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1. [bookmark: _Toc131333340]Introduction 
In the hospitality industry, Marriott Hotel has an exceptional reputation globally for providing high-quality services to customers. Marriott Hotel is prominent in the hospitality industry, with a presence in more than 172 countries and over 6500 properties (Touryalai, 2019). Marriot Hotel utilises excellent talent management strategies and practices. Therefore, Marriot Hotel has highly trained and exceptional staff that provide services to client satisfaction. In the hospitality industry, the success of a business is highly dependent on the people working in the hotel, like the staff; therefore, Marriott Hotel has put a high priority on Human Resource Management (HRM) to manage extraordinary talent acquisition through sourcing, development through training, and retention through incentives with the hotel. Also, HRM policies are taken as the strategic function for the business development of Marriott Hotel. The two HRM priority areas for Marriott Hotel in the context of talent management that are significant for strategic function are recruitment/selection and employee training/development (Mujtaba & Mubarik, 2021).      
2. [bookmark: _Toc131333341]HRM Priority Areas 
In the hospitality industry, the people who work for the hotel have the focal importance of providing required services to the customer and delivering business growth through the development of reputation. The HRM functional areas consist of human resource planning, job analysis and description, recruitment, selection, orientation, training/development, compensation, performance management, and termination (Karatepe et al., 2022). Two HRM priority areas for talent management for Marriott Hotels are Recruitment/selection and employee training/development, which will be discussed and critically evaluated for improvement in this section (Ashton, 2017). These priority areas are important as they are responsible for the retention of the employees with the hotel. The recruitment of employees is an important function of HRM, as the hunting of the correct talent with the skillset is important for the Marriott Hotel to perform. At the same time, the training and development of the employees play a vital role in their retention, as the employees feel more learned and productive towards work after acquiring the required skillset (Shumway, 2021). 
2.1 [bookmark: _Toc131333342]HRM Priority Area-1: Recruitment and Selection 
The recruitment and selection of employees play a vital role in talent management and the success of businesses in the hospitality industry. Besides, there is a shortage of training individuals for the hospitality industry, so businesses are applying their efforts to employee retention (Bonn & Forbringer, 1992). Marriott Hotel has been successful in attracting talented individuals with skills, knowledge, and abilities to provide exceptional services to the customers, which is also the secret of the success of Marriot Hotel. The HRM structure is designed to meet the requirement of highly effective and efficient individuals for the offered job. Marriott hotel induction process includes pre-employment, valuation, various level multiple interviews, and background and reference checks that make it one of the most effective methods for recruitment. Besides, Marriott Hotel has included the effective requirement of diversity and inclusion in the strategies related to the recruitment of employees. As the Marriott hotel has a presence globally and including, diversity plays an important role as a strategy for attracting talent globally. In addition, Marriott Hotel has been collaborating in partnership with various universities to hire exceptional talents to form the universities. Marriot Hotel offers a "Marriott international Voyage program" that helps the staff to grow in abilities and experience from diverse backgrounds (Opportunities for Postgraduates, 2023). The program is launched with the consultation of universities for the hunting of new staff for the Marriott hotel. Also, there is a concept of gamification for the provision of understanding the job responsibilities and services required by the customers in the hospitality industry. So in the recruitment of individuals, gamification can help to understand the applicant the required skills for the job, and the employer can foresee the abilities and skills of the applicant. So the scenario generates a win-win situation for the applicant and the employer (Vardarlier, 2021). Marriott Hotel has been able to make a game that simulates in the game the required responsibilities and duties of a hotel manager to make the potential applicant familiar with the responsibilities and challenges associated with the job in the hospitality industry (Shane, 2020). 
The planning on the basis of recruitment and potential candidates that can fill in the critical placement in Marriott Hotel is essentially required for the business development. Therefore succession planning is important for the Marriott Hotel to always have employees that can provide the best of services. The HRM recruitment can be improved by planning on a succession of employees in case an employee leaves the organisation; it's significant for Marriott Hotel in a competitive environment to maintain a strategic leadership position in the business. The key factors are the identification of employees with skills, development of employees through training, and retention of the key skills employees as a successor for the key post. Also, it is essential to clearly assess the role that an employee has to perform and the related skills the employee has in a portfolio to accomplish it and evaluate an employee while at work (Iftikar et al., 2022). In order to conduct succession planning more effectively, Marriott Hotel can undertake a skill gap analysis for the identification of the availability of people with the skillset required for the job or not. So the recruitment of employees with particular skill sets can be performed by Marriott Hotel. In addition, the current employees with the required skill set can be trained further to replace the main employee in case of need in the key position. Also, employees with leadership and advanced management skills should be preferred that can fill in the role of the other employees in case of need. Therefore, Marriott Hotel can maintain strategic leadership in the hospitality industry by using succession planning in the hotel using the preparation or recruitment of staff for key positions. The main advantages of succession planning are as follows. Firstly, the introduction of succession planning help to save time and cost in finding a replacement for the employee lost from the workforce. Secondly, the replacement of employees is available, so a competitive environment is developed to make the best possible efforts to retain the position at Marriott Hotel. Thirdly, the arrangement of the replacement for the positions hotel helps the smooth transition of employees and effective operation of the hotel functions without any delay or halt in operations. That will help the hotel to maintain its reputation for providing superior services. Lastly, the career development of the employees improves with additional training and skills that help them in future endeavours. However, the Marriott Hotel must inculcate a culture of competitiveness in the workplace to allow the employees to learn more skills in order to work and progress in the organisation (Deshmukh, 2023). 
Hence, Marriott hotel recruitment plans are aligned with the business's strategic functions to hire excellent talent using various provisions like monetary and career incentives for the employees. The inclusion of diversity and inclusion functions have also portrayed a positive picture for an employee that helps in hiring top talent that helps the business to be competitive in the hospitality industry globally (Hughes & Rog, 2008). 
2.1 [bookmark: _Toc131333343]HRM Priority Area-2: Employee Training and Development
The involvement of the employees in the workplace increase with career and skill development, as employees always feel some increment in their skills of an employee (Yam et al., 2018). Therefore, in the hospitality industry, it is essential to make necessary provisions for the growth of skills of employees. One of the effective methods for skill development is through employee training and development (Costen & Salazar, 2011). Marriott Hotel utilises training and development as a strategic function as it provides advantages of employee engagement, career development, and retention with Marriott hotel. Marriott Hotel provides various training programs for employees based on the required skill level. The training methods involved are classroom training, job training, and online training (Lee et al., 2022). Specifically, after the Covid-19 pandemic, the online version of training became more popular with less burden on the company for the cost of the training (Nisar et al., 2022). Also, the Marriott Hotel provides a leadership development program for high achievers to inculcate important skills and generate a competitive environment where every employee tries to become the best in the field of expertise. However formal training is an essential part of the HRM, but coaching and development while doing the job can also help the employee to learn key skills through experience. The coaching from the senior employee while working as an assistant to a junior employee makes the junior employee understand the modulus of Operandi for the particular position in the hotel. One of the most critical aspects is to conduct an annual performance review, where the management can analyse the requirement of the training and development session in the particular area for employee improvement. In comparison, the training and development of the employees play an important role in the retention of the employee, as the employee's own interest is vested with the training program. As well as the Marriott Hotel's strategic function for the retention of employees is fulfilled by providing a training and development program. Also, a culture of learning is developed in the hotel by providing frequent training and development sessions to the employees (Mujtaba et al., 2022). 
One of the methods for the improvement of a training program for employee retention is employee engagement in career development activities. Employee engagement can be generated by developing a work culture in an organisation with a competitive environment. The employees are provided with a good working environment and purposeful work assignments that are achievable and quantifiable. The culture where the management is in support of the employees to produce output. The required training and support should be provided by the management to the employees. In addition, engagement can be inculcated through reward and training of the employees for career growth. Another method is to conduct an employee satisfaction survey to check the response of employees and the relevant training required by the employees to perform their jobs. Also, Marriott Hotel uses the survey data will be useful for making the policies related to the provision of training and facilities to the employees and improving the commitment of employees towards work. The method of engagement of employees helps the employees to become motivated towards work as the employer is making the response of the employees a priority and caring for them (Kravariti et al., 2022). 
Hence, Marriott Hotel uses the training and development program for the retention of key talent in the hotel. Various forms of training programs for different skillset are organised to keep the employees interested in the work and business of Marriott Hotel. 
3. [bookmark: _Toc131333344]Conclusion
In the end, Marriott Hotel HRM provides key priority to talent management while using the recruitment and training of employees as a core strategy for employee retention. The hotel promotes diversity and inclusion for the progress of the globally reputable business. At the same time, employee training and development help to make the skills of employees better with the motive of confirmation of key employee retention. Aligning the strategic function with HRM policies provides a strategic advantage for the Marriott hotel business. In addition, the culture of the organisation plays an important role in business development. Marriott Hotel generates a competitive environment for the employees with supportive training to enhance skills to have tools available for the competition. Marriott Hotel has one of the best manpower for the hospitality industry due to the effective HRM that ensures the manpower with the required skills remains with the organisation. However, certain improvements can further involve the employee, such as the succession policy for the key position and the engagement of the employees towards the workplace. 
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