. The next part is forecasting the future staffing needs based on the business goals (Noe et al., 2020). Based on the results, the organisation strategy is aligned with employment planning and implementation of the strategies followed by retention of the newly employed people through training and development along with the existing employees based on organisational change. Before forecasting labour demand and supply as a leading international hospitality chain operator, Marriott focused more on assessing the current staff by evaluating the skill set through gap analysis. For example, the skills inventory of employees is developed through self-evaluation service and review of past performances (Marriott, 2024). As the organisation is committed to embracing change, advanced technology plays a major role in visualising and decoding the data related to skill sets. 
According to Hamilton and Sodeman (2020), data analytics is a significant technological development that helps businesses to make informed data-driven decision-making. Similarly in the case of Marriott, data visualisation and analytics techniques are used to forecast the demand and supply of labour. The pandemic has led to several challenges in the hospitality business sector and shortage of labour is one of the key challenges affecting the industry (Aigbedo, 2021). Despite the challenges Marriott has been awarded as the best employee by creating a balance between labour demand and supply along with creating a practice and engaging environment for employees to contribute to the organisational values (Marriott, 2024).
Goal setting and strategic planning in the HRM are placed at the beginning of the performance cycle building the grounds for the successful performance of individuals and teams. Podgorodnichenko, Edgar and McAndrew (2020) suggested that goals need to be aligned with the business calls to ensure maximum success. As part of the service industry Marriott International is committed to creating the best customer experience for the customers worldwide. The success of the organisation's best employee award lies in the alignment of HRM goals with the business strategic vision of a people-first strategy (Marriott, 2024). Through the help of emerging technology, the organisation has identified the gap to fill the need for skills to match the requirements at the right time. Hence the skills and capabilities of the workforce of Marriott are unmatchable and work towards meeting the integrated goals. 
Program implementation and evaluation of performances within the strategic planning also includes various employee development activities including recruitment, selection, hiring, training, training remuneration, performance management and employee relations that show kisses the embodiment of the evolution of HRM practices as discussed above (Stewart and Brown, 2019). Examples of the practices in Marriott include inclusion and diversity, dedication towards meeting customer needs and others. Apart from recruitment and selection the organisation pays close attention to feedback from employees and their involvement in decision-making as some of the contemporary practices of HRM to develop and engage the workforce and make the workplace worthy of their engagement and commitment (Ghani et al., 2022). Details of recruitment and selection are discussed in the following paragraphs. 
The recruitment and selection process of Marriott begins with the development of HR planning that starts with the assessment of the current skills of labourers to identify the method of balancing the demand and supply of the same. As mentioned earlier, data analytics and data visualisation are the two advanced digital technologies adopted by the organisation to review the demand and supply for making data driven and insightful decisions with the business strategy (Marriott, 2024). Theoretically, recruitment is identified as the method of searching, identifying and hiring candidates fitted for performing tasks in specific job roles (Yawalkar, 2019). Searching for applicants to match the required skill set of the organisation is the soul of recruitment. The common HR activities involved in this phase for any hospitality business including Marriott include posting job adverts on online and offline portals. For example, posting jobs on online job websites and social networks along with employee referrals are commonly practised in Marriott (Marriott, 2024). Selection is the next step of recruitment to choose employees for feeling specific job roles (Vrontis et al., 2022). Examples of the activities in the selection process include receiving resumes or applications, performing interviews and making final selection decisions. In the case of Marriott, Artificial Intelligence (AI) is used to screen resumes and applications to match the required skill set of employees (Marriott, 2024). Based on the final screening online and offline interviews of the candidates are conducted. While performing all the activities the organisation shares an inclusive and diverse workforce while alloying the employees toward a healthy work environment that not only meets the organisational purpose but also fully feels the individual commitments of the employees (Marriott, 2024). 
Overall, HRM plays a significant role in an organisation including Marriott operating in the service industry. It is observed that the basic functions of HR are planning, performing and evaluating performances to strengthen a workforce. However, the strategic role of the HR functions has evolved with the evolution of HRM throughout the ages. Contrary to the traditional approach, the contemporary strategic HRM practices are now more employee-oriented to maximise the outcome. The Marriott International Group is the prime example of creating employee-centred HRM strategies by aligning with the people-first business strategy. The strategy HR planning process is forecasting liberty and supply, setting goals, performing strategic planning and implementing and evaluating programs. However, the success lies in aligning the HRM strategies with the business strategies as performed by Marriott International. It is observed that starting from HR planning to recruitment and selection advanced technology is heavily adopted by Marriott International such as Data visualisation, Data Analytics and artificial intelligence. Doing so helps the business to make informed decisions across the mentioned strategic HRM roles while developing an engaging and healthy workforce and meeting individual and business goals. 
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