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Introduction 
The evolution of human resource management facilitated different strategic development of hotel and tourism organizations through workforce planning, recruitment and selection. Human resource management refers to the management of people within the workplace (Armstrong and Taylor, 2020). This essay investigates Marriott International, a popular international hotel brand to investigate the changing roles of HRM in the strategic development of organization through planning, recruitment and selection processes. Marriott International has a strong HRM resource management that plays an important role in HR Planning, recruitment and selection (Friedman, 2019). The essay focuses on investigating specific planning processes including forecasting labour demands, setting a goal, and implementing and evaluating the workforce. It also includes a discussion of the roles of HR in the recruitment stages and the selection process. The essay includes some evidence of the company to make constructive arguments regarding roles. In the initial stage, the essay includes a discussion on the evolution of HRM, a discussion on the strategic roles of HR functions and an investigation of the roles in different planning processes. 
The Evolution of HRM
Human Resource Management evolved within a process of transformation. In the early days, the HRM was focused on personnel management with an administrative focus (Chukwunonso, 2017). In the early days, HRM faced the industrial revolution which introduced scientific management to maximize the performance of labourers in industries. Management also faces a shifting focus on the importance of employee relations building through motivation, communication and leadership development at different times (Oborina, 2021). This revolution shifted the focus of integrating employee engagement and relations to align the business goals and objectives of an organization. Concurrently, human resource management faces the revolution of the rise of strategic human resource management which is integrated and aligned with HR practices with different organizational strategies and competitive advantages (Oborina, 2021). Strategic HRM focuses more on the development of talent management, strategic performance management systems along strategic workforce planning and development for organizations. Currently, companies are following different contemporary trends and aligning contemporary human resource management adapting to globalization, technological advancement and changes in the demographics of workplace dynamics. 
Discussion on the Strategic Role of HR Functions 
The Strategic Role of HR Functions refers to the alignment of organizational goals and objectives with workforce management functions (Marchington, 2021). HR is considerable for playing a strategic role and a critical factor in Marriott’s overall success. HR professionals understand some important factors to play a strategic role in organizational development. For example, to ensure effective HR roles, An HR manager must understand the organizational business strategies, develop HR Strategies to support organizational business strategies and measure the impact of different HR functions for alignment with business goals and achievements (Marchington, 2021). HR plays an important role in the strategic talent acquisition and retention of an organization like Marriott International. HR also plays an important strategic role in creating a positive environment in the workplace to attract and retain the top talents for Marriott (Garavan et al., 2021). The roles of HR functions need to be strategic in workplace planning and development. Strategically, HR plans on programs, initiatives, and other functions by identifying skill gaps in the workforce. HR at Marriott International can also play a role in change management and performance management for employees. An HR can strategically set performance metrics that ensure the groundbreaking performance of the employees. A strategic HR department knows clearly how to adapt the workforce in a changing business environment. They are the key to change management initiatives for Marriott International. 
The roles of HRM in strategic HR Planning along with the impacts on Marriott International
Human Resource Management plays an important role in the planning processes of Marriott International. This section reviews the roles of HRM in the planning of Human Resources and explains how the processes are impacted. For forecasting Labor Demand and Supply, strategic HR plays a role in predicting the needs of the workforce depending on the market trends (Bailey et al., 2018). A strategic human resource manager can help to forecast the workforce demands by conducting surveys, gap assessments and industrial comparisons (Pius, Alharahsheh and Sanyang, 2022). A strategic HR department plays a role in examining the demand and supply requirements of the workforce through market research and data analysis. HR’s forecast of the labour demands aligns with the availability of the right numbers of skilled employees at the needed position for Marriott International (Mahapatro, 2010). HR also collaborates with other departments for effective forecasting of the demand to make a more strategic alignment with labour supply. The collaborative forecast pushes HR to optimize staffing levels of a diverse portfolio workforce at Marriott. An accurate forecast of the demand can ensure a proper staffing plan for labour supply (Belcourt and Podolsky, 2019). HR can also play a role in the attachment of the resource allocation properly based on the needs of labour. The company can be able to place targeted recruitment efforts based on the future expansion plans of the business. Overall, the effective forecasting of the labour demands and supply requirements ensures a strategic supply of the workforce to adapt to the market conditions (Belcourt and Podolsky, 2019). 
For Goal Setting and Strategic Planning
Besides demand and supply forecasting, HR plays important roles in goal setting and strategic planning at Marriott. An HR department actively participates with the senior management and collaborates with them for strategic alignment with the organizational broader goals of Marriott. Strategic HR can align HR functions with the organizational goals and objectives (Holbeche, 2022). This alignment can ensure effective and strategic workforce planning. For example, If Marriott targets to ensure effective customer satisfaction in a specific branch, HR may focus on planning for different training and hiring initiatives for developing employees to support customer satisfaction (ICMR, 2019). HRM also contributes to planning the long-term development of talent (Bailey et al., 2018). The HR leaders collaborate with leadership teams to develop strategic plans with actionable steps. Not only that, HR can play a role in identifying the key performance metrics for a workforce which may align with the strategic planning achievement of Marriott overall. The HR department is the key player in this strategic alignment with the company’s goal and objective (Holbeche, 2022). The HR integrates individual goal setting for the workforce aligning with the company’s vision and mission for the short and long term. 
For Program Implementation and Evaluation
However, HR is also an important key player in an organizational setting to implement different Human Resource Strategies and Evaluation Strategies for the workforce. In the planning process, HR has to design different training programs to meet the strategic goals and objectives of Marriott. For example, new technological advancement can demand an HR role to upskill the employees to be adaptive to the advanced technology (Punitharaj, Balamurugan and Thiyagarajan, 2021). As discussed before, HR can employ effective key performance indicators to ensure effective evaluation of the employees and the organization needs to align those with strategic planning and implementation. HR is also a key role player in setting a continuous feedback mechanism policy that ensures proper strategic alignment of evaluation for the employees (Verhulst and Decenzo, 2019). To evaluate, HR plays a role in assessing different programs and along with those they also identify areas for improvement. This identification helps proper integration into the HR planning processes. HR is the role player for Marriott in implementing programs and ensuring proper evaluation of the employees (Chomplay and Paliwal, 2018). This role demands different changes to organizational plans for workforce management. 
Recruitment Stages and Selection Processes 
HR also facilitates the development of recruitment stages and selection processes. HR is a key role player at Marriott for planning, recruitment and selection. In the recruitment stage, HR does job analysis and sourcing collaborating with different business unit leaders (Sreih, 2018). They identify the job opening depending on business needs and expansion plans. HR also plays a key role in identifying vacancies and replacing a candidate in an existing vacant position (Lugonja, 2021). HR conducts a thorough analysis of the job requirements which may include identifying the responsibilities and roles of a candidate in a place and attachment of the key skills required for the job. HR plays a role in creating job descriptions and specifications for a position (Chomplay and Paliwal, 2018). HR also integrates the job posting and opening into various channels and searches for the candidates required for the job role. In recruitment processes, HR’s role becomes strategic when they integrate proper planning of the market requirements, competency requirements, job requirements, and specifications of the skills and competencies for recruitment (Arthur, 2014). Their strategies in recruitment develop the processes and systems to source for best candidate for a post. Marriott focuses on innovative recruitment strategies leveraging social media platforms, and other sources (Ajanapanya, 2023). They participate in industry events and collaborate with hospitality schools to recruit promising candidates. 
In the selection procedure, HR facilitates the business development of business units through different strategies. HR plays an important role in reviewing the submitted applications of the candidates in a unit. In the selection, they plan on effective strategies and approaches for shortlisting candidates to meet the industry requirements. HR also interviews to select a candidate based on qualifications, and experiences strategically (Arthur, 2014). HR also plays an important role in creating assessment tests or planning an aptitude test for selected positions. HR plans and makes assessment tests to ensure proper knowledge integration for the candidates based on the requirements of different business units (Lugonja, 2021). In the selection of a candidate, HR strategically plans on being selective on knowledge requirements for an individual and specific job roles. They plan on setting specific skill sets that may require the employee’s competencies for strategic objectives. HR can also play a strategic role in the second round of interviews (Chomplay and Paliwal, 2018). The strategic role creates a competitive edge for the company to operate a second round of interviews of the selected candidates. HR integrates a plan of interviewing the best candidates from the market to ensure efficient performance of different units of the company (Marchington, 2021). In an external selection of a candidate, HR can play an important role in verifying different information about a candidate or checking the reference of a candidate externally referenced. Marriott also encourages internal employees to refer qualified candidates for selection (Ajanapanya, 2023). HR can also play a strategic role in the details of compensation, and benefits packages into job offers for a selected candidate in the organization. HR also plays a role in facilitating the onboarding process integrated for the new employees in the organization. These roles are integrated with the goals and objectives of Marriott. Marriott’s strategic workforce planning with effective workforce analysis ensures the right talent is in the right place because of strategic recruitment and selection of HR (ICMR, 2019). Marriott has also effective customized onboarding programs to ensure. 
Conclusion 
HRM facilitated the strategic development of Marriott International through HR planning, recruitment and selection. Human Resource Management has evolved from personal management to strategic human resource management over time. Contemporary organizations are now also focusing on developing human resources based on different contemporary trends in the workplace. Management plays important strategic roles at Marriott. Human resource management forecasts predict labor demand and supply which align with the strategic goals of organizational human resources. Besides demand and supply forecasting, HR plays important roles in goal setting and strategic planning at Marriott. HR department actively participates with the senior management and collaborates with them for strategic alignment with the organizational broader goals of Marriott. HR is also an important key player in an organizational setting to implement different Human Resource Strategies and Evaluation Strategies for the workforce. HR is the role player for Marriott in implementing programs and ensuring proper evaluation of the employees. Strategic HR also facilitates the strategic development of recruitment stages and selection processes through different planning and executing HR activities. Marriot has been successful because of the effective roles of HRM to facilitate different units of the company. 
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