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[bookmark: _Toc164203272]Introduction
Marriott, a global company, functions as the chief actor in this HRM strategy article designed to provide insights into international hotel branding. It has been highlighted in the research of Abdelrehim (2023) that with the increasing global competitiveness, the hotel sector is affected to be changed from the conventional HR functions and the strategic HRM to stay competitive and achieve goals. Marriot International, a top hotel and hospitality company globally, is a practical example of how HRM strategic integration works. Innovative HRM processes aid with the company's market diversification and execution of solid service delivery (Haldorai et al., 2022).
HRM, strategy, employee planning, recruitment and selection will be the major focal areas of this subject. Studies, such as by Garg et al. (2022) show that HRM implies managing employees in an organization that are meant to realize the strategic goal of the organization. Resource management is also an important part of strategic development and these strategies help the organization to move forward. Workforce planning, recruitment and selection are the key tasks aimed at identifying, attracting and retaining a workforce that will have the capabilities to cope with future business requirements (Hassanein and Özgit, 2022). After the history of HRM is described, the article then focuses on how it is incorporated into this strategy for the personnel planning, recruiting and selection that Marriott operates with. The summarisation will give an idea about the impact of implementing these components on the international hotel standing of Marriott.
[bookmark: _Toc164203273]Evolution of HRM
Human Resources Management (HRM) has evolved from administrative to strategic responsibilities, shaping multinational hotel companies' strategic growth. It has been evaluated by Alqarni et al. (2023) that hospitality HRM initially focused on payroll and personnel records administration. As the sector became more competitive, HRM grew to include strategic components that promoted organisational development and sustainability. Strategic HRM became one of the main HRM developments of the late twentieth century. Human resources were acknowledged as a competitive edge that brought on this. In the 1980s and 1990s, Marriott International concentrated on talent management and leadership development to develop multi-skilled and competent staff that can effectively navigate diverse cultural and regulatory environments (Oyelude et al., 2023).
Technological innovations have changed the approach of HRM in the hotel industry. The Human Resource Information System (HRIS) was introduced in the late 1990s and early 2000s, and it allowed the development of staff planning and operational decision-making (Pelit and Katircioglu, 2022). As per recent information, more than 70% of companies leverage HR technology to hire and retain employees. Therefore, as stated by Farrukh et al. (2022), the digitalisation of HR processes should be a priority for hotel organisations to ensure smooth operations, reduced costs, and improved employee involvement and productivity.
With globalization, there have been changes in HRM to accommodate geographically dispersed and culturally diverse workforce according to Alreahi et al. (2022). Marriott uses HRM to combine local customs and practices with its operations, increasing employee satisfaction and loyalty which is important for keeping the best talent in a competitive global environment. Switching HRM from administrative to strategic function has allowed multinational hotel brands to get the best possible employees, wield them so that they are in line with business objectives and then scale up their global market presence (Qadri et al., 2022).
[bookmark: _Toc164203274]Strategic Role of HR Functions
HRM at Marriott is used to match the strengths of employees with the requirements of the company. Farooq et al. (2022) in their research have indicated that Marriott's international strategy incorporates the following principles: growth, customer happiness and operational excellence, which HRM supports by recruiting, developing and maintaining such people who are able to reinforce these objectives. Targeted recruiting, extensive training, and retention methods promote the brand's growth and service excellence (Rathore, 2023). 
Marriott's response to the hotel industry's changing needs shows HRM's strategic role in developing a flexible and competent staff. The corporation spends much on training and development programmes to improve staff's technical abilities, leadership, and customer service (Said et al., 2022). Marriott has its university with training programmes at various levels of the company. Marriott's personnel can react to market changes thanks to its proactive employee development method. In addition to this, Amalia (2024) has emphasized in his study that companies like Marriott that engage in comprehensive training programmes have a 24% greater profit margin than those that spend less on training, demonstrating the direct effect of skilled worker development on financial success. 
Moreover, it has been discussed in the research of Choudhary and Datta (2024) that Marriott's worldwide competitiveness is very closely tied to HR responsibilities. Quality of service and capacity to match client expectations rely on worker quality in a competitive business like hospitality. Marriott HRM deliberately recruits and selects a team to provide the promise of great service. The recruiting approach uses sophisticated analytics to anticipate applicant performance and suitability for particular positions and internet channels to reach global prospects. Marriott maintains a strong position in global markets by hiring culturally competent staff to serve international visitors (Salama et al., 2022). 
Marriott's HRM practises include strategic workforce planning, which forecasts labour requirements and develops internal talent. Marriott recruits and keeps great people by integrating HR processes with market trends and corporate objectives (Tanova and Bayighomog, 2022). Their focus on internal career development and advancement decreases turnover, which may reach 30% in the hotel business, stabilising their personnel and assuring service quality. In conclusion, Bazina (2023) has asserted in this research that Marriott International's HR activities play a critical role in meeting its operational and strategic objectives and positioning the firm for future development and competitive advantage in the worldwide hospitality sector. 
[bookmark: _Toc164203275]Strategic HR Planning Process
Marriott International relies on comprehensive HR management and workforce planning to meet and anticipate the demands of a changing global market. As posted by Budhwar et al. (2022) that, Marriott's HR approach relies on labour demand and supply forecasting to match staff skills with company needs. Forecasting helps preserve operational efficiency and accomplish growth objectives by managing the gap between present resources and future demands (Wilton, 2022). Marriott employs data analytics and market trend research to predict labour needs, which are impacted by new hotel openings, seasonal changes, and market expansion. 
Marriott's HR department helps connect worker initiatives with organisational goals via goal formulation and strategic planning (Haldorai et al., 2022). Marriott's HR initiatives assist corporate strategies like growing into new areas or improving customer service. Marriott prioritises diversity and inclusion to build a friendly and inclusive atmosphere for its worldwide customers. Marriott's dedication to gender balance and cultural diversity at all levels boosts employee happiness, creativity, and service quality. As per Abdelrehim (2023), Marriott's strategic strategy to provide continuous learning and advancement shows its dedication to employee development. This project supports organisational efforts to improve visitor experience via well-trained staff. Marriott's “Pathways to Professionalism” programme develops leadership and technical abilities needed for high-quality hospitality. 
However, it has been argued by Garg et al. (2022) that Marriott's strategic HR duties include programme implementation and assessment. The brand has HR programmes to attract, retain, and train qualified workers. To guarantee efficacy and strategic alignment, these programmes are periodically monitored using rigorous feedback systems and performance measures. Marriott employs employee satisfaction surveys and performance statistics to evaluate its training programmes' influence on productivity and service quality (Hassanein and Özgit, 2022). 
Lower turnover and more employee engagement than industry norms demonstrate the efficacy of certain HR programmes (Oyelude et al., 2023). Such indicators show how Marriott's HR policies excite and train employees and help the brand grow and compete in the worldwide hotel sector. In addition to this, it has also been claimed by Alqarni et al. (2023) that Marriott sustains growth and market leadership by strategically planning, recruiting, and selecting its people to meet global expansion objectives and operational needs. 
[bookmark: _Toc164203276]Recruitment Stages and Selection Process
Marriott International's strategic HR management relies on its recruiting and selection procedures to attract and retain top worldwide talent to preserve its position in the competitive hotel sector (Pelit and Katircioglu, 2022). Marriott's recruiting approach is as broad and thorough as possible to reach applicants worldwide. It has been found by Farrukh et al. (2022) that Marriott attracts diverse candidates via online employment portals, social media initiatives, and college recruiting efforts. The diversity method ensures that the organisation can meet its diversity and inclusion targets as well as find workers for global labour.
As a matter of fact, as cited in the work of Bazina (2023), Marriott applies the method of blending conventional and innovative methods to make sure that the applicants are the right match to the corporate culture and values of the company. The interviews are structured, there are psychometric tests, and situational exercises are the popular methods of selection. A management role may require a leader assessment centre that uses scenarios as an instrument to evaluate applicants’ leadership and decision-making capabilities (Qadri et al., 2022). Marriott's strategic objectives of forming a leadership pipeline and inspirational guest services through a skilled and accomplished workforce are coordinated with them.
To an extent, Marriott's operational efficiency and strategic expansion will significantly rely on its hiring and selection processes. Because of its investment in technology and data analytics, Marriott is able to improve its recruitment time by 15% and so increases its operational efficiency (Rathore,2023). Secondly, Marriott was very selective in hiring people who embody and communicate the brand’s values to customers so they can ensure delivery of the highest level of customer satisfaction and loyalty that are the key to the company's success. The paper had an expectation that the low turnover rate of the staff of Marriott is mainly because of good recruitment and selection. As a result of workforce stability, Marriott may not spend as much on employee training but on recruiting new people. This facilitates strategic growth in the long run.
Besides, this statement was proven by Alreahi et al. (2022) from Marriott’s growing market recruiting as a way to keep pace with the company's expansion plans. The company source its employees from such locations to ensure the staff is not only diverse but also local. This strategy gives the brand an edge in expanding into new markets. Implementation of this strategic approach to recruitment and selection exemplifies the fact that the HR processes at Marriott are part of the strategic framework aimed at sustainable development and leading the hospitality industry at the global level. 
[bookmark: _Toc164203277]Conclusion
HRM has changed its role to be in line with Marriott International's strategic objectives, which indicates its significance to the Brand. Human resources at Marriott started as an administrative function and now, it is a strategic element which enables the association of the required skills with the growth of the company and its customer service objectives. Through disciplined workforce planning, personnel recruitment and selection approaches, the company can get the best people from around the world.
These HR services are integrated into the strategic framework of Marriott seamlessly. HRM plays a key role in operational efficiency and strategic growth. Marriott keeps pace with the global market by working out of labour needs, setting HR targets and implementing special HR programmes, which gives it an edge over its competitors. Through the implementation of strategic HRM activities, Marriott has experienced rapid growth and has maintained a strong market position. Marriott has managed to increase operational efficiency and earn the place of a global hotel leader that is capable of facing future challenges by investing in and implementing strategic HR strategies.
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