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Introduction and Background 
This essay is constructed to demonstrate how workforce planning, recruiting, and selection along with the growth of HRM, support the strategic development of an international hotel brand. The chosen hotel for this essay is Marriot International. The strategic role of HR functions is covered, which includes goal-setting, program execution, assessment, and labor demand and supply predictions. Along with discussing the steps of recruiting and the selection process, the essay offers conditions of how HR strategy, recruitment, and selection, together with Marriot International promote the growth of a business segment. Willard Marriot and his wife Alice launched Marriott International in 1927. In Washington, D.C., the two originally started a small beer establishment that was able to accommodate nine customers. The company was incorporated as a public corporation in 1953 (Marriot International, 2023). Its wide range of products was the foundation of its competitiveness in the worldwide market. In Arlington, Virginia, the Twin Bridges Marriott became the company's first hotel. After becoming public on the stock market in 1998, Marriott International turned its attention to serving both leisure and business travelers with lodging (Marriot International, 2023).  Marriott International is constantly extending its business space.The ompany's two founders, Marriott and Alice, remained at the forefront of its administration. 
Discussion 
A business cannot operate without its human capital and physical resources; without them, economic transactions cannot take place. A company's most important asset is its human capital (Hughes, 2018). An organization's competitiveness is based on its capacity to hire, train, and manage its people resources. The human resources department, with the assistance of both top and line management, is in charge of creating a successful team. The process begins with HR planning and continues via employee assessments, rewards, and incentives, culminating in the termination of an employment agreement. Employment practices, contracts, and working conditions vary throughout enterprises, notwithstanding some traits shared by sector players. In the labor-intensive hotel sector, human resource management is critical to success (Qadri et al., 2016). Marriott International is a globally operating hotel company that is growing quickly. The company's success may be attributed in great part to its robust human resources department. Marriott International's human resources department focuses on the interactions between workers and their employers as well as the work environment. The company strives to foster "The Spirit to Serve" in all of its HR staff members as part of its human resources strategy. The hotel industry is highly dependent on its human resources department to provide excellent service, and its well-managed employees make an effort to function as a cohesive team (Friedman, 2019). The human resources department of a firm is responsible for employee welfare. The department is responsible for personnel planning, deployment, recruiting, training, retention, and termination.
Strategic human resource management, sometimes known as "people strategy," aims to help an organization achieve its long-term goals by creating a solid framework for employing, managing, and training employees (Gehrels and Suleri, 2016). It is advantageous to ensure that the various aspects of people management work together to impact behavior and the environment to achieve performance objectives. When developing a strategic plan, line managers and Marriott Hotel workers must consider a variety of factors. In addition to monitoring production processes, line managers establish organizational culture, implement business rules, and cultivate leadership ideals. The Marriott International Hotel makes every effort to satisfy the growing demands of its guest .  The end-of-line manager is in charge of managing the organization's constantly changing needs. Changing senior management's leadership style is a crucial part of HRM (Paauwe and Boon, 2018). Senior management job rotation is the primary emphasis of the Marriott International Hotel's human resources department. It would have several disadvantages, including giving line managers the ability to avoid coming up with plans that harm a brand's reputation and ignoring complex business procedures (Chen and Tabari, 2017). However, the HR manager is worried about their staff since they are thought to be the most vital component of the company. Employees find it challenging to satisfy the needs and requirements of their customers. In Addition, their success is mostly due to their talent, commitment, and communication abilities. To promote collaboration, the HR manager of the Marriot Hotel came up with several implications. The ramifications include raising pay, rewarding top performers with incentives and awards, and guaranteeing job stability (Nyangwe and Buhalis, 2018). Likewise, employee repercussions are determined by how well they perform both individually and as a team, as well as by how much they contribute to the company's goal-achieving efforts. The requirement to make strategic decisions in a range of situations is another aspect of HRM.
Marriott Hotel is included in the hospitality business and is known widely for its adverse and remarkable hospitality services. According to Eschenbrenner et al, (2023), it is widely known that the hospitality business mainly depends on human resources. As in this business, there are more customer-employee touch points, and every touch point is essential for the successful business to remain consistent or grow in the scale of success. This requires strategic, or efficient balance in human resource management.  In this document the importance of the HRM was examined in the international hospitality business for that purpose the Marriot Hotel is taken into consideration. Marriott Hotel's successful HRM, results because they used to measure the external factors. Those factors which may have direct or indirect impacts on the Hospitality business, and try to align them according to these. To improve their profit, business plan, and customer locality with the brand. This also allows the Marriott Hotel to develop strategic plans according to all possible future challenges. Which provides them stability during the hardships in the hospitality industry (Torres, 2023). Along with that this hotel also analyzes its internal workforce environment. For more improvement and filling the gaps in their services. This analysis involves the competencies within the employees, reviewing turnover rates, and also understanding the impact of changes in business strategy.
Marriott's strategic planning for HRM includes the establishment of a cross-functional workforce planning committee. Which is constituted of HR professionals, key decision-makers, and also department heads. The basic function of that committee is to supervise, observe, and also evaluate the performance of employees, set smart goals, and make decisions for strategic planning. This committee also works to analyze the future demand for labor. As it does labor forecasts by calculating the present labor performance related to every sector and skill (Bardukova, 2023). It also analyses what skills and resources will be needed to meet the future demand of customer expectations. After analyzing all the above-mentioned factors, the committee builds the smart goals to achieve in the given timeline. These smart goals are based on the evaluated report which highlights the gaps in the required skill set, required number of employees, and also resources. With the help of these strategic planning of the HR, the Marriott Hotel met the expectations of their national to international guests and became an international brand. According to Rice et al., (2023), to accomplish these smart goals within the given timeline without any hinderers and obstacles the Marriott Hotel does strategic planning. These plans include the partnership work of the HR team collaborates and senior leadership, to outline the specific initiatives, and specify the actions that are crucial to active the specific goals. It also includes strategies to gain required skills and talent in the company, employee development, succession planning, and all other adjustments that help the company to bear the stress of the changing market.
After doing all types of strategic planning related to acquiring skills, talent, and employees within the company. These plans are ready to be implemented in different sectors and departments of the company.  These implementation is observed in the form of employee training programs, recruitment drivers, and leadership development initiatives (Kim, and Lee, 2023). This implementation process is extensive and requires the collaboration of HR managers, department heads, and also external partners. This implementation requires proper monitoring and strict supervision. For that purpose, the managers use key performance indicators to analyze the performance of the employee and also measure the progress towards the desired goals. This monitoring process includes regular reviews and track reports conducted related to employee satisfaction, skills development matrices, and also turnover rates (Zhang, 2023).  This cycle continues in a similar way to improve the hospitality service of the Marriott hotel because this hotel became an international brand, with a positive brand image and customer loyalty.
Different firms use different techniques for interviewing and selecting employees, such as aptitude testing and oral interviews. Selection and recruiting are critical processes for businesses that value quality (Marler and Parry, 2016). Marriott International believes that hiring is the first step towards retaining engaged, dedicated workers. However, companies need to prepare to adapt their recruiting and selection processes to the latest technologies, since these advancements need applicants to possess a high level of competence and experience. The panel should be informed during the interview about the candidate's benefits and drawbacks to make a judgment (Rossidis et al., 2021). Marriott International acknowledges the significance of personnel with a limited skill set that requires frequent updates to stay abreast of industry developments and technology breakthroughs. To ensure employee efficiency, the company promotes staff incentives and carries out thoughtful activities. Human resource managers must evaluate and determine the talents of new workers to maintain high productivity in the hospitality industry (Khalimova, 2020). However, effective salespeople need to receive training, and managers of sales teams should set up policies that support their zeal and optimism. Marriott International makes an effort to keep employees by offering a welcoming workplace and competitive pay (Joy and Assistant, 2017). Employers should provide their staff members with a clear career path so they are inspired to learn about the chances their company offers. For employees to see their jobs as duties rather than punishments, they must be happy in their jobs. In Addition, to encourage employees and produce high-quality work, employers and employees must establish a healthy working relationship. This flexible and changing method prioritizes socio-emotional (non-economic) incentives while considering the interests of parties, employers, and workers (Marinakou and Giousmpasoglou, 2019). Marriott International adopts a flexible approach, considering the interests of all parties involved and valuing socio-emotional (non-economic) benefits over financial gains. However, employee interactions can bring up a variety of topics, including salary, contract negotiations, labor relations, and disciplinary action (Gohar et al., 2019). HR regulation may alter psychological contracts with employees, which may affect the non-financial and financial benefits supplied by enterprises. The management style and activities of an organization form its culture and influence how the firm sees its employees. Moreover, an organization's capacity to engage its workforce determines its level of success. Marriott's HRM frameworks facilitate employee participation in decision-making processes, which enhances employee ownership, engagement, and retention (Saad and Mayouf, 2018). Increasing employee engagement requires a combination of effective communication techniques, team effectiveness training, problem-solving strategies, and recognition programs (Shane et al., 2020). However, Marriott's performance management system emphasizes the achievement of good results that are assessed according to their impact, which promotes a feeling of community and accountability (Rossidis et al., 2021). However, the use of strategic human resource management may significantly enhance an organization's overall performance.
Evaluation and Conclusion 
Marriott International has a corporate and business culture that prioritizes people, offering a strong balance sheet, sound management, and industry leadership. The company focuses on providing the best working environment and hotel stay for employees and customers. The Assistant Manager works with the Training Manager, HR, and other department managers to address employee and organizational development needs. They conduct needs assessments to incorporate into Marriott's training programs, ensuring personnel are appropriately trained and assessing and forecasting appropriate training to keep its personnel up-to-date.
Marriott International's success in the hotel industry has been attributed to its strong human resources department, which includes a specialized HRM team that examines all aspects of the organization's human capital. The human resources management is responsible for ensuring an appropriate workforce at all times. Hiring, organizing, allocating, training, retaining, and rejecting employees are among its tasks. Marriott HRD is in charge of ensuring that the hotel industry's diverse demands are efficiently met. For this reason, both senior and line managers support the HRM in managing human resources more effectively.
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