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Title: Evolution of HRM facilitates the strategic development of an international hotel brand through workforce planning, recruitment and selection.

Within the hospitality industry, Marriott International is a well-known brand that is massively celebrated for its successful pioneering business approach with a significant strategic Human Resources Management (HRM) as its epitome. Following this, this essay will delve into the evolution of HRM in Marriott in navigating its worldwide success as an international hotel brand and strategic development via planning, recruitment and selection of workforce. As the organisation highly underscores a culture of talent nurturing as well as the implementation of innovative recruitment approaches, the HRM initiatives of Marriott International stand as the core example of leveraging human capital to achieve its organisational objectives.  
Marriott's worldwide service and HRM functions are deeply integrated with the organisation's values, mission and vision, signifying its dynamic evolution of HRM from traditional personnel management to an essential strategic partnership (Armstrong & Taylor, 2020). According to Torrington, et al., (2020), Marriott initially revolved around standard tasks of administration such as addressing employee grievances as well as management of payroll until the organisation extended its global footprint where the functionality of HRM has undergone a development as a result of market evolution. The evolution of Marriott's HRM started with the recognition of maintaining human capital for the success of the organisation, hence making it an international hotel brand. The organisation has realised that its employees and the workforce per se were not just mere assets but are drivers of their business escalation with their innovative services that are applied in bringing customer satisfaction. This has hence driven Marriott to redefine its role of HRM into being a strategic partner with its human capital rather than just a supporting aspect. Further, Marriott International also has partnered with companies like the Institute of Customer Service to elevate its employee training with the adequate skills to deliver exceptional guest services ( Institute Of Customer Service, 2024). 
According to Friedman, (2012), with the evolution of Marriott''s HRM, strategic workforce planning developed as the core component and HRM worked closely with different departments to adequately identify employee skill gaps, and develop a training program to upskill their workforces whilst also making efforts for maintaining the talent pool for the future potential candidates with activities such as job on training, internships, mentorship sessions etc. Marriott has recognised the need for employee engagement in delivering holistic and excellent services which is why the organisation has dedicatedly invested in training programs that have the potential to underscore continuous learning, bring about enhanced satisfaction for the workforce as well as promote the aspects of diversity and inclusivity. Therefore, the evolution of HRM in Marriott was an essentiality required for the organisation to accurately adapt to the fast-evolving market and business dynamics and heighten its competitive edge as an international brand.
With the evolution of HRM within Marriott, the strategic role of HR functions has massively contributed to the success of the organisation by crucially shaping the strategic goals and objectives. According to Friedman, (2012), the HR functions of Marriott are extensively aligned with its company values, and vision and massively focus on the aspects of innovation and a culture of excellence. The strategic HR functions hereby entail initiatives that are applied for extending the human capital potential for achieving the set business goals. One of the primary and key strategic functions at Marriott HRM is talent acquisition and encouragement for further development of skills. As reasoned by Chung & D’Annunzio-Green, (2018), the strategic steps of attracting, retaining as well and nurturing talents by the HR departments bring about the notion that Marriott focuses on accumulating the right talents with the right roles for their business functionality and guaranteeing success. This also encompasses the application of innovative strategies of talent recruitment whilst leveraging digital platforms and making use of social media platforms to gain access and connect with the diverse talent pool.
Furthermore, strategic workforce planning stands as another major aspect of HR functions where initiatives to enhance employee morale and motivation are implemented by HR to instil a positive working environment along with opportunities for the employees to advance their careers whilst promoting an adequate work-life balance. This has in turn led to higher employee engagement with the functionality of the organisation, and the development of the employee contributing to enhanced productivity as well as retention (Gallagher, 2022). The strategic HR functions of Marriott also focus on formulating an inclusive workplace, underscoring creativity and innovation as well as collaboration with its workforce in driving its competitive advantages in the global market. Moreover, strategically focusing on the aspect of diversity and inclusion plays a vital role in the HR function of Marriott, this not only elevates the organisational culture but also creates a robust reputation for the organisation within the hospitality industry globally. 
Moving on, the strategic HR planning process of Marriott International comprehensively focuses on three major aspects, namely, labour demand forecast and supply, strategic planning and goal setting and lastly, program implementation and evaluation. These are the core components of Marriott International's HR strategy that align workforce contribution with the company objectives adequately. About the aspect of labour demand and supply, the studies of Horn, (2009) have elaboratively signified that forecasting labour demand and supply brings about predicting future requirements for the staff depending on the anticipated changes in the market and the business operation along with the growth rate of the organisation. Marriott enunciates this aspect with an in-depth analysis of industrial data, trends, data history as well as economic conditions to pinpoint the patterns of demands and supply then forecast the labour demand across its different departments and sites. Hereby, by making use of advanced tools and methods like turnover rates, and skill gaps or using integrated software platforms with automated workforce planning and management performance, the HR team of Marriott can adequately predict the needs of the staff and the organisation with the proactive address of talent surplus or shortage. 
Similarly, labour supply forecasting encompasses examining the accessibility of qualified applicants in the external market as well as the internal pool of talent by fundamental assessment of the market conditions, competitive practices as well as demographic trends. In addition to this, Marriott also conducts internal examinations to adequately identify the present skills and competency within its employees, hence, enabling the company to upkill their internal talent whilst decreasing dependency upon the external market for recruitment (Torrington, et al., 2020). Therefore, after labour demand and supply have been forecasted, the HR team of Marriot formulates strategies for the address of skill gaps and also takes the initiative for restructuring planning strategies for the workforce to allocate resources.
The incorporation of goal setting and strategic planning brings about fundamental aspects of the organisation's HR strategy, making sure that the strategies are in alliance with the initiatives for the company's objectives in bringing sustainable success (Johnston, et al., 2012). As stated by Marchington & Wilkinson, (2016) goal setting within Marriott entails the formulation of a strategic planning procedure that encompasses establishing clear as well as quantifiable objectives. This is intended to enhance employee retention rate, elevate diversity within the workforce and also heighten engagement levels with SMART goals that can even be effectively monitored and progress can be assessed accurately.  
Following the goal setting, strategic planning within the HR functionality of Marriott puts forth an actionable plan for achieving the set goals. The strategic HR planning procedure begins with a holistic assessment of the external as well as internal factors that can positively affect the HRM practices and effectiveness of the goals as initiated by departments like business and industrial strategies in terms of understanding labour laws, regulations of industry etc. (Gov.UK, 2023). Furthermore, the assessing of the internal and external strengths and weaknesses can also aid in identifying threats and opportunities for Marriott in its strategic functionality whilst benchmarking best practices within the industry globally. The strategic HR planning in Marriott procedure also integrates a progressive perspective with the implementation of advanced technology and also by focusing on overtaking the future challenges and market trends that can impact the company's workforce. Possessing such an approach enables Marriott to swiftly adopt the rapidly changing market demands and emerging trends of the industry, ensuring that the organisation's HR remains relevant in the dynamic business conditions (Ushakov, et al., 2020). The aspect of goal setting and strategic planning at Marriott also focuses on constant communication and collaboration within its departments of different levels where regular interaction along with a constant feedback system is maintained to optimise HR strategies with business functionality. Ultimately, HR planning processes with goal setting as well as strategic planning play a crucial role in boosting organisational performance and achievement of long-term growth at Marriott and setting clear advanced goals that are strategically contributing to HR operations can enhance agility in business (CIPD, 2022).
Considering the third aspect of strategic HR planning, the authors Úbeda-García, et al., (2021), have stated that Marriott International along with its advanced trends and technology-integrated strategic goals and workforces also possesses robust program implementation as well as its evaluation for its organisational growth. The aspect of program implementation in the strategic HR planning of Marriott encompasses the translation of strategic goals and objectives into projects and initiatives that are actionable. This further involves the development of a detailed application plan, and resource allotment as well as the assigning of duty and responsibility to make sure that HR strategic programs are commenced efficiently and bring impacts. This also requires close interaction and working with stakeholders or associated business partners to ensure that program implementation is adequately aligned with the priorities of the organisation (Vrontis, et al., 2022). 
As per Holm, et al., (2023), Marriott extensively emphasises the importance of flexibility and agility in its programs, hence program implementation requires integration of these aspects whilst recognising the constantly evolving business conditions in the market. Hereby, keeping a tab on the changing demands and trends has the potential to accurately and also rapidly address the emerging challenges for Marriott International and grab new opportunities. Following this, the evaluation stands as another vital aspect within the strategic HR planning as this extensively allows the company to examine the impacts brought about by the HR programs and their effectiveness in the functionality of Marriott (Murton, et al., 2010). The evaluation also encompasses the implementation of learning experiences for the development and enhancement of workplace practices, it requires self-assessment of the activities performed along with the qualitative feedback approach used by the organisation (CIPD, 2024). As signified by CIPD, (2024), Marriot also employs different methods of performance evaluation and reviews such as quantitative metrics, and performance indicators for adequately reviewing and measuring the progress of HR strategy whilst providing the workforce with appraisals for their inputs in areas of enhancement. For instance, Marriott makes use of key performance indicators (KPIs) like assessing the employee turnover rates or employee engagement scores with real-time dashboards to avoid biases in examining productivity metrics for adequate evaluation of the talent management and upskilling programs initiated along with legal audits (CIPD, 2024). In addition to this, Marriott also focuses on the collection of feedback via focus groups, reviews of the performances and surveys to understand the impact of the HR programs on the workforce's career development and overall experience within the company. 
In the development of business units via HR planning, recruitment and selection procedure, Marriott International again partners with smaller organisations like Customer 1st to bring enhanced service delivery to its customers whilst driving its organisational success (Customer1st, 2023). The HR planning also incorporates comprehensive training and developments entailing various business and industrial strategies, then the recruitment procedure follows where Marriott forecasts the needs for the talents depending on the objectives of the business and the demands of the market. The organisation holistically makes use of digital media platforms to attract a pool of talents and potential candidates across the globe, for instance, the "M Live" program of Marriott uses real-time social media management to connect with potential candidates and this portrays the active culture of the organisation in terms of recruiting top talents for the organisation (Marriott, 2023). The selected potential candidates are then taken forward for the robust selection processes where the behavioural interviewing tactic is firstly implemented for assessing the competency and fitness of the candidate with the requirements of the company. 
Development programs like Marriott's Women's Leadership Development and Marriott Voyage Global Leadership Development Program aim to enhance and empower female employees, promoting gender equality opportunities and ensuring a steady flow of skilled talents along with the HR practices in meeting the business objectives (Timming & Macneil, 2023). Therefore, it is elaboratively highlighted that strategic HRM practices have a crucial role in driving organisational and business elevation within the hotel industry as portrayed by Marriott International. Strategic HR functions of Marriott highlight the vital steps of planning for the workforce, recruitment with goal setting, forecasting labour demand and evaluation of programs initiated for the success of the company worldwide. Hereby, the strategic management along with the prioritisation of workforce development and delivery of service formulates the competitive advantage of Marriott. With the hospitality industry’s evolution with the market demands, strategic development will remain crucial for HRM practices in Marriott International’s success in the global market.
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