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Human Resources Management (HRM) is the backbone of the strategic development of international hotel brands (Greer, 2021), and Marriott Hotels & Resorts is no exception. Marriott Hotels & Resorts is a renowned international hotel brand that is a part of the Marriott International group, and it has a collection of the best luxury hotels in the world. Set up in 1957, Marriott Hotels & Resorts has been associated with high-class accommodation and exceptional service, thus, the target clientele is the business employees and the leisure travellers (marriott.com, 2024). Through the implementation of new ideas, sustainability and guest satisfaction, Marriott Hotels & Resorts is still proving to be a leading company in the global hospitality industry. 
In the beginning, HRM was mainly concentrated on just routine administrative tasks like payroll management and employee relations. However, with the businesses becoming more global and increasing in complexity, HRM turned into a strategic function that combines HR practices with organizational goals (Liu et al., 2021). This transformation has been the main reason of Marriott's consistent success in a field where the acquisition, development and retention of talent are the most important factors for long-term success. This essay explores the HRM transformation at Marriott and the HR practices were the key factors that led the company to be successful in the hospitality industry market.
The shift in Human Resources Management (HRM) is a major transformation, from a once administrative to a strategic partner in business development. Initially, HRM was more focused on personnel management, which was a major task such as payroll, compliance, and employee relations (Garavan et al. , 2021). The other side is that HRM has changed a lot because of the globalization and technology, which made it an important role that matches the goals of the organization. The main reason in the development of HRM is the change from the administrative tasks to a strategic point of view (Al reahi et al. , 2022). At the beginning, HRM was basically centered on the compliance of labour laws and regulations, payroll processing and employee relation issues. Despite the fact that these tasks are still important, they are no longer the primary area of HRM. Contrary to this, HRM now has a more strategic function in the organizations because it takes into account HR practices and their connection with the organizational goals and objectives (Khassawneh, 2018). This HRM practice has several elements, for example, talent management, organizational development, and workforce planning (Belcourt et al. , 2022). The talent management is the main function of the strategic HRM, since organizations are searching for methods of the acquisition, the installation and the maintenance of top talent (Machado et al. , 2019). This encompasses the understanding of the skills and competencies that are needed for the successful completion of a certain role, and subsequently, the selection and the development of the employees who have those skills and competencies. The management of the development of the organizations is the other key element of the strategic HRM, for the companies to adapt to the changing business environments and to achieve their long-term goals (Rossidis et al. , 2021). Employee management is also the major part of strategic HRM; thus, organizations are always on the lookout for the persons who are well suited for the right jobs at the right time. HR functions play a crucial part in the success of the entire organization at Marriott Hotels & Resorts. The HR functions at Marriott Hotels & Resorts are a part of the strategy which enhances the alignment of the workers with the business goals of the company.  One of the main strategic areas that the HR department of Marriott deals with is talent management. The company undertakes the task of discovering, snatching, nurturing, and keeping the best people who can add to the company's success. Marriott is really into the idea of growing a pipeline of future leaders who will be part of the organization. For instance, the Marriott Voyage program is created to pinpoint high-potential people from the very beginning of their careers and give them the training and development they need to move forward in the company (Douglas et al., 2024). HR at Marriott also is a key factor in the case of employee engagement. Employees who are involved in the work process are more likely to be motivated, productive and loyal to the organization (Otoo and Mishra, 2018). Marriott employs diverse techniques to attract employees, such as keeping in touch with them, presenting them with awards, and providing them with chances to develop their careers. For instance, Marriott's "Spirit to Serve" program appreciates the employees who have done more than necessary to achieve outstanding service to the guests, which creates a good and friendly work atmosphere (Gregersen and Black, 2002). HR at Marriott is also connected with the process of organizational development, which means they are the ones who identify and carry out the tactics to improve the effectiveness and efficiency of the organization. This can be done by strategies like restructuring, process improvement, and culture change. Through the example of Marriott, diversity and inclusion are the HR's priority, and the HR's job is to make these initiatives be carried out (Belias et al., 2019).
The process of HR planning is the procedure of recognizing the current and future needs of human resources based on organizational goals and objectives and the development of strategies to meet those needs (Wadhwa and Guthrie, 2018). In the case of Marriott Hotels & Resorts, smart HR planning is of extreme importance to make sure that the workforce is in line with the company's strategic direction. Marriott applies the techniques of foresight to forecast future labour requirements that are associated with business growth and market trends. On the other hand, if Marriott intends to widen its coverage in a specific area, it will predict the number of personnel that will be needed to cater to the new properties. Marriott can predict the labour demand and supply to determine the staffing needs and make arrangements for it. This prevents Marriott from having either staffing shortages or surpluses, which in turn, will always be affecting the quality of the guest service (Nassar, 2018). Marriott's HR department works with other departments to formulate strategic goals and devise methods for their accomplishment. For instance, if Marriott's objective is to enhance guest satisfaction scores, HR may come up with a training program for the frontline staff to boost their customer service skills. This stage is about the KPIs that have to do with HR, like the employee turnover rates, the number of hours of training per employee, and the employee engagement scores (Otoo, 2019). Thus, through the integration of HR policies with the KPIs, Marriott ensures that its HR activities are leading to the fulfilment of its overall objectives. The Marriott enforces HR programs and initiatives to attain its strategic objectives. Such a case is, that Marriott can use a performance management system to make sure that the employees are meeting the performance expectations. Programs of this nature are constantly assessed to ascertain whether they are successful in achieving the business goals (Gohar et al., 2019). Marriott can use data like employee engagement scores, turnover rates and training effectiveness to measure the outcomes of its HR programs. For example, Marriott's latest move to the luxury sector through the acquisition of the Ritz-Carlton brand needed strategic HR planning (Lee and Kwag, 2017). Through the project of analyzing the labour demand for luxury hotel staff and the introduction of specialized training programs, Marriott made sure that the workforce was ready to provide the luxury level of service expected in the luxury segment.
The recruitment and selection process are an organized way of reaching out to the applicants, examining and choosing the qualified ones for the vacancy. At Marriott Hotels & Resorts, this process is of great importance for selecting the best-qualified people who can assist the company's business units. Marriott initiates the selection procedure by analyzing the needs of the job objectives in detail. This process also entails the identification of the crucial skills, qualifications, and experiences that are necessary for the position (Jan et al., 2021). Through the detailed scrutiny, Marriott comes up with a recruitment plan that will appeal to the best candidates. This approach could be the gathering of the diverse job boards, social media networks, and employee referrals. The hotel seeks the employees through its guidance system which is the social media, online job portals, and employee referrals. Marriott is one of the leading companies in the hospitality and customer service industry and hence being seen as the top employer. It is a company that draws the people who are interested in the hospitality and customer service sectors (Qadri et al., 2016). Marriott will most likely hire the social media platforms, like LinkedIn, to advertise its holidays and to contact with the possible applicants. Candidates usually pass through a number of panels which consist of experts, for example, interviews, assessments, and background checks (Singh, 2018). Marriott uses to choose the candidates based on their competencies and the fitness for the job. The Marriott's candidate selection process is designed to find people who are not only the skills and experience that are needed but also, it is the people that are a match for the company's values and culture. Marriott might employ competency-based interviews to evaluate the candidates' ability to showcase key competencies such as leadership, teamwork, and customer orientation. Thus, it helps Marriott to figure out those candidates who are the most suitable for the job and the company. After the candidate is chosen, Marriott gives a job offer and also sets up a well-orchestrated onboarding system to assimilate the new employees into the organization (Belcourt et al., 2022). The Marriott's onboarding process is thus set up to guarantee that new employees are given opportunities to make a successful start and immediately become a part of the team. Marriott's program of onboarding may be incorporated with the orientation sessions, training programs, and mentoring opportunities. Through this, the new employees can get to know Marriott's culture and values and will also feel supported as they are going to take their new jobs.
Marriott's HRM practices have been very smartly designed to fit the market well, therefore, the company is a very big success as well as its growth in the busy hotel industry. Through the process of matching its workforce with its business goals, Marriott gets the best people in the company which in turn, can achieve innovation, customer satisfaction and financial performance (Rossidis et al., 2021). For instance, Marriott's concentration on talent management has enabled it to discover and raise future leaders within the company. This has, therefore, provided Marriott with the ability to set up a reliable pool of talent that can push the boundaries of innovation and offer outstanding guest experiences. Through the creation of a workplace environment that fosters the growth and well-being of its employees (Wadhwa and Guthrie, 2018), Marriott has also boosted its employer brand and pulled in the best people to work for the company. Besides, Marriott's HRM practices are very strategic, so they have improved employee engagement and retention. The employees who are engaged are always motivated, and productive and they also are committed to the organization. Through the establishment of a motivating and interesting atmosphere in the workplace, Marriot has been able to keep its best employees and boost the company's performance. Thus, Marriott's HRM practices are the main factor for its success and expansion in the hotel industry. Through the adjustment of its workforce, the investment in employee training and welfare, and the creation of a good workplace, Marriott has demonstrated how it can be used to innovation, customer satisfaction, and financial success.
The growth of Human Resources Management (HRM) has been the main contributor to the transformation of Marriott Hotels & Resorts towards the sustainable growth and success in the hospitality industry. The transformation from a conventional administrative role to a strategic partner has enabled Marriott to perfectly link its workforce with its business goals, thus, leading to the creation of new ideas, customer satisfaction and an increase in financial performance. By means of workforce planning, Marriott ensures that it has the correct people in the right job to meet and master the present and future business needs. Thus, this is a method that has allowed Marriott to change itself to the needs of the market and keep ahead of the competition in the industry. In addition, Marriott's hiring and selecting methods have enabled the company to get the best people who are in line with its values and culture, thus, the company has been able to provide the best guest experience to its customers. Therefore, the HRM practices of Marriott were the main reason of the company's growth and the success and also the company is a leader in the hospitality industry.
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