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The recruiting and selection process in contemporary sector has several obstacles, which are heavily impacted by the rapid expansion of technology. One of the main challenges is the integration of digital tools and platforms, which, while broadening access to prospective employees and simplifying application processes, necessitates organisations adapting their approaches in order to successfully evaluate and interact with a more diverse and worldwide talent pool (Bondarouk and Brewster, 2016). The effect of technology has necessitated the development of increasingly advanced analytical skills, as HR professionals must sift through massive amounts of digital data in order to locate potential applicants (Rubel et al., 2017).  Furthermore,  recruiting is the process of discovering, recruiting, and engaging qualified individuals for positions inside an organisation. It entails a sequence of actions aimed at identifying candidates who not only have the essential abilities, qualifications, and experience for a certain post, but also fit within the company's culture and values (Armstrong and Taylor, 2020). Whereas selection is the means by which an organisation finds and selects the best candidate(s) from a pool of candidates for a particular job or post (Torringhton et al., 2020). The objective of the essay is to understand how Mariott has developed its HRM practices through planning selection and recruitment. 

Human Resource Management  development is a complicated and comprehensive process that considers larger socioeconomic changes, technology improvements, and adjustments in organisational goals. Historically, human resource management was an administrative job, concerned with personnel administration, payroll, labour law compliance, and basic employee welfare. This old function was defined by responsibilities like as recruiting, firing, and maintaining employee records, with an emphasis on operational efficiency and legal compliance (Berman, 2015). The human resources function has evolved significantly over time, moving towards a more strategic partnership position inside organisations. This shift has been motivated by the realisation that human resources may be a crucial source of competitive advantage. Strategic HRM emphasises the alignment of HR policies and practices with overall company strategy, with a focus on talent management, leadership development, performance management, and organisational culture (Horn, 2009). This approach sees people as assets to be developed rather than costs to be reduced, emphasising the necessity of recruiting, maintaining, and developing talent in order to accomplish organisational objectives. This evolution is visible in the hospitality business, particularly among multinational hotel brands, where HR processes have evolved to match the sector's specific problems and possibilities. Hospitality HRM must include the industry's diversified workforce, the importance of service quality, and the requirement for flexibility to adapt to seasonal demand fluctuations and global market dynamics (Johnston, Clarke and Shulver, 2012). These companies have also adopted global human resource management techniques that emphasise cultural sensitivity and local adaptation while adhering to global standards. For instance, Marriott's "TakeCare" campaign prioritises staff wellbeing, emphasising the relationship between employee pleasure and customer service excellence (Mariott, 2021). 

Strategic human resource management focuses on integrating HR policies and practices with business objectives, ensuring that the proper people are in place to satisfy current and future organisational demands. This approach sees employees as valuable assets who may create a competitive advantage, rather than as costs to be cut. According to Armstrong and Taylor (2020), the fundamental aims of HRM are to help the organisation achieve its goals by developing and implementing human resource strategies that are linked with the business plan. This includes creating a high-performance culture, ensuring that the organisation has the talented, competent, and engaged personnel it requires, and cultivating a positive employment relationship based on mutual trust and respect (Marchington and Wilkinson, 2016). Marriott International's strategic HR practices demonstrate the application of these theoretical ideas. The company's history and basic values reflect its profound commitment to diversity, equality, and inclusion (DEI), proving HR's strategic role in building an inclusive workplace that honours and respects varied origins and perspectives. Prioritising DEI improves Marriott's organisational culture as well as its capacity to recruit and retain top personnel, which is critical for retaining competitiveness in the global hospitality business (Marriott International, 2019). Furthermore, Marriott's approach to recruiting and selection exemplifies strategic HRM theory by ensuring that its procedures are in line with its company strategy and organisational objectives. The organisation emphasises the significance of attracting people who will flourish in its culture and contribute to its strategic goals, and it employs inclusive recruitment strategies to reach a diverse talent pool. This strategic synergy between HR services and company strategy is also reflected in Marriott's investment in staff development programmes, such as the Marriott University Programme. These efforts aim to create a strong internal talent channel, training people to take on leadership roles and drive the company's future growth (Marriott International, 2022).

Marriott International uses advanced tools to predict the requirement for new hiring and evaluate the available talent pool. This entails analysing internal workforce trends and external market conditions in order to forecast future labour requirements. Forecasting relies heavily on techniques like management judgement, monitoring of promotion and demotion rates, and staff turnover (Muhammad and Qadri, 2016). The organisation uses data-driven insights to maintain a balance between labour supply and demand, optimising personnel planning and lowering the risk of talent shortages that might disrupt company operations. Marriott's HR goals are carefully designed to complement and drive the company's strategic objectives. This includes developing key performance indicators that link HR activities to the overall company strategy, such as increasing guest happiness, improving operational efficiency, and encouraging innovation.  HR objectives are intended to support Marriott's purpose of being the world's most popular travel company by ensuring that the staff is competent, engaged, and aligned with the firm's values and goals (Marriott International, 2022). Aligning HR goals with strategic planning ensures that HR actions have a direct impact on business outcomes like as financial success, customer happiness, and market expansion. Marriott International conducts HR initiatives in a systematic manner that involves comprehensive planning, resource allocation, and stakeholder involvement (Johnston, Clark, and Shulver, 2012). Programmes like Marriott University Programmes provide paid, hands-on experiences for students and recent graduates, demonstrating Marriott's commitment to building a strong internal talent pool. Once implemented, these human resource programmes are thoroughly evaluated for efficacy using feedback systems, performance measures, and impact evaluations (Marriott Intrenational, 2019).  Continuous review enables Marriott to fine-tune and change its HR initiatives, ensuring that they are responsive to changing business demands and worker dynamics. Marriott's comprehensive human resource planning strategy illustrates a proactive and integrated approach to workforce management. Marriott International guarantees that its human resource operations contribute significantly to its worldwide success and sustainability as a leading hotel company by properly projecting labour demands, aligning HR goals with strategic objectives, and successfully executing and assessing HR programmes (Marriott International, 2022).

The recruiting and selection process is a set of methodical steps meant to find the best applicants who share an organization's aims and values. Initially, the process begins with establishing the job criteria, which include creating precise job descriptions and person specifications that appropriately reflect the role's responsibilities and skills (Bryson, James and Keep, 2015). This initial phase guarantees clarity and precision in identifying eligible candidates. Following that, candidates are attracted by strategically disseminating the opening over many venues, such as online job boards, corporate websites, and professional networks, with the goal of reaching a diversified talent pool (Farndale, Nikandrou and Panayotopoulou, 2018). As applications are received, the processing and review step screens them based on their alignment with preset criteria, ensuring that prospective matches are identified quickly. Shortlisting further narrows the pool to the most promising applicants based on an objective assessment of their abilities, experience, and prospective fit within the organisation  (Anosh, Hamad and Batool, 2014). The ensuing selection process employs a number of evaluation methods, including interviews, psychometric testing, and practical exercises, to carefully evaluate the candidates' talents and aptitude for the post. Finally, reference checks and employment offers complete the process by validating selected individuals' prior performance and offered opportunities (Leisink and Steijn, 2008).

Marriott International's recruiting and selection process has been tailored to line with its strategic aim of being the world's favourite travel company. Initially, Marriott thoroughly specifies job criteria, including precise descriptions and specifications that represent both the role's responsibilities and the Marriott culture. This clarity guarantees that the individuals chosen are not only qualified, but also reflect the organization's ideals. The organisation uses a systematic strategy to recruit applicants, utilising digital channels, professional networks, and its careers website to access a wide talent pool throughout the world (Eschenbrenner et al., 2023). When applications are received, Marriott's HR team evaluates and reviews them using predetermined criteria, swiftly shortlisting applicants who have the potential to prosper in the company's dynamic environment. Marriott's selection process is rigorous, with interviews, psychometric exams, and practical exercises used to properly examine individuals' suitability (Marriott Careers, 2023). This careful method guarantees that Marriott not only hires professionals with the necessary talents and experience, but also those who represent the spirit of service, a basic value of the Marriott brand. Throughout these stages, Marriott is committed to diversity and inclusion, ensuring that its staff reflects the worldwide population it serves (Eschenbrenner et al., 2023).

In the hospitality sector, managing diversity, ethics, and professionalism provides considerable problems, particularly in building an inclusive atmosphere that respects a diverse variety of cultures, experiences, and perspectives (Manoharan and Singal, 2017). Marriott International handles these difficulties through its Human Resource Management methods, which are firmly ingrained in the company's heritage and fundamental principle of "putting people first." Marriott's dedication to Diversity, Equity, and Inclusion is demonstrated by its policies, which offer equitable opportunity in all aspects of employment and a positive working environment for all colleagues. This commitment is carried out through thorough training programmes, including human rights training in areas such as human trafficking awareness, responsible sourcing, and recruiting procedures (Marriott, 2023).  Marriott promotes inclusion and a feeling of belonging for colleagues, customers, owners, and suppliers, which not only conforms to ethical employment policies but also improves recruitment and retention, thus correlating HRM to company success and productivity. Marriott's HRM strategy prioritises ethical practices to address industry difficulties and promote a healthy company culture, ultimately leading to financial success.

HRM plays an important role in managing change at Marriott International, notably in terms of recruiting and selection procedures. Marriott's human resources department has embraced technology innovations to improve efficiency and effectiveness in several areas. Technology has transformed how Marriott recruits and chooses individuals, making procedures more efficient and accessible. Digital tools, such as online job boards and social media, are widely employed to attract a varied pool of candidates worldwide, assuring broad reach and inclusion in recruiting efforts ( Stone et al., 2015). Furthermore, technology has helped Marriott develop creative selecting procedures. Online exams, virtual interviews, and AI-powered technologies are now part of the selection process, allowing HR to examine candidates more completely and quickly. These technology solutions present applicants with a more dynamic and engaging experience, allowing Marriott to assess fit more precisely and effectively. Furthermore, Marriott's human resource management techniques have been modified to ensure that they are in line with evolving worker dynamics and the global business climate (Marriott , 2023).  The incorporation of technology into HR processes helps Marriott achieve its strategic goals by improving decision-making, improving candidate experience, and ensuring the recruitment and selection of individuals who not only have the necessary skills and qualifications but also fit into the Marriott culture. Marriott's HRM has been able to adapt to and manage change successfully by strategically using technology, maintaining the organization's competitiveness and agility in the hotel business.

In conclusion, Marriott International's growth of HRM processes, notably in recruiting and selection, demonstrates a purposeful alignment with technical improvements and worldwide HR trends. The organisation has expertly negotiated the hurdles posed by a quickly changing technology world, ensuring that its HR operations not only attract but also successfully select people who are compatible with its culture and strategic goals. Marriott's dedication to diversity, equity, and inclusion has created an organisational climate that celebrates and exploits a diverse workforce, increasing the company's worldwide competitiveness and reputation as a hospitality industry leader. Marriott's use of digital tools and analytical methodologies in its recruiting and selection process has allowed it to effectively manage a worldwide talent pool while maintaining a balance between innovation and the traditional values that characterise its brand. Marriott International demonstrates how excellent human resource management can contribute to organisational success, employee happiness, and customer loyalty by constantly modifying its HRM methods to suit the needs of a changing business environment. Marriott's strategic approach to human resource management, based on technology, ethics, and a global perspective, positions the company not just as a hospitality leader but also as a model for HR excellence in today's commercial world.
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