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The evolution of HRM facilitates the strategic development of an international hotel brand through workforce planning, recruitment and selection.
This essay seeks to shed light on Human Resources Management (HRM) within Marriott International. This is an American multinational company in the market with various services and products. Marriott International has been serving its customers with the best practices in the market. This serves wide lodging facilities and a broad portfolio of services to satisfy its customers and maintain engagement. The founders of this company are Willard Marriott and his wife Alice Marriott. This company was founded in 1927. Human Resource Management (HRM) is an important tool within companies and businesses to maintain their overall performance and engagement in the dynamic market. Through the help of HRM, companies can maintain their recruitment, staffing, performance management, development, training and so on. It is effective in developing employee relationships, health, and safety and employee engagement. In this essay, the discussions will be made on HRM within Marriott International. This essay will illuminate the evolution of HRM. The strategic roles of HRM will be illustrated in this essay. There will be an elucidation of strategic HR planning procedures within this essay. There will be a discussion of forecasting labour demand and supply, strategic planning and goal setting and evaluation and program implementation. The selection processes and recruitment stages will be explained. There will be an example of how Marriott International facilitates the development of business units through the support of the HR selection process, recruitment and planning.
Marriott International’s Human Resources Management (HRM) has witnessed considerable changes that also reflect the many changes that have taken place in the field of HRM. From its traditional administrative role that focused on payroll and compliance, HRM at Marriott has progressed into a strategic partner that integrates the human capital with the organisational objectives (Dhanpat, et. al., 2020). After some time, the organisation has moved from a conditional HR to a more essential HR centring on the employee engagement, talent management, and workforce planning. This improvement is educated by the acknowledgment that individuals are an entirely important asset in the cordiality area, and their insight and furthermore capabilities contribute essentially to the prevalent guest satisfaction.
The HR strategic functions at Marriott International are additionally extremely fluctuated and incorporate labour force arranging, ability procurement and furthermore ability advancement. To begin with, labour force arranging includes estimating the future requirements of the association, thinking about the variables, for example, the worldwide market patterns, financial condition, and furthermore innovation. The HR team of Marriott works in close collaboration with the business leaders to identify the required skills and competencies needed to support the strategic goals of the company (McCartney, et. al., 2020). This proactive approach ensures that Marriott has the right talent in the position to be ahead of the market changes and have a competitive advantage. Also, talent acquisition is one of the most basic parts of Marriott's HR system. The organisation takes on worldwide acts of enrolment to draw in a different populace of the numerous candidates. Marriott utilizes the most recent innovation and furthermore worldwide associations to guarantee that its enrolment processes are affected by social subtleties in every district. The recruitment process also highlights the cultural competence, which means that the potential candidates should not only possess the necessary technical skills but also be capable of functioning effectively in a multicultural and customer-oriented environment (Veleva, 2021).
Moreover, talent development programs play a very crucial role in the Marriott’s core HR strategy. The organisation invests in campaigns that are aimed at improving the skills and also the capabilities of its workforce. This includes management development programs, language training, and also complex communication initiatives (Eschenbrenner, et. al., 2023). By supporting and fostering its ability pool, Marriott not just guarantees that its representatives are prepared to address the difficulties of the worldwide cordiality industry yet in addition cultivates a culture of consistent learning and development. Furthermore, the development of HRM at Marriott Worldwide reflects a more extensive shift from a traditional administrative job to a business partner. The essential job of HR capabilities at Marriott envelops labour force arranging, ability securing, and ability improvement, all pointed toward ensuring that the organisation has the perfect individuals with the right abilities perfectly positioned. This essential methodology positions HR as a vital driver of Marriott's progress in the exceptionally serious global neighbourliness market, where the nature of human resources is principal.
Strategic HR planning is an essential process that allows the organisations to link their human resources to the overall strategic objectives and goals of the firm. This planning process involves three key stages: Forecasting labour demand and also supply, goal setting and also strategic planning, and program implementation and also evaluation. In this paper, it will discuss each of these stages in detail to determine how they support the efficient management of the human capital in an organisation (Greer, 2021). The first step of the strategic HR planning process is the demand and supply forecasting for the labour. This means predicting the future workforce needs for the organisation as well as the likely labour market conditions. At this stage, HR professionals in organisations such as Marriott International analyse the historical trends, economic indicators, technological innovation, and also industry specific factors to determine the number and also type of human resources required. To a company like Marriott that operates in the dynamic hospitality sector, this means considering such aspects as the tourism trends, global economic conditions, and new technologies that may impact the demand for skilled employees. From the supply side, the analysis considers the talent pool in the labour market that includes the demographic shift, the educational attainment, and also the skill availability.
After predicting the labour demand and supply, the strategic goals that are in line with the company’s overall business strategy are usually set. This includes working with the senior management to determine the strategic direction of the company and determining which roles and skills are very critical to achieving those goals. For example, at Marriott International, if the strategic objective is to enter new global markets, HR may concentrate on finding and recruiting talent with the skills in international business, language fluency, and cultural sensitivity (BruckerJuricic, et. al., 2021). The essential arranging stage also includes evaluating the ongoing abilities of the current labour force and distinguishing any abilities holes. This permits HR to develop designated preparing and development projects to upgrade the skills of the ongoing labour force or enlist new ability were essential. The objective setting and vital arranging stage act as a scaffold between the hierarchical procedure and the HR system, guaranteeing that human resources are lined up with the more extensive business goals.
Following the definition of the strategic objectives, the HR team proceeds to the implementation stage. This entails implementing the plans and also programs to address the articulated workforce needs. Implementation can include the recruitment and selection procedures, training projects, talent development programs, and also other HR initiatives. For example, Marriott International might initiate targeted recruitment campaigns in the areas where development is envisaged, provide language and cultural training for the employees, and introduce leadership development programs to prepare them for the future positions (Hassanein and Özgit, 2022).
The estimation is a continuous process, which takes place during and also after the completion phase. HR professionals also continually evaluate the effectiveness of their programs with the help of KPIs to determine whether the organisation is achieving its workforce objectives. This may include monitoring the employee performance, turnover rates, employee satisfaction, etc. Nonstop observing empowers HR to go with choices in light of the information and to adjust their methodologies appropriately so the association stays nimble enough to answer the changing necessities of the business (Liu, et. al., 2020). Lastly, the strategic HR planning process is an ongoing and reciprocal process that enables organisations such as the Marriott International to plan, control, and improves their human resources in a proactive manner to achieve the business objectives. Organisations can have the right people with the right skills in the right positions by forecasting the labour demand and supply, setting strategic goals, implementing and evaluating HR programs, and contributing to the long-term success and competitiveness (Neupane and Khanal, 2022).
Marriott International, an international hospitality company, pays particular attention to the processes of HR planning, recruitment, and also selection as a way of ensuring the development of its business units. These approaches are very essential for having a competent and also diverse staff that can respond to the dynamic needs of the hospitality industry. Marriott’s approach includes strategic HR planning, which means that the HR department forecasts future staffing needs and develops them according to the overall corporate strategy. The company conducts a detailed analysis of its business units which includes many such aspects as future growth, market dynamics, and also changing customer preferences. This vision enables Marriott to predict the necessary skill sets and also plan strategically for recruitment activities (Wickham, et. al., 2020). From the standpoint of recruitment, Marriott uses a multi-pronged strategy to attract high-quality employees. The organisation utilizes its worldwide image presence to make a strong business brand by stressing worker improvement, variety, and inclusivity. Marriott utilizes numerous enlistment roads, including on the web stages, work fairs, and joint efforts with instructive establishments, to catch an expansive scope of people who are by its qualities and mission. Diversity and inclusion are very important priorities in the recruitment process for Marriott. The company understands the need to have a workforce that mirrors the diversity of its customer profile. Marriott actively recruits from many diverse backgrounds, cultures, and experiences creating an atmosphere of diversity that drives creativity and innovation among its various business segments. Marriott’s selection process is intended to guarantee that the competitors have the expected abilities and capabilities as well as offer the organisation's fundamental beliefs. The up-and-comer's appropriateness for the jobs is surveyed through extensive meetings, abilities appraisals, and social assessments. This cautious assurance process helps Marriott with perceiving individuals who not only add to the speedy necessities of the speciality unit but, furthermore, have the potential for long-term advancement inside the association. In addition, Marriott emphasizes employee development and training programs to raise talent and improve skills (Shane, et. al., 2020). The company provides various learning and development opportunities such as leadership programs, skill-building workshops, and also online learning platforms. This commitment to long-lasting learning upholds the singular worker as well as contributes a ton to the turn of events and adaptability of Marriott's speciality units. Marriott’s HR arranging comes a long way past enlistment and incorporates ability maintenance procedures. The organisation comprehends that holding the best ability is similarly significant as drawing in it. By ensuring competitive compensation packages, employee recognition programs, and a supportive work culture, Marriott seeks to build an environment where the employees feel appreciated and also encouraged to give their best to ensure the success of the business unit. In this regard, Marriott International can be considered a model of holistic HR planning, recruitment, and also selection practices that promote the business unit development. With the strategic alignment of the workforce needs with the business goals, the encouragement of diversity and inclusion, as well as the investment in the development of employees, Marriott ensures that the workforce continues to be a major source of the company’s success in the competitive hospitality market (Barreto and Mayya, 2022).This dedication to the development of human capital not only fortifies the individual business units but also enhances the resilience and adaptability of Marriott International as a global hospitality leader.
In conclusion, this essay has described briefly HRM and its effectiveness within Marriott International. This is a global international company with diverse services and products. It has also implemented CSR (Corporate Social Responsibilities) within its initiatives to develop its reputation and environmental impacts. This company operates on various hotel brands starting from luxury to budget friendly. This company has been serving in the market for a very long time. Human Resources management is a crucial tool to maintain company development and overall growth. This essay has elucidated the evolution of Human resources Management (HRM). The strategic roles of HRM in managing overall company performances have been elaborated in this essay. There has been an explanation of strategic HR planning procedures such as evaluation and programme implementation forecasting labour demand and supply and global setting and strategic planning. The recruitment strategies and selection procedures have also been elaborated in this essay. This has explained examples of how the company facilitates the improvement of business units through the help of HR planning, process and recruitment. 
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