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Introduction
        An international hotel brand's strategic growth is a difficult process that needs meticulous preparation and implementation in the chaotic, demanding world of the hospitality business.  As we examine the development of Human Resources Management (HRM), one important aspect of the strategic expansion of global hotel brands becomes visible. This essay will examine how workforce planning, recruiting, and selection of HRM's evolving responsibilities—support the strategic growth of a global hotel brand.
    As we analyse these HRM concepts, we turn our attention to Marriott International, a well-known case study that provides a concrete framework for how HRM is changing in the hotel sector. The evolution of HRM will be explored, highlighting how its transformation from a purely administrative function to a strategic one has impacted the hotel industry. We will also discuss the strategic role of HR functions in facilitating the growth and development of Marriott International.
    Transitioning into the core of our discussion, we explore vital aspects of the strategic HR planning process., such as estimating labour requirements and supplies, creating goals and strategic plans, and implementing and assessing programs. The phases of the hiring and selection procedure will also be covered, along with instances of how Marriott International uses these HR procedures to support the growth of its company divisions.
   Conclusively, our exploration aims to underscore the substantial impact of adeptly implemented HRM practices on the strategic development of international hotel brands, drawing insights from the practices employed by Marriott International.      Despite the challenges and complexities involved, these procedures are essential to guaranteeing the brand's success in the international marketplace.

Human resource management (HRM) is a field that has developed throughout time to suit the shifting demands of businesses and labour markets. “It began as an administrative duty handling recruiting and firing and progressively developed into a crucial strategic role for businesses” (Sims, R. R. (2002)). Technological developments had a major role in the growth of HRM, which went from being mostly a paper-based procedure to an integrated digital system.
     Building on this evolution, let's explore how HR departments' strategic functions align with long-term corporate objectives and results, as argued by Brauns (2013). Shifting our focus to practical implementations, Marriott International, a frontrunner in the industry, provides us with insightful examples of how these strategic HR functions are applied:
      Marriott's HR practices are well-known for placing a great emphasis on other elements. components like development, an enjoyable place to work, greater advancement opportunities, harmony between work and personal life, and good leadership. “The organisation also places a high value on recruiting, selection, and manpower planning” (Mundhe and Kulkarni, 2018). Over the next few years, each Marriott business expects its development and assesses how many entry-level and managerial personnel will be necessary to handle the increase. Many factors are determined by the planning process, such as how many new units are planned within the allotted period (two to five years), an approximate representation of the expected organisational structure, the length of time required to train staff for positions of management, the access of existing Marriott staff members, and whether or not external recruitment is required. (Marriott International. 2023). Marriott's guiding principles and culture have an impact on the HR planning process. The organisation makes sure it has the appropriate people in the right positions at the right times by using these principles to guide its personnel planning. For example, according to Hudson (2020), Marriott placed the majority of its corporate staff on leave during the difficult pandemic days.      
       Marriott's hiring and selection procedure heavily relies on human resources (HR). HR is in charge of interviewing and evaluating new hires and allocating a certain amount of time for them to become acclimated to their team and learn how to do their job well. In addition, the HR division is in charge of interviewing potential hires, evaluating resumes and applications, and choosing the top applicants for a position. After applying, the Marriott Talent Acquisition team receives your application. Lastly, to decide whether to make an offer, the recruiting manager and team will go over your responses to the interview questions together with your credentials and experience. If your background matches what they are looking for in that role, they will get in touch with you to arrange a preliminary discussion. (Marriott Careers. n.d.)
    Additionally, Marriott utilises Taleo, an Applicant Tracking System (ATS), to oversee the hiring and screening procedures. This system evaluates resumes, logs pertinent test results, and, should a candidate receive a high enough score, suggests them for further consideration for interviews. ( JobTestPrep. n.d.) 
     An article published in Hotel Management (2010) claims that Marriott International offers a variety of training courses to its staff members, training courses significantly supported by the HR division. They are in charge of organising programmes for new hires that acquaint them with the Marriott brand, culture, and particular hotel or area. Additionally, HR is in charge of making sure workers receive cross-training to support efficient day-to-day operations, training such as:
International Hourly Training: Offers hourly workers daily 15-minute training courses covering fundamental skills including food preparation, room operation, and purchases.
Openings: Training on discipline-specific skills for hourly non-managerial staff in domains including finance, HR, IT, and more.
Core Management Training: More than 20 programmes spanning a range of topics offered by professional specialists, certified instructors, and property-based managers are available for managers
Crucial Competencies for Managers and Supervisors: including fifteen sections that address anything from managing stress to interaction.
In Motion!: Provides managers with practical knowledge of several hotel divisions, equipping them for managerial duties.
Get On Board: This programme acquaints newly appointed managers with the global hospitality rules, processes, and customs of Marriott.
Ashridge Associate learning may be done at their speed with the help of a virtual learning resource centre.
Programmes and offers for facilitators: Divided into three categories and in line with Marriott International's Core Competencies.
Implementation of Property Strategic Planning: 30 days before the grand opening of a new Marriott International hotel, hotel leadership teams participate in a two-day programme.
Courtyard by Marriott's general managers and assistant managers can engage in a global training programme known as Courtyard by Marriott Worldwide University.
Training Programmes Off-Site: Hotel managers can participate in workshops that provide a range of on-site training initiatives.
Effective Training Skills: Co-facilitation strategies, hands-on learning phases, assessment, and knowledge of learning types are the main topics of this course and certification procedure.
      Linking back to the overarching theme, we see how Marriott's adept HR planning not only supports growth but also guides the company through unforeseen challenges, such as the recent disruptions in the supply chain and labour shortages.

       The human resources department of Marriott is essential to forecasting supply and demand for labour. They are in charge of developing frameworks to decide the human resources that will be implemented by their company. Important roles and functional demands within the business may be identified with the use of organisation and replacement charts created by HR services. To make sure the company is both competitive and compliant, supply forecasting involves an examination of the labour market and employment legislation as of right now. 
     The main goal of labour demand forecasting is estimating future workforce requirements for your business. This can entail researching past information on the occupancy levels, seasonal patterns, and expansion strategies for Marriott. For instance, “In June 2022, Marriott announced record financial performance. Marriott achieved complete worldwide earnings per available room (RevPAR) recovering before the pandemic leading to record financial performance for the company.” (Marriott International. 2022). This kind of data can be used to forecast labour demand.
      On the other hand, it entails forecasting the supply of labourers possessing the requisite expertise to fulfil this requirement. This can be difficult because of things like personnel shortages when a lot of furloughed or fired workers in the hospitality industry migrate to other industries or stop working altogether. To draw in fresh talent, hotels such as Marriott must contend with competition from other industries.   (Scoviak, M., 2023)
     Marriott had several obstacles, including the pandemic and the death of Arne Sorensen, the company's president and CEO (Amire, 2022). Jessica Lee, the company's vice president of performance and brand talent consultancy, proposed many measures to guarantee her employees survived the previous year. "not just surviving, but thriving." These tactics included being kind in the face of the circumstance, developing frictionless technologies that "treat people with grace," and being upfront about when they knew and didn't know what was going on. (Lee, 2021).

    Marriott's strategy plan, as stated by CEO Anthony Capuano in the article "Hotel and Resort Industry Poised for 2023 Success," is centred on providing the greatest brands and experiences, drawing in and keeping repeat customers, and growing the company's global footprint (Wood, D. 2023). With a three-year expansion strategy, this plan will be implemented with the goal of opening approximately 1,700 hotels worldwide by 2021. Strong hiring and retention practices are required in order to support a good culture and give visitors outstanding experiences as a result of this development. (International Marriott, 2019).

     Marriott’s program implementation emphasizes the significance of hiring and retaining talent to minimize turnover, reduce costs, and maintain a positive organizational culture. Program evaluation is a crucial aspect, with a comprehensive approach that covers business ethics, human rights, diversity and inclusion, safety and well-being, responsible sourcing, and environmental sustainability. According to the Marriott News Center. (n.d.) Marriott's commitment to ethical business practices has earned recognition as a global leader. 
    Confronting challenges in program implementation, Marriott acknowledges criticisms and internal issues, providing insights into its adaptability strategies during external pressures like financial challenges and labour shortages. ( Marriott News Center. 2022)
     Marriott uses a variety of HRM models and ideas, such as the Harvard Model of HRM, a framework emphasizing cooperation, comprehension, and connection across all divisions and organizational levels. This model promotes collaboration at every organizational tier and empowers general managers to actively engage in the HR division, utilizing effective employee incentive methods to lessen the difficulties related to human resource management, (HRM Handbook.n.d.). The business prioritises the human element of HRM since it sees workers as essential partners in the company's overarching business plan. While definite statements regarding Marriott's alignment with the Harvard Model are complicated by the lack of explicit sources, the organization's 'people-first' (Marriott International. n.d.) attitude follows the model's tenets. Significantly, Marriott's large expenditures for the growth and welfare of its workforce are concrete demonstrations of the company's dedication to human-centred HRM, supporting the claim that the Harvard Model has an impact on the business.
    To assess current situations, Marriott leverages HR analytics, applying analytic processes to enhance the human resource department's efficiency. Analytics are used to understand employee turnover rates, identify improvement areas, and optimize employee performance for a better return on investment. (Syed, N. 2020)
       Marriott's HRM practices also include formulating strategic plans based on insights gained from HR analytics. For instance, in response to high turnover rates, Marriott might implement new training programs or improve its benefits package.
     A real-world example of Marriott’s Human Resource Management (HRM) practices is its response to the COVID-19 pandemic. In the face of an unprecedented crisis, Marriott was forced to make tough decisions, including furloughs and layoffs. As Mayer (2021) notes, the company's CEO, Lee, described these actions as "one of the most difficult things I ever had to do". This highlights the challenging nature of the decisions made by Marriott during the pandemic. However, they also focused on supporting their associates through measures like launching a fundraising campaign to provide financial aid to impacted employees.

       In conclusion, the long-term development of Marriott International is highly dependent on the advancement of Human Resource Management (HRM) methodologies. With Marriott demonstrating efficient HR planning, recruiting, and selection procedures, the hotel sector has been greatly impacted by HRM's evolution into a strategic role. The business's responsiveness to crises like the COVID-19 outbreak and its involvement in training initiatives demonstrate its dedication to a "people-first" philosophy. Marriott has demonstrated a strong commitment to human-centric approaches by using HR analytics and adhering to the Harvard Model of HRM, even in the face of industry complexity. Marriott demonstrates its commitment to ethical business practices by proactively introducing programmes and managing difficulties. This reinforces the firm's ambition to become the most trusted travel company globally.
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