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Evolution of HRM practices in Marriott Hotels
A company will need both physical and human resources for its operations. Human resources are the most valuable asset that a commercial entity may possess. Without human resources, business transactions cannot be executed (Stewart and Brown, 2019). It guarantees that the firm is now moving in the correct direction, while future strategies are established. Competent leaders or managers have the ability to effectively utilise the strengths and shortcomings of their workforce to benefit the organisation. The effectiveness of sourcing, developing, and retaining human resources within an organisation directly impacts its competitiveness (Stone and Deadrick, 2017). The efficacy of an organisation is significantly influenced by the implementation of human resource management (HRM) in the dynamic business landscape of the present day (DeCenzo et al., 2018). HRM has significantly improved as the needs of organisations and employees have changed. This article examines the management of human resources at Marriott International.
Human Resource Management (HRM) has undergone a transformation to meet the evolving requirements of organisations and the workforce. These are the key types of HRM evolution: Administrative HRM, Behavioural HRM, Strategic HRM, International HRM, and Digital HRM (Bratton et al., 2021). The first form of HRM evolved into an administrative role, when HR primarily focused on record-keeping and ensuring compliance with employment rules and regulations (Boxall and Purcell, 2022). This strategy focused on transactional activities, including recruitment, payroll, and benefits management. During the 1950s and 1960s, HRM evolved to stress the behavioural aspects of human management (Armstrong and Taylor, 2020). This approach prioritised employee motivation, communication, and management growth. Furthermore, it saw the rise of performance management systems, employee training and development programmes, and collaborative initiatives. Strategic HRM originated in the 1980s and 1990s as a response to the evolving business landscape (Dainty et al., 2019). This strategy focuses on integrating HR strategies with corporate strategies and goals. It focuses on enhancing a high-performance work culture, the development of human behaviour, talent management, and workforce planning. Due to globalisation and the rise of multinational corporations, HRM has expanded to incorporate an international dimension. International Human Resource Management focuses on managing employees from diverse cultures, in specific nations, and with varying legal regulations (Taylor, 2021). Furthermore, it encompasses the development of international HR policies and practices that strike a balance between standardisation and local adaptation. In recent years, The progression of Human Resource Management (HRM) include the utilisation of virtual technology and analytics. Digital HRM involves the utilisation of HR information systems, online recruiting, e-learning, social media, and data analytics to enhance HR operations, improve decision-making, and optimise the employee experience (Sharma and Gursoy, 2018). These are some significant trends in the development of Human Resource Management, and it is crucial for organisations to comprehend these changes and alter their HR strategies accordingly to meet the needs of their employees and the business (CG Davidson et al., 2021).
The strategic significance of HR entails a substantial transformation in the responsibilities and obligations of HR. The HR professionals commence the communication of aims and objectives with the road management (Boella and Gross-Turner, 2023). The HR professionals are responsible for providing guidance on cross-functional strategic initiatives. The HR department is responsible for implementing initiatives and strategies to promote environmental sustainability and enhance the competitiveness of the corporate firm (Hughes, 2018). The HR department plays a crucial role in identifying the key areas for the growth and advancement of the company. Both general initiatives and HR projects should align with the goals of the green organisation, fostering full employee engagement and attracting skilled individuals from the labour market. The strategic role of HR Management involves anticipating and projecting future advancements (Qadri et al., 2017). The HR department must identify critical areas for improvement and develop a comprehensive assessment of threats arising from the market and competition. The HR department must aggressively protect the organization's comprehension and safeguard its capacity for the future.
The HR department must carefully allocate resources towards learning and development initiatives. Investing heavily in management development is crucial, as the upcoming generation of managers has the potential to outperform competitors (Neupane and Khanal, 2022). The HR department is responsible for engaging with employees and selecting the appropriate skills and abilities from both external sources and internal talent pools. The strategic role of HR alters the job descriptions of HR personnel. They have a much-reduced focus on carrier transit. They are specifically focused on the transportation of human resources solutions (Punitharaj et al., 2020). They must extensively encompass the whole organisation. They must possess expertise in devising activity plans. They must possess expertise in economic planning. They should possess expertise in alternative management.
HR management becomes a strategic role. While not applicable to every company, contemporary groupings do acquire a competitive advantage. The innovative methods in Human Resources will be revealed quickly (Enz and Siguaw, 2020). Demand forecasting involves evaluating and predicting the desired number of individuals, their age distribution, occupational composition, educational attainment, professional and technical positions, and skill set in the future. Human resources planning enables optimal alignment between employees and positions while preventing shortages or excesses of manpower. The HRP approach consists of four essential components. The tasks involve analysing the allocation of resources for gift efforts, predicting the need for labour, aligning predicted labour demand with supply, and assisting in achieving organisational objectives (Chomplay and Paliwal, 2018).
Goals are a proven strategy for effectively engaging and inspiring individuals. Attainable desires enhance worker self-assurance, result in incremental victories, and contribute to exceptional organisational outcomes (Veleva, 2021). The effectiveness of dreams is easily comprehensible. They provide a strategic plan and define a specific goal, which provides valuable organisation and purpose to employees' work. Moreover, fantasies have a crucial role in fostering employee engagement. A worker engagement strategy encompasses several outstanding components, such as compensation and professional development. According to the Society for Human Resource Management (SHRM), goal setting and recognition are two crucial factors necessary for engagement (Boardman and Barbota, 2018). According to SHRM, if organisation lacks these two criteria, it will not be able to make significant progress towards engagement.
HR showcases the company's commitment to organisational and individual success by collaborating with leaders, managers, and workers to cultivate aspirations. This rigorous commitment offers a proposition and an immersive involvement that empowers individuals to persistently pursue success, particularly within challenging circumstances. Strategic HR planning should be at the forefront of corporate strategy.
The HR strategy plan starts by analysing the contemporary nation and identifying areas for potential improvement. Subsequently, the agency can establish specific objectives along with detailed plans for achieving them. The approach also takes into account external variables that may impact business expansion, such as evolving market demands, industry updates, and economic volatility. Strategic HR planning enhances business outcomes by connecting HR practices with overall company objectives. When implemented effectively, an HR strategy may positively impact the attractiveness of top talents, promote employee engagement, and enhance your company's ability to solve HR challenges. Strategic HR planning does not treat the entire team as a single entity. It recognises the significance of linking individual employees with the aspirations of the organisation. Implementing strategic human resources (HR) planning may enhance the effectiveness and responsibility of supervisors within the organisation. When HR processes are in line with strategic goals, managers have a clear understanding of their responsibilities, enabling them to effectively lead their teams (Friedman, 2019).
Implementation involves executing HR plans and applications, which include effectively communicating the HR strategy to stakeholders, providing training to staff, and establishing structures and HR workflow processes to support HR duties. The purpose of the implementation aim is to ensure the successful integration of HR responsibilities within the organisation, while also providing cost-effective means to achieve HR objectives and goals.
Furthermore, the process of implementation also entails monitoring advancement and making necessary adjustments. Through consistent evaluation and analysis of HR efforts, HR can determine the effectiveness of its plans and packages and make any modifications. Assessing and assessing HR planning activities is seen as the final phase in good HR planning, as it provides an opportunity to evaluate the overall efficacy of HR tasks and implement any adjustments (Veleva, 2021). Through consistent evaluation and assessment of HR strategic planning endeavours, HR can ascertain the achievement of its objectives and goals, as well as the effectiveness of its plans and programmes in delivering value to the organisation. Evaluation and evaluation are crucial in identifying areas for progress and places where adjustments are desired.
HRM encompasses a range of various competencies, with its primary functions being recruitment, selection, and training of candidates for specific job roles. Providing the individual with a robust education and improvement courses will assist the organisation in achieving its desired goals. During the recruitment process, the applications of various candidates are received and their skills are assessed (Sharma and Gursoy, 2018). During the interview, the HR supervisor assesses the candidate's aptitude and provides the candidate with a concise overview of Marriott Hotel. Following the job interview, the candidate is chosen for the desired position inside the company. The supervisor chooses the applicant who surpasses all the requirements of the task and helps the organisation achieve its objectives and aims. The management style implemented by Marriott ensures equal possibilities for both experienced individuals and newcomers to be picked inside the organisation.
Marriott attached significant significance to workforce planning. The progression started at the access level and continued up to higher levels. Each unit of Marriott, whether it be a department or branch, formulated its expansion strategies for the upcoming years. In doing so, they also established the specific number of entry-level and managerial staff needed to support this development (Hughes, 2018).   The planning process determined the number of upcoming gadgets within the specified timeframe of two to five years, provided an approximate outline of the potential corporate structure, estimated the time needed to develop personnel capable of assuming managerial positions, assessed the current availability of employees within Marriott, and identified the need for external recruitment (Boella and Grosss-Turner, 2023). The recruitment and selection of appropriate staff are the fundamental pillars of every organisation striving for excellence. Previously, experts were selected only based on technical criteria, such as qualifications, experience, and membership in a relevant association. While the aforementioned requirements are undeniably crucial, technical proficiency is but one aspect of the whole service delivery. It is complemented by functional proficiency, as well as marketing and business acumen, and the ability to cultivate customer relationships.
Marriott International is a firm that focuses on customer needs. It prioritises various criteria and views recruiting as the initial step in maintaining loyal, motivated, and content employees. Technological advancements require skilled and competent staff; therefore, firms must strategically prepare for recruiting and selection to guarantee that their workforce is well-suited to the current era of technology (Qadri et al., 2016). During the interview, the panel must ensure that they ascertain the candidate's strengths and flaws. This will assist them in making the final pick.
The significance of Human Resource Management has been widely recognised in the past decade. Each company experienced growth and established distinct knowledge and specialised sub-departments under its Human Resource Management (HRM) division. These sub-departments included areas such as familiarisation and enhancement, training and development, employee engagement, and recruitment and selection, among others. Companies aim to recruit and retain highly competent, professional, and knowledgeable workforce. The corporation has implemented a range of employee perks and welfare regulations to motivate, inspire, and satisfy the majority of individuals working for them. Marriott is known for its stringent adherence to employee-centric policies, welfare measures, and procedures that ensure staff satisfaction and loyalty. Their manner of life adheres rigorously to a regulatory and legal framework. They are providing equitable employment opportunities to all their employees. The organisation is making ongoing adjustments to its structures and processes based on feedback and recommendations received from current and former employees during exit interviews (Dainty et al., 2019). They had been implementing modifications and enforcing them in accordance with the demands and preferences of their staff. The implementation and management of the cessation process, in accordance with the laws and regulations established by the authorities, have allowed us to protect the rights of the employees. The organisation has implemented stringent standards to prevent any form of employee harassment. 
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