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[bookmark: _xf948t15jnss][bookmark: _Toc165821211]Introduction
The evolution of HRM has a significant impact on how worldwide hotel companies strategically expand in the ever-changing industry of hospitality. Hotel businesses like Marriott International understand how crucial HRM is to achieving organizational success as the sector continues to be redefined by factors like globalization, technology improvements, and shifting customer tastes (Sukiam and Likitsarun, 2021). Prior to the Covid-19 pandemic, the hotel and lodging sector was a vital component of vacationing, bringing in across $550 billion each year and contributing a minimum of 27% of the worldwide tourism sector's global GDP (Virdanty et al. 2023). Notable companies in this sector include Hilton Hotels, Hyatt hotels, Accor, Couples Resorts are the major competitors of Marriott International (Virdanty et al. 2023). Marriott International, which is estimated at $58 billion, and lesser, more esteemed travelers who create lasting sanctuary areas (Marriott.com, 2024).  In the larger picture of employee scheduling, recruiting, and hiring, this essay will examine whether HRM's progress supports tactical expansion. It focuses on how such crucial HR responsibilities help multinational hotel companies adapt, create, and prosper in a cutthroat market.
[bookmark: _9e935df3mx0x]Discussion
[bookmark: _23nlgcbm4ww6][bookmark: _Toc165821213]Evolution of HRM suggests that Human Resource Management (HRM) has undergone a significant transition, moving from a commercial towards a strategic endeavor (Virdanty et al. 2023). This can be observed in the hotel sector, where Marriott International is a prime example. HRM was once mainly concerned with managerial responsibilities like payment and personnel (Garavan et al. 2021). But as technology and globalization have progressed, HRM has evolved into an operational position which coordinates human resources with organizational objectives (Bokareva and Yudina, 2020). Renowned worldwide hotel chain Marriott International has stood in the very beginning of implementing this change. It has acknowledged the role that HRM plays in promoting both customer happiness and company performance [Refer to figure 1].
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Figure 1: HRM enhances customer satisfaction
(Source: Varelas and Apostolopoulos, 2020)
In order to improve the customer experience and keep an upper hand in competition, Marriott places a strategic emphasis on people acquisition, development, and retention through its HRM practices (Veleva, 2021). In view of Internationalbrandequity.com (2024), Marriott International's human resources management plan places a strong focus on developing and educating staff members, which constitutes one of its main features. Marriott makes large investments in educational efforts to provide staff members the know-how and abilities needed to provide great customer service (Tanveer et al. 2024). This dedication to staff education promotes dedication as well as engagement among staff members in addition to improving the level of service (Veleva, 2021). In addition, Marriott has taken the initiative to use technologies to improve productivity or simplify HR procedures (Garavan et al. 2021). Marriott uses state-of-the-art HR technology, such as online educational materials and automation recruiting tools, to draw in the finest workers, increase business efficiency, and offer a customized working atmosphere (Rossidis et al. 2020).
[bookmark: _f0ezlmpr3maf][bookmark: _Toc165821214]Strategic role of HR functions includes targeted connections and working relationships that reach across its limits as an organization based on the Marriott International's human resource management plan (Garavan et al. 2021). Marriott guarantees a pool of qualified personnel and keeps up with the latest developments and guidelines in human resources management by collaborating alongside educational organizations and trade groups (Veleva, 2021). 
[bookmark: _rbeowr3b17y0][bookmark: _Toc165821215]Strategic HR planning process suggests integration of organizational targets and objectives alongside employee skills is an extensive procedure known as strategic planning for HR (Garavan et al. 2021). Marriott International has a strong strategic human resources framework in place to make confident that their workers are placed competitively to promote the development and achievement of the business. According to Internationalbrandequity.com (2024), Marriott International plans its staff in order to ascertain its present and future requirements, taking into account its organizational plan. This entails estimating the need for different positions, spotting skill shortages, and coming up with solutions (Khalimova, 2021) [Refer to figure 2]. 
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Figure 2: Training and development process
(Source: Mahmoud et al. 2021)
For example, in the event that Marriott decides to incorporate cutting-edge technologies into the business, HR will evaluate the level of technical competency among its present employees and put in place upskilling initiatives for staff members (Tanveer et al. 2024).
In order to keep an edge in the hospitality business, Marriott puts a high priority on talent sourcing and keeping (Mahmoud et al. 2021). HR uses creative recruiting techniques, including a variety of ways to hire and its image as a company, to draw in top talent from across the world. In order to promote commitment and lower rate of turnover, Marriott also makes investments in professional development and growth possibilities for its staff (Virdanty et al. 2023). According to Marriott.com (2024), before implementing any HR tactics, Marriott thoroughly examines all inside and outside issues. This covers developments in technology, economic situations, market dynamics, and regulations. Marriott is able to prepare a staffing strategy ahead of time and predict foreseeable HR demands by keeping up with industry developments and difficulties (Bokareva and Yudina, 2020). In order to match individual achievements with corporate objectives, Marriott International uses performance oversight methods (Virdanty et al. 2023).
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Figure 3: Performance management
(Source: Varelas and Apostolopoulos, 2020)
Frequent monthly assessments, brainstorming sessions and input meetings are how HR makes sure staff members know their part in accomplishing Marriott's goals [Refer to figure 3]. Poor performers receive assistance and chances for growth, whereas those who succeed receive acknowledgment and rewards (Garavan et al. 2021). HRMs of Marriott International use primary metrics and feedback processes to regularly assess the efficacy of its human resources strategies and plans. HR makes any necessary modifications pursuant to this review to guarantee congruence with changing market circumstances and company demands (Bokareva and Yudina, 2020).
[bookmark: _x8p77ar6px61][bookmark: _Toc165821216]Forecasting labor demand and supply suggests, Marriott International carries out in-depth market research to comprehend demand patterns across various geographical areas. This entails examining elements including business projections, economic figures, and travel patterns (Manoharan, et al. 2021). Marriott International is able to forecast changes in consumer appetite for its amenities and modify its workforce needs by keeping abreast of market conditions (Hassanein and Özgit, 2022). Marriott forecasts future labor needs by utilizing previous data about utilization rates, seasonality variances, including past results (Manoharan, et al. 2021). Marriott can see recurring tendencies and more precisely plan workforce numbers by looking at recent trends. Marriott International has the ability to modify its workforce levels in response to high semesters at specific sites, for example, in order to accommodate heightened interest (Khalimova, 2021). Marriott improves labor demand estimation via the use of cutting-edge technology as well as analytics techniques. Marriott is able to obtain current information on client tastes and staff effectiveness by using data collected through its reservation’s infrastructure, staff planning tools, and client feedback channels. Marriott International has the capacity to make better judgements about workforce numbers and allocate resources because it employs this driven by data strategy (Douglas et al. 2024).
[bookmark: _abb27ghytct7][bookmark: _Toc165821217]According to Goal setting and strategic planning, Marriott.com (2024) suggests, they establishes quantifiable objectives that are in line with its vision to deliver outstanding experiences for guests, increase earnings, and keep its position as the industry leader. In light of in-depth market research, consumer input, and internal effectiveness indicators, these objectives have been set (Manoharan, et al. 2021). For instance, Marriott might try to raise happiness levels, broaden its worldwide reach, or hit earnings goals for particular markets or hotel chains (Bokareva and Yudina, 2020).
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Figure 4: Strategic goal setting
(Source:Aladag et al. 2020)
Here, planning for strategy entails converting these objectives into doable projects that direct decision-making across the board (Bokareva and Yudina, 2020). This entails determining important targets, distributing money wisely, and setting plans into action in order to get the intended results (Aladag et al. 2020). For example, in order to draw in consumers, Marriott International may create objectives that involve investing in technological improvements, improve employee educational programs, or start fresh promotion efforts (Hassanein and Özgit, 2022).
[bookmark: _m0iu3jp7488p][bookmark: _Toc165821218]According to program implementation and evaluation process, during the program implementation process, Marriott carefully prepares and carries out program modifications throughout its extensive worldwide collection of lodging properties. Marriott makes guarantees that every execution, either it's a novel client reward program, commitments to the environment, or staff-training programs, is standardized, regular, and in line with the company's overarching strategic goals. Marriott's deployment approach includes instruction, engagement with stakeholders, and clear messaging to make sure all staff members know what they must do in carrying out the program successfully (Internationalbrandequity.com, 2024). For the evaluation process, Marriott International prioritizes assessing the success of its initiatives in order to gauge their influence and pinpoint areas in need of development. In order to evaluate program results, this entails gathering and evaluating data, getting input from participants, and carrying out performance evaluations (Anser et al. 2020). For instance, in order to assess the effectiveness of its initiatives, Marriott looks at its fiscal health indications, staff-engagement measurements, and client happiness ratings (Rossidis et al. 2021). Marriott takes data-driven action to grow, modify, and revise its programs as necessary to meet goals and improve performance as a whole.
[bookmark: _su5unismfl47][bookmark: _Toc165821219]Recruitment stages and selection process states that, Marriott starts by defining the needs, duties, and credentials for every position through a comprehensive analysis of the job. This entails determining the essential skills, expertise, and experience needed to succeed in the position (Sukiam and Likitsarun, 2021). Marriott creates job qualifications and descriptions according to this data to direct the hiring process. Marriott International sources applicants using a range of methods, such as social networking sites, employment fairs, job sites, and staff suggestions (Rossidis et al. 2021). In addition, applicants can research job openings and upload candidatures on Marriott's specialized careers page. Marriott International makes sure it is connected to a broad group of applicants by using conventional as well as online recruiting methods and throwing a wide net. Upon receiving job applications, recruiting staff at Marriott performs preliminary screens to evaluate the suitability and abilities of individuals for the position (Sukiam and Likitsarun, 2021). In order to analyze applicant's skills and competences, this may entail going over cover letters, having telephone discussions, or giving online tests. Next, eligible applicants are narrowed down for more evaluation (Anser et al. 2020). The recruiting supervisors and HR specialists at Marriott interview those who were chosen one-on-one. Relying on the candidate's geography and accessibility, these interviews could be done digitally, in-person, or via teleconference services. The purpose of Marriott's round of interviews is to evaluate applicants' technical competence, fit with culture, and conformity to the business's standards of conduct along with principles.
[bookmark: _v32q23e61ysc][bookmark: _Toc165821220]Instances of how Marriott International facilitates development of business units via HR planning, selection process and recruitment include, according to Marriott.com (2024), the hiring and recruitment process at Marriott International includes establishment of strategic HR planning and recruitment process. Through comprehension of the business plan or its implementation into HR efforts, Marriott guarantees all of its employees possess the abilities, know-how, and ambition required to propel productivity and accomplish organizational triumph (Wickham et al. 2020). 
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Figure 5: Impact different factors of HRM planning in Marriott International
(Source: Wickham et al. 2020)
Personnel leadership and growth are greatly aided by Marriott's HR departments (Sukiam and Likitsarun, 2021). Outstanding talent is highly sought after by the organization, in addition, due their competence but in addition with their compatibility with Marriott's standards of conduct. After a worker joins the company, HR supports and develops them via a range of courses and programs designed to further their careers within the company [Refer to figure 5]. In addition, HR at Marriott strategically contributes to the development of an innovative and multicultural environment (Wickham et al. 2020). In order to be sure, the goals are met, Marriott cultivates a culture of responsibility and successful control. Regular evaluations of work performance, communication channels, and bonuses are some of the ways Marriott International encourages its staff to help achieve its corporate objectives (Virdanty et al. 2023).  Marriott uses flexible workforce techniques to efficiently handle changes in the demand for labor (Hassanein and Özgit, 2022). Marriott International, for example, uses a combination of sporadic, part-time, along with permanent staff members to adjust to fluctuating demand conditions (Anser et al. 2020). In order to ensure full resource utilization, Marriott also employs dual-training programs that allow staff to undertake numerous positions dependent on changes in demand.
[bookmark: _8tgcre56bc96][bookmark: _Toc165821221]Conclusion
Based on the above discussion, it can be concluded that Marriott's dedication to success in the hotel business is demonstrated by its tactical method for human resources management, labor projections, target planning, recruiting, program execution, and assessment. Marriott International Guarantees sustainable growth, customer happiness, and efficient operation via hiring top personnel, predicting labor requirements, defining clear targets, integrating HR processes with organizational goals, and regularly assessing programs. Marriott International raises the bar for greatness in the worldwide hospitality business by continuously providing guests with outstanding amenities and fostering a workplace that is fulfilling for workers via an approach of creation, responsibility, and continuous development.
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