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[bookmark: _xu1ujgw1yzfd]Introduction
Marriott International, a company in the hospitality industry, is a vivid example of how vibrant and dynamic hotel business can be due to human resources management. Marriott founded in 1927 has turned into an empire with an array of hotels and resorts spanning across the whole globe (Marriott.com, 2024). The expansion process, which is marked by its ability to adapt to rapidly changing market trends, highlights the need for an effective HRM framework. In today's world of business, HRM should not be regarded as just an administrative function but as a strategic partner in organisational growth. Considering the importance of human capital, Marriott International has aligned its HR functions with overall business goals thereby making it inseparable from the success story of this firm. This essay will discuss how Marriott International’s HRM practices are intertwined with its strategic development. This study, therefore, intends to provide information on the historical background of Marriott’s HR strategies by exploring past developments in HRM. Furthermore, this essay will analyse how HR functions serve as a strategic tool for enhancing global competitiveness at Marriott. Thus, we will look at interlocking strategic human resource management processes such as recruitment and selection planning to comprehend how Marriott manages its people assets thereby revealing the huge contribution of HRM towards the success of this international brand.
[bookmark: _64ect580i5o3]Main Body:
The historical path of human resource management at Marriott International has been a product of many profound changes in the organisation’s practices. Since its establishment in 1927, the HRM at Marriott International has changed as a result of the changes that have come about because of different socio-economic factors (Marriott.com, 2024). In the early days, HRM was mainly concerned with basic administrative functions such as payroll and compliance. It has however gone beyond its traditional boundaries over time. The personnel management approach emerged in the 1940s and 1950s which advocates for employee welfare and industrial relations which is a paradigm shift from Taylorism which did not emphasise the human element in the production process (Chukwunonso, 2022). Marriott Company also adopted these progressive ideas, incorporating humanity in its HRM practices. The other part of the 20th century witnessed paradigm shifts in HRM practices such as a movement towards strategic human resource management (Aust et al. 2020). Marriott being one of the industry leaders was among those who took this step and realised that employees are not just resources, but important assets to contribute to organisational success. The attention shifted to talent management, employee engagement, and aligning HR practices with business goals. Through technology adoption, HR processes got more streamlined which made it possible for Marriott to enhance its efficiency and cater to its diverse workforce better. The current era has seen global human resource management have a profound effect on Marriott’s operations (Neupane and Khanal, 2022). The company has put in place a global HRM strategy that is flexible and adaptable to suit different social, legal and economic environments. Marriott realised that its HR professionals need to have a global mindset to centralise their human resource practices across its international operations. Consequently, Marriott has continuously been reviewing and improving on the HRM, especially regarding globalisation issues such as cross-cultural team management and complying with varied employment laws. As such, they have always emphasised on the importance of cultural competence and flexibility within an increasingly connected world. This indicates how Marriott's HRM has evolved in line with changes in the hospitality industry thus affirming its commitment to being at the forefront of industry best practices while ensuring strategically aligned human resources towards global aspiration.
Marriott International’s Human Resource Management (HRM) has a strategic role that is central to its overall success, which can be seen through its dedication to matching HR functions with the main business goals. Marriott understands that an efficient HR strategy should fit in well with other organisational objectives (Phillips, 2021). This alignment process calls for human resource policies that tie directly into business objectives to foster a mutual relationship between human capital management and corporate success. By doing this, HRM sets a platform where HR practices become a proactive force driving organisational strategy. HRM’s contribution to Marriott’s organisational performance is undeniably complex and goes beyond traditional administrative functions. This focus on acquiring, developing and retaining talents at Marriott acts as an impetus for sustainable excellence. Some of the HRM practices such as performance management and training programs are very detailed to improve employees’ skills and abilities and have a great direct influence on overall organisational performance (Nduati and Wanyoike, 2022). In fostering a culture of continuous learning and innovation, the role of HRM in Marriott is instrumental in ensuring that its workforce remains flexible and responsive to changing needs within the hospitality industry. The international growth of Marriott is significantly related to the strategic role played by human resource practices. When navigating through complicated global markets, HRM becomes a strategic partner directing the company toward success. Marriott realises the value of a trained and culturally competent international workforce. HRM supports this expansion by developing employment tactics, modifying domestic HRM practices to suit local conditions, and building a company culture that supersedes country borders (Caligiuri et al. 2020). It is through these efforts that Marriott’s HRM becomes an enabler of global development because it ensures its workforce goes beyond just supporting staff but more drivers in the firm’s globalisation drive. The strategic involvement of HR functions in Marriott's international endeavours underscores the critical role played by human capital in achieving and sustaining the company's position as a global hospitality leader
Marriott International’s strategic Human Resource Planning process is an all-inclusive and ever-shifting method that ensures organisational HRM aligns with its strategy. The first step in the process involves forecasting labour demand and supply, in which an accurate assessment of current and future labour market trends is done by Marriott. By staying aware of the changing landscape of the hospitality industry or anticipating needed skills, Marriott stays ahead to address workforce issues before they happen (Sealy et al. 2023). Through these insights, the company determines its staffing needs which ensures strategically guided talent acquisition and development. Setting goals and planning strategically accounts for the next important segment within the HRP process at Marriott. Marriott’s human resource management objectives are carefully crafted to be in line with its overall business strategy, among other things (Sanvitale, 2020). It includes dealing with immediate workplace requirements and foreseeing future issues and opportunities. Marriott develops HRM Key Performance Indicators (KPIs) that create measurable benchmarks for assessing the impact of HR initiatives on the strategic objectives of an organisation (Even and Christiansen, 2023). Ensuring that HRM goals tally with Marriott’s business strategy makes employees a strategic asset contributing directly to the attainment of organisational objectives. The last stage of Marriott’s strategic HR planning involves implementing and evaluating programs. Precision is used in executing HR programs aimed at achieving predetermined strategic goals. Marriott ensures that HR practices align with the overall business strategy, whether it’s talent development initiatives, diversity and inclusion programs or employee engagement strategies (Hill et al. 2023). Additionally, it uses a robust appraisal system to assess how effective these measures are. Measuring the impacts of HR programs regularly helps Marriott sustain a feedback loop for continuous improvement and refinement and HRM remains an evolving and responsive driver within the firm. The continuity of this process emphasises Marriott’s dedication to strategic human resource planning as an ongoing and integral part of its organisational triumph.
Marriott International uses a strategic method of recruitment and choice which is aimed at attracting and keeping the best talents as well as promoting business unit growth (Garavan et al. 2021). Marriott’s approach to recruitment comprises two strategies: internal and external recruitment methods that provide diversity in terms of skills. The company encourages internal career development and advancement opportunities. For instance, Marriott practises technology-driven talent acquisition (Mann, 2021). By combining these approaches, Marriott ensures a dynamic and forward-looking approach to recruitment. The selection process at Marriott is designed to identify candidates who possess the necessary skills and align with the company's culture and values. Screening and shortlisting of the initial stages involves candidates on qualifications and their experiences. Marriott puts much importance on interview and assessment strategies using behavioural interviews as well as competency-based assessments to ensure that they make thorough evaluations of candidates (Careers.marriott.com, 2024). This holistic approach is aimed at ensuring that chosen individuals not only serve the present needs of the position but also can positively influence the overall organisational culture (Sabuhari et al. 2020). For a long time, Marriott’s hiring practices have been crucial in the achievement of business unit development by showing commitment to strategic human resource planning. The company provides case studies illustrating areas where effective HR planning including recruitment has directly contributed to success in business units. These cases demonstrate how talent acquisition influences specific business outcomes, focusing on some right people who have played a part in driving growth and profitability using careful HR planning during recruitment processes. Marriott highlights its progress through specific examples of successful recruitment projects to bring out how closely tied strategic HRM practices are with the growth and prosperity of the organisation’s business units (Ovchinnikova, 2023). The recruitment and selection process at Marriott thus emerges as a strategic tool for not just filling roles but actively shaping the trajectory of the organisation.
Tackling Human Resource Management (HRM) challenges at Marriott involves moving through a fluctuating industry environment (Alreahi et al. 2022). These issues might be the ever-changing legal framework, retaining talented personnel in a fierce market, and adapting to new technologies. To overcome these hurdles, Marriott is driven by its strategic HR planning that is proactive and can therefore respond effectively to outside influences. It takes foresight to determine future trends in HRM for international brands like Marriott. The development of globalization, the technological revolution, and the changing expectations among global workforces will influence the shape that HRM will take (Rotatori et al. 2021). It should, therefore, pay attention to emerging trends through advancing diversity and inclusion, utilising new technology for skill development, and adapting its personnel approach to accommodate a more global workforce. Ongoing improvement recommendations include annual training of HR professionals, a culture of innovation and a constant review strategy for adjusting their HR practices (Agustian et al. 2023). By remaining proactive, forecasting trends, and always seeking ways to better itself Marriot can ensure that its human resource management will always be a key driving force behind the company’s future success.
[bookmark: _2dm3c27vhrbm]Conclusion:
It can be concluded that Marriott International has had a dynamic transformation of its Human Resource Management as seen in the strategic development of the organisation. The historical perspective shows that it went from mere administrative functions to people-centred practices and incorporated strategic HR policies during the last half of the 20th century, transforming it into an industry leader. At the same time, globalization increased pressures for a flexible HRM approach because – Marriott had to deal with issues related to numerous global markets. In addition, this factor is considered to be one of the key drivers for Marriott’s global competitiveness and international expansion since its effect on organizational performance is significant. Marriot is committed to connecting human resource management with more essential business goals as shown by strategic HR planning characterized by forecasting, goal setting and program evaluation. In addition to talent hunting, Marriott’s recruitment and selection has become a strategic device for business unit expansion. The relationship between organisational culture and HR practices underlines the significance of internal and external recruitment, technology application and staffing processes that are more comprehensive. It was evident how Marriott has positioned itself through proactively addressing challenges, anticipating future trends as well as recommendations for continuous improvement focusing on innovation and adaptability.
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