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Introduction
Marriott Hotels & Resorts is one of the reputed international chains of the UK hospitality sector that is running its operations in more than 85 states globally. The Marriott hotels & Resorts is in the business of managing hotel franchises and owns several well-valued hotel brands. Forbes states that it is owned by J. Willard Marriott's son and that Marriott is ranked as the third-largest global leader in the hotel industry (Chen, 2017). As part of its new corporate strategy, Marriott is focusing on expanding through franchisees. This hotel group operates as the world's leading hospitality company, serving as a model of efficiency, excellence, and originality. Marriott has been able to stand out amongst the saturated hospitality industry merely because of its competent management and robust corporate initiatives. The company's mission is to provide excellent customer service through genuine hospitality. The luxurious hotel has combined a revered history with a forward-thinking ethos in its inventive architecture. Marriott's organisational values are exemplified singularly, and the hotel's distinct value is attributed to each letter that forms the name of the esteemed brand in the hospitality industry. Marriott's mission statement places a strong emphasis on two distinct aspects of the company: having a large and beneficial impact and providing exceptional service to guests (Mazen Alomari, 2017). Its mission is to be the most welcoming company in the world by providing the highest standard of hospitality to every one of its guests. This report demonstrates the improvement of human resource priority areas of Marriott, UK that is significant to the strategic function of that organisation. 
Effective human resource management is one of the key features of a successful business organisation (Armstrong, 2020; Henderson, 2017). Personal freedom and adaptability are important tenets of the Marriott corporate culture (Khalimova, 2020). From a business perspective, Marriott's actions affect the actions of its stakeholders, while the actions of its stakeholders have a substantial impact on Marriott (Madar, 2017). Each contributes to the other's success and the achievement of their shared corporate goal. In part, because of the significant improvements, it has made to the outside world and because of its commitment to social responsibility, the brand enjoys a strong reputation in the marketplace. However, it serves as a crucial metric in day-to-day activities (Nyangwe, 2018). For this to work, it needs to include guidelines for making supervisors aware of the approach they are using to make decisions. The mission also includes the three pillars of providing meaningful work for team members, adding value for stakeholders, and making a good difference in local communities. The mission statement highlights the company's other salient characteristics (Friedman, 2019). There is a lack of conviction expressed in the statement concerning the company's HR plan, corporate culture, or operational processes.

[bookmark: _Toc120893851]Strengths
Marriott's strategy emphasizes intangible benefits, or "non-economic returns," and views everything as in a constant state of change. This method is flexible since it takes into account both the company's and its employees' needs. An employee works hard to please the employer, and the employer recognises the employee as a business partner deserving of appropriate pay and job satisfaction. At Marriott, workers are rewarded for their efforts when they achieve the goals set by their company. Employers expect loyalty from workers, and workers expect advancement opportunities (Stewart, 2013; Gold, 2017). Marriott International is committed to fostering positive relationships with its workforce. Employee relation is a broad phrase used frequently in the HR departments of corporations since it encompasses all matters pertaining to the interaction between the personnel and the employer. Relations with employees can revolve around a wide range of domains, including compensation, disciplinary actions, and more. However, industrial relations have a narrow focus on labour unions. Employer-employee relationships are contractual in nature.



[bookmark: _Toc120893852]Weaknesses
Organisations frequently claim in their annual reports and other official statements that their management and employees are their most valuable resources. However, in Marriott, many actions and decisions taken reveal that HR functions are not given a high priority. Human resources parameters, such as training and development plans, salary budgets, and staffing levels, are not scrutinized first to cut costs. 50 percent of Marriott's expenditures of the HR department have been associated with the recruitment process, performance management and training. Only 20 percent of human resource expenses are related to the strategic direction and strategic planning of the organisation (Offermann, 2013). So, HR practices have not played an active role in the strategic planning of Marriott. In the hospitality industry of the UK, the human resource does not hold a positive image and is considered merely as an administrative-support unit that plays a reactionary and subservient part in process of strategic planning.  

[bookmark: _Toc120893853]2 priority areas of Marriott’s HR
[bookmark: _Toc120893854]Training and development
Like any other member of staff, Marriott International recognises that a professional employee's skill set is finite and must be constantly updated to keep up with shifting market demands and advances in technology. HR professionals should guarantee they provide their employees with the abilities necessary to respond to future growth expectations only by regularly updating these skills through well-developed programs (Fernandes, 2022). Human resource management at Marriott should understand the need of keeping workers inspired and motivated to maximize output.
An accurate evaluation of the worker is necessary so that HR should pinpoint their weak spots. Those who have met or exceeded management's standards should be compensated fairly. The HR function of Marriott UK, for instance, should recognize that the calibre of its deployed workforce is a key factor in the company's ability to retain competitiveness and efficiency in the modern hospitality business. The human resources team at Marriott should make sure they are well-versed in salesperson skills and how to best put them to use for the organisation.
It should be standard procedure for Marriott to hold a two-day seminar for the hotel's Leadership Team 30 days before the grand inauguration of a new Marriott property (Marriott, 2005). This program should be designed only for Managing Directors and Assistant Managers of Courtyard by Marriott hotels throughout the world. It is meant to help hotels learn how to position themselves concerning the brand, provide consistent products and services, set reasonable prices, run efficient kitchens, and serve tasty meals, all while meeting specified business objectives. Co-facilitation approaches, experiential learning stages, measurement, and a deeper appreciation for different learning styles should be the focus of this program and its accompanying certification procedure (Wernick, 2012). Within the employee development and training initiative, the HR of Marriott should focus on embedding strategic planning initiatives in the new hire orientation program. In this way, newly recruited staff will get familiar with Marriott’s strategic plans and acquire the skills required for effective performance (Spechler, 2017). This will help to introduce personnel to the brand and culture of Marriott. Further, the HR of Marriott should provide 20 minutes of international training to all employees each day. The training will address the important areas of skill and knowledge including room operations, guest visits, and culinary that are crucial to perform tasks effectively.    

[bookmark: _Toc120893855]Change Management
As the employees of Marriott UK are reluctant to change within the organisation, hence, HR should introduce and implement the change management model on priority to bring all the employees on the same page.  All the top organisations are keen to implement effective changes in their human resource department (Leatherbarrow, 2014). Since the introduction of these models is predicated on the assumption that most businesses would eventually fail as a result of technological and procedural advancements, its major purpose is to prevent such failures. As a result, to thrive in today's challenging hospitality industry, Marriott should learn to adapt to such challenges. These models can help the human resource of an organisation to make better-informed decisions concerning strategic planning, leading to greater productivity and the competitive edge the company seeks ( Beardwell, 2014). System thinking, learning in teams, creating a common understanding, and conceptual modelling are all essential components of the change model. These are the guiding principles that Marriott’s HR should propose at the top level to ensure that their organisation handles change well and that employees are motivated to contribute to the company's success.
Since the focus of these concepts is on the group rather than on the individual, they can also aid in fostering a team-oriented atmosphere throughout the Marriott. More specifically, the system thinking paradigm can be understood as being predicated on the accumulated problems encountered by the system as a whole. Top executives often have to make decisions that run counter to the demands of some employees (Hughes, 2018). Each decision made by management has a direct correlation to the consensus of the group as a whole. The management of an organisation sometimes fails to see the bigger picture of how their decisions will affect the entire organisation because they are too focused on the activities of specific individuals. Stakeholders are better able to consider the thoughts and feelings of every employee in the firm because of the system thinking paradigm, which in turn fosters a culture of cooperation throughout the organisation (Vance, 2015). Due to the interdependence between management's actions and employee perspectives, human resource management can gain employee buy-in for a potential organisational shift. Additionally, management will be able to make decisions that contribute to the success of the business and the attainment of the desired competitive edge in the hospitality industry.
At Marriott, another key feature is the staff appraisal and retention component (Nickson, 2013). This is in addition to the training and development programs as well as the change management programs. In the same way that Marriott has goals and expectations for its employees, the individuals who work for the company and who have their own goals and expectations also have objectives and expectations. It is the responsibility of human resources to develop plans to retain employees. Creating a welcoming environment in one's place of employment is one of these things. The provision of monetary compensation as well as other forms of remuneration is one method of demonstrating gratitude for workers. As a direct consequence of this, Marriott can keep its workers and continue to reap the benefits of their expertise and experience. They work hard to provide their consumers with a product and service that is unmatched in the industry.
Work, whether paid or unpaid, occupies a central place in the lives of the vast majority of people. When employees are happy in their occupations, they are more likely to be loyal to their employers and to believe that the company for which they work is the best in the world. If a person finds their job enjoyable, they are less likely to see it as a burden or a nuisance. The career path that Marriott offers should be mapped out for employees so that they are aware of the various chances that lie ahead for them in the organisation. Workers need to have clear expectations, and the job description plays a significant role in establishing such expectations. The effort that Human Resources puts in to keep employees happy pays dividends in terms of job satisfaction. The area of study that focuses on the management of the interactions that take place between workers and their employers to maintain high levels of morale and output is referred to as "employee relations. Employee relations is the study and practice of preventing and resolving conflicts that arise between workers in the workplace (Edwards, 2006). The psychological contract that an employee has with their employer will be impacted by both internal and external factors. It should be the responsibility of the HR department to set company-wide policies geared to increase the level of satisfaction experienced by employees. Policies might have a favourable or unfavourable effect on negotiated contracts. When policies are straightforward to comprehend and are uniformly enforced, there is a greater likelihood that workers will be pleased with their employment. As a direct consequence of this, the levels of productivity will increase (Boella, 2013). The policies determine the specifics of the monetary and non-monetary benefits that employees are entitled to receive. The acts of a company and the management strategies it use, mould the culture of the organisation, and in turn, the culture of the company moulds how the public perceives the company.

[bookmark: _Toc120893856]Evaluation Criteria
The human resource management of Marriott should use the STAR technique to measure the effectiveness of the implementation of two key priority areas within the organisation including training and development and change management. As it offers a comprehensive, objective organisational study grounded in analytical ideas and concepts, the STAR approach is a useful and distinctive instrument for addressing Marriott hotels' potential and issues. Using the STAR strategy, the HR of Marriott hotel can pinpoint the areas in which its employees could benefit from additional training to strengthen the company's overall intellectual skills infrastructure and strategic planning. Human resource development at Marriott Chains, which includes both on-the-job and off-the-job training, must be designed to improve the efficiency of the company by giving employees the tools they need to do their jobs better. The STAR technique will help human resources to identify whether each worker has received instructional knowledge and training tailored to their specific tasks. Additionally, essential measurement is continuously done as determined by the model to evaluate the efficacy and consequences of training. Learning and development in this context refer to a methodical approach to bettering a manager's and his team's talents. As an additional metric, the organisation can calculate the ROI of its training programs using the financial advantages realized under the STAR methodology over a certain time frame.


[bookmark: _Toc120893857]Conclusion
It is strongly suggested that Marriott, UK's HR management update the training and development as well as the change management areas that are now on priority for optimal employee performance. By putting their attention on these two fundamental facets, the HR management team can make certain that the objectives of the staff are aligned with the strategic direction and planning of the firm. The value of human resource activities is determined, per the resource-based perspective, by whether those activities boost the performance of the organisation. For the HRM procedures of an organisation to be regarded as unique in the hospitality industry, they need to be difficult for the organisation's competitors to imitate. When viewed through this lens, HRM emerges as a potential competitive advantage. However, an organisation like Marriott needs to have a well-structured and controlled system in place so that its people, resources, and competences can complement one another and be used together.
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