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Human Resources Management (HRM) has undergone significant evolution over the years, transforming from a primarily administrative function to a strategic partner in organizational development. This essay delves into the strategic role of HRM in facilitating the growth and development of international hotel brands through workforce planning, recruitment, and selection processes. Focusing on a prominent international hotel brand, we will explore how HRM practices have adapted to the changing business landscape and how they contribute to the strategic goals of the organization.
The HR functions plays a significant role in any organization and there are no exception in case of Marriot Hotel  as well. The strategic role of Human Resources (HR) functions within Marriot Hotel has changed a lot in the recent years. Due to these changes, the traditional HRM can hardly be found in the todays time instead HR is playing a crucial role in the organizational success. This shift can reflect the recognition of the critical link that exists between human capital and strategic business outcomes. In the dynamic environment of business in today’s time, it is very difficult for organizations to do well without the contribution of HRM (Boselie, 2014). One of the primary strategic role that HRM is playing is aligning the human resources with the goal that the organization has set for themselves. Instead of working from a distance, the HR professionals of Marriot Hotel are working closely with the higher management so that they can contribute to achieve a strategic direction of the organization. However, the success of the organization mainly depends on the clear communication and shared understanding of the strategic priorities that exists among them. In the traditional HRM process, the HRM used to stay away, but that has changed as they are working hand on hand with the management in todays time (Rao, 2004). The same scenario can also be seen in case of Marriot Hotel. Not only that, the HRM has become vital for any organization to be able to obtain the talent that they requires within their organization. They are contributing to set the bar for the right candidate as well as set the benefits which an attract the top talents towards an organization (Pilbeam and Corbridge, 2006). The HR professionals are working on identifying high potential existing employees and working on improving them by ensuring their growth and development (Amos et al., 2009). Moreover, strategic role of HR functions of Marriot Hotel are contributing to organizational design and development. As the organization is evolving and growing, they need to be able to shape their organizational structure, process, and system to be able to support the strategic objectives of the organization (Rao, 2007). It can involve various types of tasks that are being performed by the HRM of an organization. Some of these tasks are redesigning job roles, streamlining workflows, implementing new technologies where required, and so on (Barrett and Mayson, 2008). HR function is also working to ensure the employee engagement because the organizations in todays time are working as a team and in a team, engagement is a must. The HRM are contributing to be able to create a positive work environment for their employees so that the employees can engage, stay motivated as well as committed towards their organization (Boxall et al., 2007). These are mainly being done with the help of injecting strong values, effective communication, mutual trust, and so on. 
The HR planning process is very important for Marriot Hotel as it is working as the backbone to be able to align HR initiatives with the strategic objectives of an organization. The first and foremost component of the planning process is forecasting the labour demand and supply within an organization (Bondarouk et al., 2017). The forecasting labour demand involve predicting the need of the human resources in the upcoming days, and HRM works to be able to forecast that as accurately as possible. Forecasting can also be challenging as economic shifts, technological disruptions, etc. can significantly impact the labour demand. The factors that usually comes into play in this case are business growth projections, market trends, technological advancements, and so on (Armstrong and Baron, 2002). The HR professionals usually utilize a number of methods which are being helpful for them to estimate the future demand of various types of skills within an organization. Goal setting and strategic planning of an organization has also been marked as an important component for an organization where the HR comes into play (Paauwe and Farndale, 2017). The strategic planning that are being created by the HR team usually involves workforce planning initiatives such as talent acquisition, succession planning, leadership development, and so on. The HR goral are usually aligned with the broader organizational objectives which are being fruitful for the organizations. Also, the program implementation and evaluation is another crucial factor when it comes to HRM because once the HR strategies are set, these needs to be properly implemented within an organization. To be able to implement these properly within the Marriot Hotel, usually a combination of programs, policies, etc. needs to be designed (Gilmore and Williams, 2012). These designs need to be able to support the organizational goal that they hold. So, the HRM needs to work closely with the management so that the alignment with the organizational goal can be ensured. As part of the programs, recruiting and hiring new talent, training and development opportunities for new as well as existing employees, etc. are usually practiced. Also, the HR team needs to be able to identify if the expected goals are being achieved through their designed program, and to ensure that, the HR team usually implements a number of Key Performance Indicators (KPIs) (Thite, 2018). These KPIs can belong to a number of metrics such as employee turnover rate, time to fill vacancies, employee satisfaction score, and so on.However, over reliance on traditional metrics like employee turover rate or time to fill vacancies may overlook important aspects of HR effectiveness. By utilizing these KPIs, the HRM becomes capable of tracking the progress which does not only help them to evaluate the program, it also provides the opportunity to improve the designed program. 
The Marriot Hotel requires to recruit people in a regular basis, and based on these recruitment, their workforce is formed which represents the Marriot Hotel and provides the necessary service that people expects to obtain from the Marriot Hotel. To be able to get recruited at the Marriott Hotel, there are a number of recruitment stages that a candidate has to go through to be able to get selected. Each of these stages are designed by the HRM of Marriott Hotel which will be helpful for them in the long run. 
The first stage is the recruitment stage where the recruitment process of the Marriott Hotel begins. The HRM of the organization works on identifying then gap that exists within the Marriott Hotel so that the necessary gaps can be effectively identified (Banfield et al., 2018). The HR professionals at the Marriott Hotel works closely with the hiring managers of the organization to be able to understand specific job requirements in details and develop targeted recruitment strategies. They utilize a number of channels to spread their job advert so that the job advert can reach as much people as possible (Banfield et al., 2018). Usually they utilize job boards, social media, career fairs, etc. steps which helps them to achieve their goals. The candidates are asked to submit their CV through applicant tracking system (ATS)which can be helpful for the qualified candidates to be able to invite the participants for the selection process (Schuler and Jackson, 2008). The candidates usually have to go through a complex process that consist of phone interviews, video conferences, assessments tests, etc. By doing so, they can ensure transparency and professionalism so that the candidates that joined the interview can leave their organization with a good experience. Once the recruitment process is completed, the selection process comes into play which is an equally important step (Ivancevich and Konopaske, 2013). During the selection process, usually the Marriott Hotel works on identifying the best candidates that they require based on the skills that the employee possess (Loosemore et al., 2003). Not only that, value is given to the candidate who can fit with the culture of the organization. Hiring manager as well as HR professionals work together to ne able to evaluate the candidate from these various perspectives so that the best candidate can be found (Ivancevich and Konopaske, 2013). The candidate who pass this stage are usually called for panel interview where various types of ability is tested again such as problem solving, collaborate, etc. As there are a multiple types of tests, it helps to identify the skills and qualifications of the employees from various perspectives. As a result of that, the Marriott Hotel is being able to enjoy a number of benefits when it comes to recruitment of employees. There are a number of other methods such as utilizing IQ test and so on which can also be helpful for them which they can consider for the upcoming days.
Marriott's recruitment and selection process plays a pivotal role in facilitating the development of its business units by ensuring that they have the right talent in place to deliver exceptional guest experiences and drive operational performance. For example, when Marriott opens a new hotel or expands its portfolio, HR professionals play a critical role in recruiting and onboarding staff. To ease the process for the new candidate, they usually work on providing support for their launch and ongoing operations (Armstrong and Taylor, 2020). By identifying top talent with relevant experience and cultural alignment, Marriott ensures a smooth transition and sets the stage for success from the outset. Marriott invests in leadership development programs to cultivate future leaders within its organization. The Marriot Hotel identifies the value of leadership and based on their strategy, the value of leadership can not be neglected (Armstrong and Taylor, 2020). Through targeted recruitment and selection initiatives, such as the Marriott Voyage global leadership development program, Marriott identifies high-potential employees and provides them with opportunities for growth, mentorship, and career advancement (Torrington et al., 2020). Not only hiring high potential employees, but also Marriot Hotel values trains their employees on a continuous basis so that they can obtain the values that they are demanding from their employees. By developing a pipeline of talent, Marriott strengthens its leadership bench and drives business unit development so that they do not have to rely on external talents for their operations (Cooke, 2004). Marriott places a strong emphasis on cultural fit and values alignment throughout the recruitment and selection process. Marriot Hotel considers that the employees need to be able to fit with their culture so that the way of work of the employees as well as their engagement with the customers or their colleagues matches as expected by the Marriot Hotel (Widarni and Bawono, 2020). By hiring individuals who embody Marriott's core values of integrity, excellence, and teamwork, Marriott fosters a cohesive and high-performing organizational culture that supports business unit development and drives employee engagement and retention.
The evolution of HRM has transformed it into a strategic partner in organizational development, particularly in the international hotel industry. By aligning HRM practices with business objectives, organizations are getting a number of benefits which are being helpful for them to be able to drive growth, innovation, and customer satisfaction. Through strategic workforce planning, recruitment, and selection processes, international hotel brands can ensure that they have the right talent in place to succeed in an increasingly dynamic and competitive marketplace. As demonstrated by Marriott International, strategic HRM functions play a vital role in driving business growth and success within the hotel industry.
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