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Introduction
Human resource management has come a long way from its days as an afterthought to becoming a vital part of the corporate success wheel. This change is most visible in the hotel sector, where, like Marriott International, there are particular challenges in seeing staff from different cultures and languages. This article will focus on Marriott International and discuss the history of HR management, the importance of work, and how HR strategies such as planning, recruiting, and selection help shape the world.
Evolution of HRM
Historical Perspective:
Human resource management has undergone many changes over the years, shifting the focus from perception to strategic planning and people management. Administrative responsibilities, regulatory compliance, and employee relations are primary employee management objectives. The main objectives of personnel management are to maintain personnel records, resolve personnel conflicts, and ensure compliance with applicable laws and regulations in the workplace.
Human resource management has been elevated to a better level as companies have realized that their employees are their most important asset in achieving their goals (Armstrong, 2010). This change required me to shift my focus from simply overseeing administrative tasks to making major contributions to the organization's overall strategy. Alignment with company goals, talent management, and employee development were the focus. Human resource management underwent a major shift when it became clear that employees were more than just a resource.
Contemporary Trends:
In today's business world, HRM has changed to meet the changing needs of organizations. Modern HRM strategies are the result of three important factors: the influence of the global business environment, the increasing complexity of corporate organizations, and the need to involve employees. The approach to HRM in companies is increasingly influenced by the improvement of technology, changes in people and increasing competition.
The growth of human resource management is particularly impressive in the hospitality industry, which places a high priority on customer service and employee engagement (Dyer & Guercio, 2018). Marriott International and other international hotels face challenges related to cultural differences, employee mobility and visitor expectations. Special approaches to talent acquisition, growth, and employee well-being are hallmarks of modern HRM practices that move beyond traditional employee management.
Strategic Role of HR Functions
Aligning HR with Business Strategy:
Integrating human resources (HR) functions into the larger company strategy is an important part of HR. Human Resources (HR) is an important part of Marriott International's strategy to develop an international brand and provide exceptional guest services. This synergy goes beyond traditional HR functions; It is necessary to keep up with business development, anticipate people's needs and create a company culture that represents the principles of the brand (Beardwell & Claydon, 2017).
Professionals at Marriott International are an important part of the company's strategy and often provide new insights into how employees can help achieve common goals. By leveraging the company's HR policies and objectives, Marriott makes its human capital a good practice rather than a waste of resources.
Talent Management and Development:
Attracting and retaining high-quality staff is critical to the hospitality industry. Recruiting, hiring and developing people within Marriott International is an important role of HR departments. A talented and engaged workforce is the result of the brand investing heavily in training programs, leadership development and employee engagement.
In addition to recruiting new employees, talent management includes guiding and supporting employees in their career progression (Budhwar & Mellahi, 2014). Marriott's marketing expertise and competitive advantage are supported by the company's commitment to employee development. Customers are more satisfied and loyal to companies with employees who both understand and invest in their work.
Change Management and Adaptability:
HR HR departments must quickly adapt to new trends and market conditions in an ever-evolving global business. Marriott International's Human Resources Department is actively involved in change management, which ensures that employees can adapt to new ways of working in response to things like consumer tastes, new technologies, and changes in the global economy.
Both responding to external forces and anticipating and preparing employees for future challenges are part of change management (Schuler & Jackson, 2005). This particular approach ensures that employees have the knowledge and attitude towards change, which strengthens the brand's ability to stay in the market and compete.
Strategic HR Planning Process
Forecasting Labor Demand and Supply:
Human resource planning at Marriott International involves determining the need and availability of employees in many of the company's worldwide operations (Marriott International, 2020). This method of forecasting regional workforce needs includes a comprehensive analysis of market conditions, economic data, and internal data (Boxall & Purcell, 2011). A company can avoid talent shortages and ensure they have enough employees by anticipating their needs.
With accurate information, Marriott can use resources efficiently, ensuring that each location has enough staff to meet guest expectations. Particular attention is paid to internal labor markets, and the cultural and regulatory changes required by a company's global expansion.
Goal Setting and Strategic Planning:
Human resource planning is an important part of Marriott International's strategic planning process. HR works closely with other departments to set goals aligned with brand growth strategies, market positioning and service levels. According to Wren (2017), this integration ensures that human capital is at the center of the organization's efforts to achieve its core goals.
The strategic plan is rich in goals, including leadership development, employee engagement, diversity and inclusion, and talent acquisition. Marriott provides a unified and coordinated strategy for human resource management by aligning HR objectives with corporate objectives.
Program Implementation and Evaluation:
At Marriott International, strategic planning is highly dependent on the implementation of HR strategies. Recruitment, training, performance management and employee welfare are all areas covered by the brand's programs. By regularly evaluating programs, the HR department can determine how well they are working and make changes based on the results to ensure they continue to meet the needs of businesses and markets (Ulrich, 1997).
Recruitment Stages and Selection Process
Recruitment Strategies:
The overall capacity of the workforce is enhanced through workforce development programs, including skills development and leadership training. Regular review of these programs ensures that they not only achieve their goals, but also adapt to emerging issues.
Selection Process:
At Marriott International, we operate a unique recruitment process that screens candidates for their cultural fit as well as their professional skills. Behavioral interviews, aptitude tests, and judgment tests are often used. A diverse and inclusive workforce is critical to business success, so diversity and inclusion should be taken seriously in the recruitment process (Truss, 2004).
By prioritizing culture, we can ensure our employees embrace the brand's principles and create a supportive work environment. Finding people who share Marriott's value of differentiation and quality service is just as important as finding people with the right skills when it comes to hiring.
Examples of Marriott International's Strategic HR Practices
Marriott International, the world's largest hospitality business, has established a set of standards to achieve its business goals, promote diversity, support leadership development, encourage continuous learning, and emphasize employee engagement and well-being. Marriott's commitment to developing a workforce that can meet the challenges of the global hospitality industry is demonstrated in these events.
1. Workforce Planning:
Marriott International's 2020 report notes that the company's growth in growth areas is the result of effective workforce planning. The HR team works with regional partners before moving into a new area to learn about customs, labor laws and talent opportunities. By taking the initiative, you can reduce the risk of entering new markets and ensure a smooth transition to complex and ever-changing conditions.
For example, the human resources department conducts market research when Marriott enters a new geographic area, such as a fast-growing market in Africa or Asia. This requires familiarity with local rules, customs and the labor market. Marriott can anticipate special events and adjust its training and recruitment programs accordingly by coordinating workforce planning and market access methods.
Collaboration with local stakeholders is about more than meeting regulatory requirements (Dyer & Guercio, 2018). Marriott recognizes the importance of cultural competency in providing exceptional guest service. HR staff works closely with local communities to meet legal standards and demonstrate cultural characteristics that contribute to good visitor relations.
2. Recruitment for Global Diversity:
A diverse and inclusive workforce is a key goal for Marriott International. The company is committed to hiring people from many cultures because it understands the importance of diversity in serving a global visitor population. The goal of this recruitment strategy is not only to meet diverse needs, but to create a workforce that reflects the cultural diversity of the people it serves (Storey, 2007).
For example, Marriott is looking for people who can provide traditional and personalized service when hiring for related jobs. The company has demonstrated its commitment to global diversity in the workplace by actively recruiting members from diverse cultures, languages, and socioeconomic backgrounds.
The focus on diversity is consistent with Marriott's belief that a more diverse workforce can better serve the needs of its customers around the world. When it comes to hotel services, the brand understands that different cultures have different expectations and tastes. Marriott is better able to meet the needs of its customers by creating unique and personalized experiences thanks to its diverse workforce.
3. Leadership Development for Global Operations:
Leadership development is an important part of Marriott International's people strategy, especially for international operations. When employees show signs of high potential, HR steps in to help them reach their full potential (Malaga, 2011). Taking this action ensures that the company has a continuous supply of talented executives to support its growth in global markets.
Cultural change and regional trends are just two of the many challenges Marriott's management must overcome as it expands into new areas. That's why HR is important to identify future leaders early in an employee's career. To prepare them for management positions in many parts of the world, these senior employees can participate in special training and development programs.
You may see, for example, a very talented manager at a Marriott hotel in the United States, and he may emerge as the key person at a new hotel in Europe. To ensure a smooth transition, the HR department provides language training, cultural training and exposure to global trends. This not only helps employees advance in their careers, but also helps Marriott maintain service standards around the world.
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