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Essay
The modern way of any organisation is to look for proper resources that will help the overall improvement of the company in both short and long run. The main target here is to know how to apply proper techniques that will aid the overall development of the company by strategic planning and its execution (Wren & Bedeian, 2023). For this reason, there is a dedicated department in every organisation that will help the overall improvement of the company. This department can be named as Human Resource department which is highly important in any organisation. This essay will focus on the prospect of human resource department as well as the planning for the organisation. For this essay, the Marriot Hotel group is the key resource organisation for the analysis. The main target here is to know about how this company has implemented the process of strategic planning for recruitment as well as selection process that enables the overall prospect for the organisation through proper execution of short term and long-term planning (Torrington et al, 2018). 
The main organisation that has been chosen for the topic is Marriot International. By using HRM techniques, Marriott International is able to keep its employees happy and its service quality high. To provide a harmonious and fruitful work environment for its multicultural staff, Marriott places a premium on human capital management. Training and retention are the three pillars of human resource management at Marriott. When hiring new employees, Marriott looks for people that are honest, diverse, and inclusive, in addition to having the necessary skills. Those who are enthusiastic about hospitality and desire to make guests feel special are sought after throughout the hiring process. Marriott invests substantially in the knowledge and growth of its employees (Thornton et al, 2018). The company claims that in order to provide high-quality service, it is necessary to have staff members that are both trained and motivated. Training employees on new technologies, best practices for customer care, and industry trends is a priority for Marriott's HRM team. Skills, loyalty, and job satisfaction are all enhanced via professional development. Other HRM initiatives at Marriott include diversity and inclusion. The company values diversity in the workplace because it recognises that different perspectives and experiences enrich and broaden the tourist experience (Sparrow et al, 2020). Diversity is encouraged in all areas of Marriott, including the executive suite. Our programmes help create an environment where everyone feels welcome and valued. The HRM strategy of Marriott places a premium on staff participation. Staff involvement influences tourist enjoyment, and the company understands it. Marriott provides initiatives for wellbeing, feedback, and rewards to make employees feel valued and involved. Marriott provides attractive compensation and benefits to attract and retain top talent. The company provides healthcare, retirement plans, and discounts to its employees in an effort to boost their well-being. In conclusion, the HRM practises of Marriott International foster a positive work environment, build and retain a diverse workforce, and recruit and retain top talent (Singh et al, 2020). Values, training, diversity, and engagement are at the forefront of Marriott's human resource management and hospitality practices.
Because of the importance of its employees, the hotel chain's HRM has developed over the years to meet the challenges posed by globalisation, shifting corporate priorities, and other factors (Pucik et al, 2021). Human resource management at Marriott has been updated to reflect current industry standards. At first, recruitment, payroll, and compliance were the primary areas of concentration for Marriott's HRM. Marriott saw the need for a more strategic approach to human resource management as the hotel industry evolved and competition intensified. There was an uptick in employee engagement, talent management took centre stage, and HR practices were in sync with business objectives. Technology has been crucial to the progress of HRM at Marriott. Digital solutions help Marriott streamline HR processes for its remote workers. Employee mobile applications, data analytics for workforce planning, and online training modules have all contributed to better HRM (Paillé et al, 2021). Succession planning and personnel development are top priorities at Marriott. Great customer service is the result of a well-trained and skilled staff, which is why the company is willing to spend money on ongoing training. Additionally, in order to guarantee a succession of leadership, Marriott seeks for and cultivates employees with high potential. Human resource management at Marriott is focused on diversity and inclusion. Diversified personnel, reflective of the company's clientele, is highly prized. Through hiring, promoting, and maintaining a diverse workforce, Marriott promotes diversity in the workplace (Lengnick-Hall et al, 2021). The HR department at Marriott has recently made work-life balance and employee health its top priorities. According to the organisation, customer satisfaction is higher when employees are content and healthy. Wellness initiatives, flexible work arrangements, and comprehensive benefit packages are just a few ways Marriott is doing its part to make workers happier and healthier. Overall, Marriott International's HRM has evolved from conventional personnel management to strategic, technology-driven, and employee-centric. Marriott has become a hospitality HRM leader by adjusting to industry developments and prioritising talent development, diversity, and employee well-being (Kramar, 2021).
Human resources play a critical role in Marriott International's strategy to achieve its objectives and establish itself as a global leader in the hospitality industry. When it comes to aligning personnel with company goals, Marriott HR plays a pivotal role. Human Resources at Marriott oversees the hiring and administration of employees in a strategic manner. Human resources professionals are responsible for filling open jobs in an organisation with skilled individuals. This calls for effective hiring practices, comprehensive orientation, and a work environment that promotes professional development. Company culture and values are also influenced by HR. Integrity, variety, and inclusivity are key values of Marriott. Human Resources advocates for these values in order to provide a welcoming work environment befitting the Marriott name. In addition, diversity and inclusion are advocatesd for by Marriott HR. Creating a welcoming work environment where employees from all walks of life may thrive is a key component of human resource strategy in the hospitality industry (Jackson et al, 2024). Human resources are the backbone of Marriott's employee development programme. Training, leadership development, and performance management are all part of this strategy to help employees grow professionally and adapt to new challenges. In order to fulfil its purpose and adapt to the dynamic hotel industry, Marriott International employs a human resources strategy that emphasises talent management, culture building, diversity promotion, and continuous growth.
It is clear that Marriott International is committed to adapting its workforce to the global hospitality industry, as seen by the company's labour demand estimates, goal setting, and strategic planning (Jabbour et al, 2020). According to the company, these traits are essential to the effectiveness of operations, the satisfaction of visitors, and the continuous expansion of the business.
By examining historical data, current trends, and future corporate wants, Marriott is able to make accurate projections on the demand for workers. Through the use of advanced analytics and technology, the business is able to predict the human requirements across its diverse and extensive property portfolio. With the use of this proactive method, Marriott is able to anticipate shifts in customer demand, be ready for peak seasons, and effectively manage its human resources (Jabbour et al, 2024). Because it is aware of the demand from customers, Marriott ensures that it has sufficient people who are qualified to give outstanding service even during times of high demand.
Through goal-setting, Marriott Human Resources is able to link the aspirations of its employees with the objectives of the organisation. In order to highlight the individual and collective contributions that workers make to the success of the company, Marriott provides them with SMART objectives. These aims may include the satisfaction of visitors, the participation of workers, or the pursuit of financial goals. The act of aligning individual and team goals with the strategic vision provides employees with a sense of purpose and establishes a connection between their efforts and the success of Marriott.
Instead than focusing on meeting short-term people needs, Marriott's human resources strategic planning places an emphasis on long-term workforce development (Helmreich et al, 2018). The company provides funding for leadership development, training for people, and career progression opportunities. It is part of Marriott's strategic planning to guarantee that there is a steady supply of qualified individuals who are interested in pursuing executive positions. By placing a high priority on strategic people planning, Marriott is able to anticipate changes in the business, developments in technology, and the preferences of its guests. In conclusion, the labour demand forecasting, goal setting, and strategic planning that Marriott International has implemented demonstrates the company's flexibility, efficiency, and long-term success in the highly competitive hospitality business (Helmreich et al, 2018). Through the use of data-driven insights, the creation of SMART objectives, and the planning of ahead, Marriott ensures that its staff remains adaptable and flexible in order to give great service to its guests.
Successfully implementing HR initiatives calls for thorough planning and execution. Aligning HR with strategic objectives is a priority for Marriott International. It is crucial to continuously monitor the programme against defined indicators once it is implemented. Marriott measures employee engagement, productivity, and organisational success via frequent feedback loops, performance evaluations, and surveys (Gary, 2021). Using this iterative approach, Marriott can enhance HR programmes to adapt to evolving needs, foster a vibrant workplace, and uphold its competence in HR management.
Strategic talent management is on display at Marriott International in their HR planning, hiring, and selection processes. To thrive in the cutthroat hospitality industry, it is essential to attract, develop, and hold on to a diverse and competent workforce. Human resource plans at Marriott thoroughly assess current and future staffing needs in light of industry demands, business growth goals, and market trends (DeCenzo et al, 2021). Workforce growth, skill sets, and the best method to position the brand in the targeted market are determined by the HR planning team in collaboration with business management when Marriott notices a rising demand for luxury lodgings in an area. Marriott looks for employees who can fit in with the company's culture and who share its values. Marriott finds new employees via online resources, career fairs, and partnerships with local schools. To guarantee a large pool of applicants and a positive employer brand, the recruitment team at Marriott works with local communities whenever a new hotel opens in a strategic area. When recruiting new employees, Marriott looks at three things: technical proficiency, cultural compatibility, and room for advancement (Boxall & Purcell, 2022). To find out whether a candidate can provide guest service worthy of a Marriott, they are interviewed, tested, and sometimes immersed. All new hires must pass this stringent test to prove they are qualified and share Marriott's commitment to putting customers first. By using this integrated approach to HR strategy, recruitment, and selection, Marriott International builds a team capable of meeting present demands and adapting to changes in the hospitality sector. This strategic investment in human capital development helps Marriott maintain its excellent image and contributes to the growth of the hotel industry globally.
In today's world, it is essential for every organisation to actively seek for appropriate resources that will contribute to the overall development of the business in both the short and long term. The primary objective here is to acquire the knowledge necessary to implement appropriate strategies that has contributed to the overall growth of the firm via the process of strategic planning and its implementation (Briscoe et al, 2022). As a result of this, each and every organisation has a department that is solely devoted to contributing to the general development of the business. It is possible to refer to this department as the Human Resource department, which is of utmost significance irrespective of the organisation. Both the planning for the organisation and the potential of the human resource department has been the primary topics of discussion in this analysis (Armstrong & Taylor, 202)). In this particular piece of writing, the Marriott Hotel group serves as the primary reference organisation for the study. The primary objective here is to get an understanding of the manner in which this business has executed the process of strategic planning for recruiting as well as the selection process that allows the organisation to achieve its entire potential via the effective execution of both short-term and long-term planning. 
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