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The title of the essay – Discuss how the evolution of HRM facilitates the strategic development of an international hotel brand through workforce planning, recruitment and selection.
___________________________________________________________________
Introduction
Foreign hotel firms need good human resource management to flourish in a changing industry. Marriott International, a global hotel chain, has been influenced by HRM changes. Marriott is recognized worldwide for its inventiveness, service, and hospitality. Marriott's hiring, planning, and selection processes will be examined to keep ahead of the competition as HRM evolves. Marriott demonstrates how HRM can help a foreign hotel brand achieve its objectives and offer good customer service. Marriott's history shows how HRM and international hotel brand creation are linked (Armstrong and Taylor, 2020).
Main Body
Marriott International's HRM has evolved. The huge hotel chain is adaptable and imaginative. Marriott's HRM has expanded as the global hotel industry has transformed. The hotel corporation adjusted its HRM strategy to accommodate new trends, technology, and employee and customer expectations (Gannon et al., 2015).
Marriott's HR staff stressed paperwork and standards. Marriott had to shift from people-focused HRM to strategy-focused HRM as the hotel industry shifted. The main aims of this reform were talent development, employee engagement, and HR process alignment with the organization's goals. Marriott has used innovative HRM technologies in recent decades. Advanced HRIS simplifies compensation, incentives, and performance. Automation has improved operations and freed up Marriott's HR team to handle other employee management tasks. Marriott HRM has increased with diversity and inclusion (Torrington et al., 2020). Marriott employs open recruiting and activities to create a more inclusive workplace because it recognizes a varied team is essential for servicing global consumers. This adjustment follows a hospitality sector trend that claims a diverse workforce improves company effectiveness.
Marriott's HRM performance hinges on staff training and development. Marriott invests much in customer service training. This focus ensures customer satisfaction and staff engagement. Marriott's HRM is now purposeful and employee-focused, not rule-based. Marriott's capacity to adapt to market changes, incorporate technology, and maintain a pleasant, growth-focused workplace shows how vital HRM is (Friedman, 2012). Understanding Marriott's HRM shows that the company's expansion is a response to change and a goal to promote global hotel quality. Marriott International believes HRM is crucial to its long-term performance and strategy. Marriott intentionally blends HR and worker management activities (Otoo, 2019). HR is crucial to organizational objectives. Marriott's strategic HR activities assist the organization in developing and surviving by addressing business demands.
Marriott's HR strategy covers recruiting and managing employees. The hotel industry is competitive, therefore hiring and retaining skilled staff is crucial to visitor satisfaction. Marriott aligns HR with business objectives. So, the team has the knowledge, abilities, and culture to support the brand's excellence (Gallagher, 2016). Marriott's HR teams retain adaptable employees. They create new ability factors and hire-focused programs.
Staffing at Marriott is transparent amongst HR departments. They encourage staff to handle problems and take opportunities since global events and hotel business cycles may change. This involves planning for demand changes, having adequate personnel, and offering flexible hours to boost production. This lets the team adjust to demand. It streamlines processes and cuts costs.
Marriott's HR duties encourage employee engagement and progress. Marriott spends much in training and recruiting because a well-trained staff gives them an edge. The company extends beyond training. Leaders benefit from mentoring and learning. This smart investment boosts productivity, trust, and creativity (Francois Koukpaki et al., 2020).
Marriott HR creates and executes strategy. HR contacts other departments to understand the employee impact of critical decisions. Human capital is addressed throughout planning. Marriott HR studies employment markets, practices, and legislation in new nations. This lets HR verify the company's recruitment and labour procedures to support growth.
DEI's significance is shown by HR's dedication. Marriott's HR strategy includes DEI since it serves different customers and communities globally. This pledge is legal and strategic to encourage innovation, diversity, and happy guests. Marriott encourages DEI via hiring, leadership development, and workplace inclusiveness. Strategic HR at Marriott includes performance management and reward systems (Belias et al., 2019). The organization understands the importance of aligning team and individual performance with its objectives. Marriott's performance management systems provide frequent feedback, set expectations, and reward excellent work. This technique boosts employee motivation and corporate success.
At Marriott International, HR activities are crucial to the company's success. Marriott aligns its HR strategy with its overall aims. The proper people, workforce planning, employee growth, future planning, diversity and inclusion, and performance management are all part of this. Marriott sets the industry norm by counting human capital as a competitive advantage. The ever-changing global hotel industry requires a comprehensive approach to HR functions.
Strategic HR Planning at Marriott International forecasts labor demand and supply. Efficiency, visitor satisfaction, and growth are brand priorities. Marriott has strategic HR planning that identifies future employment requirements and aligns with business strategy.
Forecasting Labour Demand: Marriott uses prior information, market trends, and hotel business cycles to determine how many workers to recruit. The hotel firm predicts future demand based on booking trends, event demand, and annual demand (Machado et al., 2019). Marriott's HR department anticipates many front desk, housekeeping, and kitchen staff requests during peak travel seasons and significant events.
Marriott analyses economic, social, and public health issues that may impact labour demand along with its statistics. Marriott can swiftly adjust to demand changes with this comprehensive planning procedure. Global events have proved that plans must be revised swiftly. Marriott adjusts personnel using real-time and projected data.
In addition to statistics, Marriott estimates employment demand. The hotel brand realizes quality issues including shifting visitor preferences and new workplace technologies will affect future workers. An all-around strategy helps Marriott reach recruiting targets and capitalize on emerging trends, giving it an edge in the ever-changing hotel industry (Silva and Martins, 2016).
Labor Supply Prediction: Strategic HR planning helps Marriott balance labour supply and demand. The hotel brand estimates the number of personnel utilizing its talent pools, outside marketing, and industry connections.
Marriott invests in developing and preparing future leaders to ensure bright talent for important roles. This preparation ensures that the organization has qualified candidates for key positions before hiring outsiders.
Marriott recruits abroad because it operates globally. The HR team works with companies, schools, and communities to employ a diverse workforce since individuals have varied capabilities (Ferrary, 2015). This method meets worker requirements and achieves national diversity and community participation objectives for the organization.
Marriott estimates staffing and hiring methods. Marriott uses HRIS, predictive analytics, and AI to swiftly employ skilled, culture-fit candidates. Technology streamlines hiring and ensures personnel are available when required.
Marriott International incorporates labour demand and supply estimates in its HR strategy. Marriott can solve hotel sector issues because it plans worker quality and quantity. Marriott hires outsiders, grows internally, and uses cutting-edge technology to ensure adequate personnel. HR is crucial to hotel organizations' global expansion and profitability (Serafini and Szamosi, 2015).
Marriott International's Strategic Human Resources Planning fosters quality, innovation, and a motivated workforce by defining objectives and formulating strategies. These sections are crucial for Marriott's strategic HR strategy to align human resources with corporate objectives.
Goal Setting: Marriott establishes HR goals accurately, relevantly, and with hotel industry knowledge. Marriott's HR department works with partners to set strategic goals. Improve employee involvement, reduce unemployment, or train personnel to suit industrial needs.
Marriott also values company-wide goals. By linking personal and team goals with staff and corporate goals, the hotel brand gives employees purpose and unity. Harmony enhances organizational efficiency, trust, and cooperation (Nieves and Quintana, 2018).
Marriott modifies goal-setting often. An industry is always evolving, thus goals are evaluated and updated to reflect new trends, market developments, and internal success criteria. This flexibility keeps HR goals current and meets company needs.
Plans: Marriott HR teams prepare strategically. HR constantly asks business executives about the company's objectives and each area's strategy. This collaboration ensures HR initiatives support business objectives (Sotiriadis and Varvaressos, 2016).
Marriott evaluates candidates' abilities and expertise while creating plans. If Marriott wishes to expand abroad, the HR team collaborates with business executives to create a people strategy that involves recruiting, culture management, and training.
Marriott's approach includes personnel management and generational planning. Marriott creates a solid talent pool and doesn't have to employ outsiders for essential roles by discovering outstanding staff and offering them career advancement opportunities. This long-term aim helps the brand expand and retain workers.
Marriott International's Strategic HR Planning includes goal-setting and planning. They cooperate to boost business. Strategic planning and defined objectives help Marriott navigate the complex hotel industry swiftly and intentionally. These phases demonstrate how HR supports Marriott International's global hotel business strategy (Otoo and Mishra, 2018).
Strategic Human Resources Planning at Marriott International prioritizes program implementation and evaluation. They ensure strategic plans function and HR processes improve.
Implementing the program: Marriott implements its HR program with company performance and employee pleasure in mind. Marriott's HR department develops comprehensive plans to accomplish strategic goals that support the company's mission. These seminars include talent development, diversity and inclusion, employee engagement, and performance management.
[bookmark: _GoBack]Marriott International's Strategic Human Resources Planning drives quality, innovation, and an inspired workforce via goal-setting, strategic planning, and program implementation. A comprehensive corporate performance strategy links HR with business goals. Provide examples of how quality, innovation, and engaged employees set goals to develop Marriott's HR strategy. Marriott may offer employee engagement or incentive programs to improve work life and excite personnel. Read how Marriott works with executives to build HR strategies that suit company needs and market trends to understand strategic planning. Marriott's strategy may be understood by how they alter their foreign development plans to meet regional differences and help staff thrive. Targeting HR initiatives like talent development seminars or diversity and inclusion programs and how they help Marriott achieve its strategic goals will show how well it executes its HR strategy to ensure success. These tips will help readers understand Marriott's HR's complex use of the three core areas to accomplish strategic goals.
Marriott prioritizes communication and integration while implementing a program. The HR staff clarifies the program's aims and benefits with department heads, employees, and others. This strategy makes employees feel like they own HR initiatives and are accountable for their success (Iglesias and Saleem, 2015).
Marriott also employs technology to streamline and improve accessibility. Human Resource Information Systems (HRIS) and other software streamline HR activities including training and performance monitoring. Marriott values innovation, thus it uses technology. It ensures HR procedures adapt to evolving worker demands.
Reviewing the Program: Marriott reviews are a time to reflect and examine. This is key to the company's growth attitude. Marriott understands that industry changes need HR strategy changes. Regular program evaluations help them develop (Francis and Baum, 2018).
Marriott uses informal and numeric evaluations. KPIs that assess employee satisfaction, retention, and bottom-line impact are carefully reviewed. A training program's effectiveness may depend on how many individuals complete it, how well it serves customers, and how productive it makes staff.
Marriott's program review values quantitative and qualitative comments. Focus groups, employee surveys, and one-on-one feedback sessions are wonderful methods to gather direct input from HR program beneficiaries (Úbeda-García et al., 2018). Marriott wants to create an inclusive environment, so this emphasis on workers suits.
Because Marriott conducts business globally, program assessment must include culture. The HR team considers regional characteristics and perspectives to ensure that HR initiatives benefit the global hotel company's workers.
Implementing and assessing a program are crucial aspects of Marriott International's dynamic and adaptable Strategic HR Planning process. Marriott ensures that its HR procedures suit its strategic objectives and the evolving demands of the global hotel sector by being diligent and pledging to continually examine them (Chang and Ma, 2015).
Marriott International's HRM strategy emphasizes recruiting and selection. The brand's rigorous and organized recruiting and selection procedure shows its commitment to discovering and maintaining the finest personnel.
Recruitment Stages:
1. The recruiting process starts with a comprehensive talent analysis. Marriott HR assesses department leaders' existing and prospective job competencies. Employment objectives reflect each firm unit's current strategic goals.
2. Marriott posts and promotes job openings via several methods. Job openings are posted on the company's career website, job boards, social media, and professional networks. This wide reach guarantees the post is seen and attracts numerous applications (Franzoni et al., 2021).
3. In the screening step, applicants are evaluated to determine those who meet basic requirements. Marriott HR evaluates individuals based on education, experience, and business values. First-round screening boosts hiring and discovers strong applicants.
4. Selected candidates undergo either online examinations, video conversations, or pre-employment testing. Technology helps Marriott rapidly and fairly evaluate applicants' talents and suitability.
5. Selected candidates then proceed to the interview stage. Marriott usually conducts phone or video interviews before in-person ones. These interviews evaluate technical competence, cultural fit, and Marriott service.
Selection Process:
1. Marriott favours recruiting applicants with sufficient skills and recommendations. This step entails checking the candidate's credentials with prior employers or universities.
2. Shortlisted applicants attend a final interview with department heads or executives who make decisions. This method aligns candidates with corporate values and goals.
3. Marriott will employ the successful candidate. Pay, perks, and other terms are in the job offer. Marriott wants an attractive gift to show its appreciation for workers (Belias et al., 2020).
4. The organization recruits new workers in the last step. Employees learn their duties and Marriott's culture and values during onboarding.
Examples of Marriott's Facilitation of Business Unit Development:
1.  Marriott recognizes each hotel unit's talent needs. For culinary certifications and experience, the kitchen staff may favour applications. Customer service skills may be valued for front desk employment. This customized approach assures each business unit can meet its needs.
2. Internal movement programs Marriott promotes internal mobility. They provide programs to assist workers in finding outside or inside careers. HR planning identifies and develops talented workers. This enhances employee loyalty and ensures every corporate unit has qualified internal candidates for crucial positions.
3. Marriott employs and sorts personnel to promote diversity. The hotel brand recognizes a diverse team inspires creativity, fresh ideas, and happy customers. To guarantee business unit diversity, Marriott's HR strategy includes diversity initiatives. Examples include open and targeted hiring (Gohar et al., 2019).
4. They arrange recruitment and ongoing developmental training. Employees can improve their skills and adapt to industry developments. HR planning may indicate front desk staff need hospitality technology training. Certain training programs may be needed.
5. HR planning, recruiting, and selection are completely integrated with Marriott's performance management system. Business units define performance criteria that align with strategic objectives and hire individuals who can satisfy current demands and contribute to long-term success (López-Gamero et al., 2023).
Conclusion
Marriott Worldwide's HRM strategy shows how to prosper in the tough global hotel business. Marriott leads talent management by improving its HRM processes, planning its staff, and recruiting and selecting properly. HR duties include setting goals, developing strategies, implementing programs, and evaluating them to show a dedication to company success and employee pleasure (Morsy and El Demerdash, 2017). Marriott customizes recruitment for each business unit, encourages diversity and inclusion, promotes advancement, and uses performance management to secure employee buy-in. Marriott International shows how comprehensive HRM can support brand success.
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