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[bookmark: _Int_fKsemVIi][bookmark: _Int_nQjH8HB8]The hospitality sector is distinguished by its extensive worldwide reach, varied workforce, and exciting working environment. In this regard, the strategic development of global hotel brands is significantly shaped by HRM (Boxall and Purcell 2016) assert that effective human resource management is essential to the success of organisations. (Baum 2016) highlights the significance of human resource management within the global tourism and hospitality sector. This essay examines how HRM's development has aided in the strategic growth of a global hotel brand, paying special attention to hiring, selection, and workforce planning. Hotel chain Marriott International will be used as a case study to highlight how HRM is evolving and how this has an effect on the process of strategic development. Organisations must have a strong human resources department and staff in order to guarantee that visitors are treated with courtesy and decency (Hotel Business Review 2019). They serve as the property's brand ambassadors; the employees of the hotel determine its quality. It is therefore the responsibility of the HRM to carefully select and train the appropriate candidates. For a hotel to run efficiently, the HR department is crucial, making it a significant segment of the hospitality industry.

[bookmark: _Int_9BhpgwZU][bookmark: _Int_sBv8TWn9][bookmark: _Int_MaeHITuX][bookmark: _Int_nnfBX9Kf]From its basic administrative roles to its modern strategic position inside organisations, HRM has evolved throughout time. This change is particularly noticeable in the context of global hotel brands, where HRM has changed to address the difficulties presented by a workforce that is more globalised and a cutthroat industry. Over time, the field of HRM has experienced substantial changes in response to the ever-changing corporate landscape. The main focus of traditional HRM was compliance and administrative duties. In order to promote corporate success via effective talent management and employee engagement, modern HRM, however, places a strong emphasis on strategic relationships with organisational leaders (Boxall & Purcell, 2016). The incorporation of technology, data analytics, and a more proactive participation in organisational decision-making processes are indicative of the transition towards a strategic HRM approach (Ulrich, 2018). In addition, HRM must adopt cutting-edge strategies like flexible work schedules and policies for remote work in order to meet the evolving demands of the workforce as a result of the digital era (Deloitte, 2020). This development highlights the significance of HRM in promoting organisational adaptability and resilience and is a reaction to the needs of a diversified and globalised workforce.
[bookmark: _Int_soIPuGuQ]Significant changes have been made to the Marriott Hotel's Human Resources Management throughout the years in response to shifting organisational requirements and developments in the global labour market. In order to meet new difficulties and take advantage of possibilities in the hospitality sector, Marriott has modified its HRM procedures in recent years. According to Hilton et al. (2020), the incorporation of technology has simplified the hiring procedures and enabled more effective personnel management. Examples of this technology include sophisticated human resource information systems, or HRIS. Furthermore, as a reflection of the modern emphasis on work-life balance and employee happiness, Marriott's HRM strategy now includes the adoption of flexible work schedules and employee well-being initiatives (Smith & Brown, 2019). Marriott can make well-informed decisions about staff planning and performance management thanks to the integration of data analytics into HRM processes (Jones et al., 2021). Marriott's dedication to remaining at the forefront of HRM innovation and fostering the growth of a resilient and engaged staff is demonstrated by these strategic adjustments.

[bookmark: _Int_pj12CtE1][bookmark: _Int_PJWiuyPf]The success and long-term competitive advantage of Marriott Hotels are largely dependent on the strategic role that HR operations play in the company. Marriott's HR departments prioritise talent management, employee development, and cultivating a healthy organisational culture in line with the company's commercial plan. The goal of talent acquisition techniques is to draw in people who share Marriott's values and enhance the overall visitor experience (Cascio, W. F. 2019). Furthermore, HR is essential to staff development and training initiatives that improve competencies and guarantee employees have the tools they need to provide first-rate service (Hub, 2024). In order to have a motivated workforce, the strategic HR activities also include succession planning, employee engagement programmes, and performance management. Marriott International offers a range of perks to encourage employee well-being (Phillips, J. M., & Gully, S. M. 2019). These include competitive salary, wellness and health initiatives, chances for professional growth, and a focus on inclusivity and diversity. 

This strategy aligns with the larger trends in the hotel sector, which highlight the value of human capital in attaining competitive excellence (Smith, 2021). Marriott can retain a strong market position and improve visitor experiences, employee happiness, and organisational goals by proactively coordinating HR operations. Achievement tracking amongst the other things discussed all play a part in fostering a productive workplace that is consistent with Marriott's brand image. This strategic approach to HR plays a critical role in upholding Marriott's standing as a leader in the hospitality sector, since it not only improves employee happiness but also has a direct influence on the visitor experience.

[bookmark: _Int_WoBGQx0o]Marriott's extensive strategic HR planning process helps the global hotel brand adjust to the constantly shifting needs of the hospitality sector. In the first stage, labour supply and demand are forecasted. Marriott bases its assessment of future personnel requirements on variables such industry trends, seasonal fluctuations, and company development (Jackson & Schuler, 2019). This forecasting guarantees that the workforce is in line with the business plan and enables the organisation to proactively address any possible skill gaps. a few necessary competencies for managers and supervisors at Marriott consist of fifteen modules Managing Conflict, Creating Experiences, Effective Daily Meetings, Goal Setting, Your Career and You, Hiring the Best, Training and Developing your Associates, Coaching for Great Performance, Building Top Performing Teams, Conducting Performance Appraisals, Managing Conflict, Juggling Time, Business Basics, and Goal Setting (Hotel Management, 2010). 
[bookmark: _Int_I9MZqLSF]Marriott then establishes HR targets that are consistent with the overarching business goals. These objectives cover topics including hiring strategy, staff development, and talent acquisition. The creation of initiatives to accomplish these objectives, taking into account elements like staff involvement, training courses, and leadership development, is the focus of the strategic planning phase. Marriott prioritises the establishment of a healthy work culture as a means of augmenting employee happiness and fostering exceptional visitor experiences. Following the creation of the strategic plan, Marriott carries out and assesses its HR initiatives. This entails keeping an eye on the success of programmes, getting input from staff members, and adjusting as needed to guarantee ongoing progress (Dowling et al., 2017). The continuous assessment guarantees that HR policies stay in line with the particular objectives of the company as well as the ever-changing demands of the hospitality sector they do this by carrying out compliance checks which is simply a company's pledge to abide by the labour rules of the city, state, or nation in which it operates (UK Visas and Immigration, 2014).



[bookmark: _Int_KqIMMUQO][bookmark: _Int_S153yfx8]A crucial component of human resource management, especially in the dynamic and always changing hospitality sector, is labour demand and supply forecasting. Marriott Hotel, a major participant in the hospitality industry, must match its workers to changing demand patterns in order to maintain maximum operational effectiveness. The Marriott human resource management team uses a variety of forecasting tools to predict both short- and long-term labour demands in order to negotiate this complexity. Boxall and Purcell (2016) underscore the significance of strategic human resource management, claiming that successful workforce planning is essential to the success of an organisation. Their book's fourth edition highlights the need of precise demand projections and offers insights into how businesses may match their HR strategy with their broader business plans.
Baum's (2016) articulation of a worldwide perspective on HRM in tourism, hospitality, and leisure provides important context-specific insights to the Marriott Hotel. Baum's research highlights the influence of global issues on workforce dynamics and illuminates the complex relationship between labour supply and demand in the global hospitality sector. For Marriott, a worldwide brand with activities spanning many cultural and economic environments, this viewpoint is essential. To sum up, the process of predicting labour demand and supply at Marriott Hotels is complex and involves the integration of strategic HRM concepts, global viewpoints, and sophisticated analytics. Marriott makes sure that its personnel is ready for both the challenges and possibilities of the future, as well as the demands of the business, by embracing technology improvements and drawing from modern literature (Global Data, 2022).

[bookmark: _Int_81By8tJC][bookmark: _Int_gZjKUlm7]In order to improve organisational performance, goal setting in HRM entails establishing precise, quantifiable, and attainable objectives. Effective goal setting, according to Armstrong and Taylor (2019), promotes employee engagement and productivity by coordinating team and individual efforts with overarching corporate strategy. According to Schuler and Jackson (2017), strategic planning in HRM is the process of developing long-term goals and action plans to meet present and future workforce demands. It includes tactics for attracting, developing, and keeping personnel, making sure that HR procedures support the success of the company. In HRM, goal-setting and strategic planning work together to maximise human resources in order to accomplish organisational goals and promote competitiveness and sustainable growth. For global hotel chains like Marriott to succeed, HR objectives must be in line with the overall business plan. Setting precise HR goals that complement organisational goals, such raising customer happiness, increasing market share, and improving service quality, is a crucial part of the strategic planning process. Because of Marriott's dedication to incorporating HR objectives into strategic planning, HRM is viewed as a major factor in the success of the brand.
Implementing and evaluating programmes are essential steps in the development of organisations and efficient management. According to McLaughlin and Jordan (2014), implementation entails carrying out planned initiatives methodically, converting strategic goals into doable tasks, and allocating resources to accomplish desired results. Programme evaluation, on the other hand, is a methodical analysis that determines a program's impact, design, and execution. It seeks to evaluate the initiative's overall efficacy and efficiency as well as the degree to which programme objectives are accomplished (Patton, 2018). The results of evaluations drive modifications in programme implementation, support organisational learning, and guarantee continuous enhancement in programme design and execution, all of which are connected in a cyclical fashion.

[bookmark: _Int_aSNyLfvP]Marriott Hotels is a prominent global hospitality company that prioritises a rigorous recruiting and selection procedure to secure the hiring of exceptional personnel. At Marriott, the hiring process usually starts with a thorough examination of the labour requirements in order to match the changing demands of the hospitality sector with personnel levels. To draw a varied pool of applicants, the organisation uses a variety of sourcing strategies, such as employment fairs, collaborations with educational institutions, and online job portals. Following the receipt of applications, Marriott conducts a stringent hiring procedure that includes background checks, evaluations, and organised interviews. The company has a reputation for being dedicated to diversity and inclusion, with the goal of building a workforce that is representative of the international customer it serves (Marriott International, 2021). The goal of the selection process is to find applicants who share Marriott's fundamental values and customer-focused culture, in addition to having the required skills and certifications. By following these thorough hiring and selection procedures, Marriott makes sure that the people it hires support the company's mission of providing outstanding guest experiences.


[bookmark: _Int_OkK1s4hi]Marriott's flexible workforce strategy demonstrates their dedication to HR planning. In times of high demand, such conferences or cultural festivals, Marriott modifies its workforce to accommodate increased staffing levels. Because of its flexibility, the brand is able to maintain high standards of service and maximise visitor pleasure. Marriott's emphasis on diversity and inclusion is a prime example of their recruitment approach. Marriott aggressively recruits personnel from a variety of backgrounds because it understands how important it is to serve an international clientele. The company's dedication to hiring a diverse team improves its capacity to interact with visitors from various areas, which adds to a welcoming and enjoyable guest experience. The HR department is critical to achieving the Marriott Hotel Group's strategic goals through thorough planning, recruitment, and selection processes. By integrating HR procedures with organisational goals, Marriott ensures that it has the right people in place to carry out its strategy. Strategic workforce planning allows HR to forecast future personnel demands, identify skill shortages, and design methods to meet them. Furthermore, the recruitment process is meticulously intended to attract top talent who not only possesses the required abilities but also shares Marriott's values and culture. Interviews, assessments, and reference checks ensure that only the best candidates are hired. These policies help Marriott's performance by cultivating a talented team dedicated to providing excellent guest experiences (Maurer, 2019).

[bookmark: _Int_s5XHqSyj]In summary, Marriott International's strategic development has benefited greatly from the advancement of HRM. As a result of the transition from a transactional to a strategic strategy, HR is now seen as an essential collaborator in accomplishing corporate objectives. Marriott's dedication to strategic HR planning, hiring, and selection is a prime example of how these operations support the brand's success in the cutthroat global hotel market. Marriott demonstrates its dedication to service excellence by establishing programmes that reflect its forecasted labour need, linked goals, and flexible work schedule that enable its workers to adjust to changing market conditions. The company's diversity, cultural fit focused hiring and selection practices improve the visitor experience and boost its standing internationally. The success of Marriott and its capacity to satisfy the constantly changing demands of contemporary travellers are clear indicators of the benefits that strategic HRM functions have on company growth within the hotel sector.
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