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The role of Human Resource Management (HRM) has evolved significantly in supporting the strategic development of international brands like Marriott Group. 
As a leading hospitality company, Marriott Group recognizes the importance of aligning HRM practices with its strategic goals. The changing roles of HRM had a meaningful change supporting Marriott's strategic development through effective planning, recruitment, and selection processes.
The strategic planning involves establishing long-term objectives and developing strategies to achieve them. Marriott's HRM has a crucial role in supporting and facilitating this process.
In the past, HRM was often viewed as a support function primarily involved in administrative tasks. Its role in strategic planning was limited, and HR professionals were not considered integral participants in the decision-making process.
In recent years, Marriott's HRM has seen a transformation, with a shift towards a strategic partnership model. HR professionals actively contribute to strategic planning by integrating HR considerations into business decisions. They are involved in executive meetings, where they provide insights on human capital trends, labour market dynamics, and long-term talent management strategies.
To support strategic planning, HRM at Marriott employs data analytics and predictive modelling to forecast future talent needs. This enables the company to identify critical skill gaps and develop recruitment, training, and retention strategies accordingly. Additionally, HR professionals collaborate with other functions like finance, marketing, and operations to develop integrated business plans. This integrated approach ensures coherence between HR strategies and Marriott's overall strategic direction.
Recruitment and selection processes are vital in attracting and retaining talent that aligns with Marriott's strategic goals and company culture. Traditionally, recruitment focused on filling immediate vacancies without considering strategic alignment. The selection process primarily relied on interviews and subjective evaluations, often leading to inconsistent and biased decisions. Marriott's HRM has recognized the importance of effective recruitment and selection in driving the strategic development of the organization. The modern approach to recruitment embraces a proactive strategy, driven by the changing needs of the industry and advancements in technology.
To attract top talent, Marriott adopts a global recruitment strategy, leveraging digital platforms, social media, and partnerships with educational institutions. HR professionals actively engage in university partnerships and career fairs, spreading brand awareness and connecting with potential candidates who share Marriott's values. This strategic recruitment approach contributes to building a talent pipeline, ensuring a continuous supply of qualified candidates for future roles.
Furthermore, Marriott has enhanced the selection process to ensure alignment with strategic goals. HR professionals employ structured interviews, competency-based assessments, and psychometric tests to identify candidates who possess the required skills, competencies, and cultural fit. This objective approach reduces biases and enhances the likelihood of selecting individuals who can contribute to Marriott's strategic objectives.
The changing roles of HRM in supporting Marriott International's strategic development through effective planning, recruitment, and selection have had a significant impact on the organization's success. HRM at Marriott has transformed from an administrative support function to a strategic partner, actively contributing to the strategic planning process. By integrating HR considerations into business decisions, leveraging data analytics, and participating in executive meetings, HR professionals ensure alignment between HR strategies and Marriott's overall strategic direction.
In recruitment, HRM has moved from a reactive hiring approach to a proactive recruitment strategy. By utilizing digital platforms, building relationships with universities, and participating in career fairs, Marriott can attract a diverse pool of talent that aligns with the company's strategic goals. The selection process has also evolved, incorporating structured interviews, competency assessments, and psychometric tests, enabling Marriott to select candidates who possess the skills and competencies required for strategic success.
Overall, the changing roles of HRM in Marriott International demonstrate the crucial role HR professionals play in supporting strategic development. By aligning HRM practices with the organization's strategic goals, Marriott can ensure that its workforce can drive the company's growth, maintaining competitive advantage, and delivering exceptional guest experiences. 
Human Resources (HR) plays a vital role in the success of any organization, especially in the hospitality industry. With the global nature of operations, international hotel brands like Marriott have witnessed significant changes in their HR practices over the years. This essay aims to discuss the evolution of HR in Marriott International, focusing on workforce planning, recruitment, and selection processes.
Workforce planning involves forecasting and strategically aligning the organization's workforce with its business goals. Marriott's approach to workforce planning has evolved significantly to meet the demands of the industry.
In the early days, Marriott's workforce planning relied on reactive measures where staffing needs were addressed as they arose. Traditional methods like manual scheduling and assessments based on intuition were prevalent. However, this approach often led to inadequate staffing levels and ineffective allocation of resources.
In recent years, Marriott has shifted towards a proactive and strategic workforce planning approach. The company recognizes the importance of forecasting future talent requirements and ensuring a talent pipeline. Advanced technologies and data analytics have become crucial in facilitating this shift.
Marriott utilizes workforce management software that collects and analyses data on historical employee turnover, performance, and labour demand. By leveraging these insights, HR can anticipate future staffing needs, identify skill gaps, and implement strategies for talent acquisition and development. This enables Marriott to optimize workforce efficiency, minimize turnover, and align its workforce with changing business priorities.
Marriott has also recognized the value of diversity and inclusion in its workforce planning efforts. With a commitment to fostering an inclusive environment, the company actively seeks to recruit and retain individuals from diverse backgrounds. HR incorporates diversity metrics and goals into workforce plans, ensuring that the hiring process is fair, equitable, and inclusive.
The recruitment process is crucial in attracting and selecting qualified individuals for various roles within Marriott. Over the years, Marriott has adapted its recruitment strategies to keep up with the changing landscape.
In the past, Marriott relied on traditional recruitment methods, such as job advertisements in local newspapers and partnering with local employment agencies. The focus was primarily on hiring candidates from the immediate vicinity of the hotel properties. This approach limited the candidate pool and potentially hindered diversity in the workforce.
In the present era, Marriott has embraced a global recruitment strategy, leveraging digital platforms and technology to attract talent from around the world. The company maintains an active online presence through its career website, social media channels, and job portals. These platforms enable potential candidates to explore job opportunities, learn about Marriott's culture, and submit their applications.
Marriott also uses applicant tracking systems (ATS) to streamline the recruitment process. ATS facilitates automated screening of applications, making the initial selection process efficient and effective. This allows HR professionals to focus on building relationships with potential candidates, delivering a positive candidate experience, and establishing the employer brand.
Moreover, Marriott has expanded its recruitment practices beyond traditional channels and actively engages in university partnerships, career fairs, and talent acquisition events worldwide. This enables the company to access top talent from diverse backgrounds and attract individuals who are passionate about the hospitality industry.
The selection process determines the suitability of candidates for specific roles within Marriott. With the evolving landscape, Marriott has incorporated various selection tools and techniques to make informed decisions.
In the past, Marriott's selection process relied heavily on face-to-face interviews, reference checks, and background screenings. These methods often focused on subjective judgments and personal biases, which could lead to inconsistencies and potential barriers to diversity.
In line with contemporary HR practices, Marriott has adopted a more structured and objective selection process. This involves a combination of traditional and modern assessment methods.
Structured interviews are now the norm at Marriott, ensuring consistency and fairness in candidate evaluations. Interviewers follow a standardized set of questions designed to assess competencies, experience, and cultural fit. These interviews often involve HR professionals as well as operational managers to ensure a comprehensive evaluation.
Psychometric assessments are also utilized by Marriott. These assessments measure candidates' cognitive abilities, personality traits, and other relevant skills, providing additional insights for decision-making. These tools help reduce biases and ensure the selection process is based on objective data.
Furthermore, Marriott has incorporated assessment centres into its selection process for certain roles. These centres simulate work scenarios, allowing candidates to highlight their skills and capabilities. Marriott assessors observe candidates' performance and evaluate their potential fit within the organization.
The human resources function in Marriott International has undergone significant evolution in its workforce planning, recruitment, and selection processes. The company has transitioned from reactive to proactive workforce planning, utilizing advanced technologies and data analytics to forecast talent needs and align its workforce with strategic goals. Recruitment practices have shifted from local to global strategies, leveraging digital platforms and technology to attract and engage a diverse pool of candidates. The selection process has become more structured and objective, incorporating standardized interviews, psychometric assessments, and assessment centres. Through these evolutionary changes, Marriott International remains at the forefront of the hospitality industry, ensuring it attracts, selects, and retains the best talent to deliver exceptional guest experiences and drive organizational success.
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