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Introduction
HRM involves strategic personnel management, including recruitment, training, performance management, and compensation. It promotes a positive work environment by aligning employee aspirations and talents with company goals (Miller et al., 2022). HRM also ensures legal and ethical compliance with employment rules and promotes diversity and inclusion for organisational success. This essay discusses how the evolution of Human Resources Management (HRM) facilitates the strategic development of Marriott International through workforce planning, recruitment and selection (Sahoo et al., 2021). Marriott International which is a worldwide hospitality company operates and franchises many hotel brands. Marriott has hotels in over 140 countries and territories from luxury resorts to budget-friendly options. Marriott which is known for its excellent customer service prioritises innovation and sustainability to preserve its hotel industry leadership. This essay discusses evolution of HRM, strategic role of HR functions (Marriott International, 2024). Also, it covers strategic HR planning process of Marriott International like forecasting labour demand and supply, goal setting and strategic planning and program implementation and evaluation. Then, this essay discusses recruitment stages and selection process of Marriott International. 
Evolution of HRM 
HRM has evolved through numerous phases, reflecting organisational priorities, management theories, and society values. HRM began as a transactional function, handling payroll, staffing, and compliance. The "Personnel Management" segment ensured labour legislation compliance and personnel records (Mayo, 2021). HRM became more proactive and strategic as companies realised the strategic value of their employees. The "Human Resource Management" phase focused on talent management, employee development, and aligning HR practices with organisational goals (Thebe and Van der Waldt, 2021). HR professionals became strategic partners, influencing decision-making and promoting performance and innovation. Globalisation and technology changed HRM practices (Miller et al., 2022). Organisations had to manage different workforces across borders while using technology to improve HR operations. personnel analytics, employer branding and flexible work arrangements become important to HRM strategies to recruit, retain, and develop top personnel in a competitive market. HRM has changed with demography, society, and workplace dynamics in recent years (Armstrong and Taylor, 2020). Employee well-being, diversity, and agile HR procedures that can react to quick company changes are becoming more important. HRM is increasingly seen as a key driver of organisational success, supporting a culture of continuous learning, innovation, and flexibility for sustainable growth and competitive advantage. 
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Figure: Evolution of HRM; Source: (Miller et al., 2022)
Strategic role of HR functions 
HR is a key strategic partner that matches labour capabilities with company goals. HR tasks go beyond administrative management to strategic management of the organization's most precious asset that is its people (Paroli, 2024). Talent acquisition and management are key HR functions. HR can attract, recruit, and retain top personnel by knowing the firm's long-term goals and the abilities needed to attain them, keeping the company competitive. HR functions also promote innovation and productivity (Hendry and Pettigrew, 2022). HR can motivate and elevate employees with leadership development, performance management, and employee engagement programmes. 
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Figure: Strategic Roles of HR; Source: (Paroli, 2024)
Strategic staff development improves organisational effectiveness, employee happiness, and retention. Additionally, HR is vital to change management and organisational development. HR responsibilities help staff adjust to market changes, technological advances, and legal changes by facilitating organisational restructuring and flexibility. HR reduces resistance and helps the company overcome difficulties and capture opportunities by promoting good communication and supporting change (Paroli, 2024). HR functions include maintaining organisational values and ethics. HR promotes diversity, equity, and inclusion to create a workplace that values varied perspectives. Using multiple views boosts staff morale, engagement, and innovation. HR functions' strategic role goes beyond administrative tasks to drive organisational success by aligning human capital with strategic objectives, fostering innovation and adaptability, and upholding the organization's reputation and integrity (Clardy, 2022). HR operations are essential to sustainable growth and competitive advantage through these varied activities. Here, Marriott International's HR functions are vital to its success. HR finds and hires top personnel internationally by linking talent acquisition with global expansion goals. HR's extensive training and development programmes help sustain Marriott's service culture and boost guest satisfaction and loyalty. HR fosters a diverse and inclusive workplace culture to encourage innovation and flexibility, helping Marriott prosper in the ever-changing hospitality sector. Marriott International's HR functions use people capital to support growth, service excellence, and competitive advantage (Marriott International, 2024).
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Figure: HR Functions; Source: (Costen, 2022)
Strategic HR planning process of Marriott international
The strategic HR planning process of Marriott international is influenced HRM. This is explained as follows:
Forecasting labour demand and supply 
Marriott International's strategic HR planning methodology predicts labour demand and supply by carefully assessing internal and external factors to guarantee the right talent is available at the right time. Marriott uses previous staffing, turnover, and company performance data to predict future labour demands (Marriott International, 2024). This includes anticipating demand based on corporate growth, forthcoming projects, and seasonal hotel occupancy rates throughout its global portfolio. Marriott tracks industry trends, economic factors, and demographic developments to predict labour supply. This includes local labour market conditions, talent competition, and regulatory changes that may affect workforce availability (Armstrong and Taylor, 2020). Marriott can detect skill shortfalls and fix them through targeted recruitment, training, and talent development using advanced data analytics and workforce planning technologies. Marriott also prioritises talent retention and succession planning to maintain team continuity. Marriott wants to establish a pipeline of future leaders who can drive growth and innovation by promoting internal mobility and employee development (Stone, 2021). Marriott's comprehensive, data-driven, and forward-thinking strategic HR planning methodology for labour demand and supply forecasts allows the firm to adjust swiftly to changing market dynamics and sustain its worldwide hospitality leadership (Torrington et al., 2020). 

Marriott International's strategic HR planning relies on HRM to estimate labour demand and supply. Marriott can make educated personnel decisions because HRM provides the expertise and tools for data gathering, analysis, and interpretation (Marriott International, 2024). Marriott uses workforce analytics and predictive modelling to analyse staff churn, skill gaps, and market factors to guide predictions.  HRM facilitates collaboration between HR experts and other key stakeholders like senior management, operations teams, and finance departments, which influences strategic HR planning (Costen, 2022). HRM ensures that labour demand predictions are strongly integrated with company goals and objectives by encouraging cross-functional communication and alignment, allowing Marriott to efficiently deploy its people capital to meet growth and operational needs. Talent acquisition, development, and retention strategies driven by HRM support strategic HR strategy (Friedman, 2012). HRM helps Marriott build a resilient and agile workforce that can adapt to changing market conditions by targeting specific skill sets and demographics, investing in training programmes to upskill existing employees, and reducing turnover. 
Goal setting and strategic planning 
Marriott International's strategic HR planning begins with goal development and integrating human capital initiatives with company goals. This entails HR professionals and senior management setting clear, quantifiable goals for workforce capabilities, talent acquisition, development, and retention (Paroli, 2024). HR establishes corporate growth, operational efficiency, and innovation goals by knowing the company's long-term vision and strategic priorities. Marriott integrates HR strategy with organisational strategies by identifying critical projects and resource needs during strategic planning sessions (Marriott International, 2024). Marriott can harness its human resources to obtain a competitive edge and sustain development in the changing hospitality industry by creating a clear HR strategy and linking it with business goals. Marriott International's strategic HR planning is heavily influenced by HRM, particularly goal formulation and strategic planning. HRM helps link human capital initiatives with organisational goals. Marriott's strategic orientation can be supported by HRM's personnel management, performance evaluation, and workforce analytics SMART (Specific, Measurable, Achievable, Relevant, Time-bound) goals (Nankervis and Debrah, 2024). HRM makes these goals achievable and addresses talent gaps, skill shortages, and market trends. HRM works closely with senior management to integrate HR initiatives with Marriott's long-term vision, allowing the company to use its human resources to grow sustainably and stay ahead in the hospitality sector (Gallagher, 2016). 
Program implementation and evaluation 
Programme implementation and evaluation are crucial to Marriott International's Strategic HR planning process for aligning human capital strategies with organisational goals. HR implements personnel acquisition, development, and retention programmes after goal setting and strategic planning. Recruitment, training, leadership development, and performance management are examples (Mondy and Martocchio, 2020). HR closely tracks these programmes, collecting comments and statistics to assess their success in fulfilling goals. Marriott uses KPIs and metrics to evaluate HR initiatives' effects on business outcomes, employee engagement, and organisational success. Marriott's continual evaluation method helps it enhance HR strategies, respond to changing market circumstances, and align HR programmes with business goals (Horn, 2009). Marriott International's strategic HR planning is heavily influenced by its HRM practices, notably programme implementation and evaluation. Marriott's HRM aligns organisational goals and HR strategy, enabling strategic HR activities. Talent acquisition, development, and retention programmes complement Marriott's strategic goals (Marriott International, 2024). HRM also helps assess programme effectiveness through metrics and feedback. Marriott can improve its tactics to meet long-term goals by evaluating HR initiatives' effects on employee engagement, satisfaction, and productivity (Murton et al., 2010). Marriott's HRM implements strategic HR plans and delivers insights for continual improvement and adaptability in a changing business environment.
Recruitment stages and selection process of Marriott international
Marriott International, a global hospitality firm, carefully recruits and screens candidates to hire the best. Marriott recruits, screens, interviews, and chooses people who fit the company's values and culture (Schuler, 2022). Marriott recruits individuals using job boards, career fairs, social media, and employee referrals. Applications are thoroughly screened to match qualifications, skills, and experiences to job requirements. The interview stage may involve numerous rounds for qualified candidates. Marriott values diverse interview panels for fair and complete evaluations (Johnston et al., 2012). Candidates' fit for the role and organisation may be assessed using behavioral-based questions, situational situations, and discussions about their past experiences. Marriott emphasises its key values—putting people first, achieving excellence, embracing change, behaving with integrity, and serving the world—during the selection process (Marriott International, 2024). These ideals help evaluate candidates' fit with the company culture and ethos. After interviews, successful candidates may complete background checks and reference checks to determine their suitability for employment and alignment with Marriott's integrity and professionalism. After assessments, Marriott provides selected candidates employment conditions, pay packages, and other details. Marriott's policies, processes, and expectations may be covered in onboarding and orientation programmes after acceptance. Here, HRM has a major impact on Marriott International's recruitment and selection process (Marriott International, 2024). HRM is crucial to creating and implementing recruitment strategies that line with the company's values. This involves writing job descriptions, evaluating talent needs, and using many channels to find excellent candidates (Milkovich and John, 2017). HRM also monitors screening and selection, assuring fairness, objectivity, and legal and ethical compliance. Marriott can improve its employer brand, expedite recruiting, and attract diverse talent with HRM's strategic assistance. HRM also guarantees that recruits are qualified and linked with Marriott's culture and values, which boosts the hotel company's success and reputation (Marchington and Wilkinson, 2016).
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Figure: Recruitment Process; Source: (Schuler, 2022)
Conclusion
Here, excellent personnel planning, recruitment, and selection processes help worldwide hotel businesses like Marriott strategically develop. HRM has evolved from a transactional function to a strategic partner integrating employee skills with organisational goals. A dynamic hospitality business has shaped Marriott International's HRM practises, which are crucial to its success. Marriott forecasts labour demand and supply to provide excellent guest experiences worldwide. Marriott uses HRM to proactively plan its human capital initiatives, creating goals and aligning them with its long-term strategy. HRM also improves Marriott's hiring process by attracting diverse individuals and connecting them with the company's values. Marriott recruits candidates that share its values of honesty, excellence, and service through rigorous screening and assessment. HRM's strategic role includes personnel acquisition, development, retention, and organisational development. Marriott invests in rigorous training and leadership development to promote continuous learning and excellence, ensuring its competitive advantage in the dynamic hospitality sector. HRM also helps implement and evaluate HR programmes to match them with strategic goals and improve continuously. Marriott fosters creativity and adaptation to navigate market uncertainty by prioritising diversity, equity, and inclusion. Overall, HRM's strategic role will continue to drive organisational success and ensure Marriott's customer service and sustainability as it evolves. 
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