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The evolution of Human Resources Management (HRM) has been a journey from its conventional administrative role to a pivotal strategic partner in organisational triumph (Davenport et al., 2017). Historically centred on tasks such as payroll and record-keeping, HRM has evolved to encompass strategic planning, talent management, and organisational development (Brewster et al., 2016). This transformative journey is exemplified by Marriott International, a major player in the global hospitality sector, as it transitioned from a traditional administrative function to a strategic driver of organisational success. Marriott's approach to workforce planning, recruitment, and selection mirrors the broader evolution of HRM practices, aligning with strategic development initiatives (Davenport et al., 2017; Brewster et al., 2016).
The historical phases of HRM reflect the changing landscape and responsibilities of the field. The pre-20th century era portrayed HRM as traditional personnel management, focusing on administrative tasks and labour relations, mirroring Marriott's early HR practices (Dessler, 2020). The early 20th century brought the influence of scientific management principles, emphasizing efficiency and standardization. Marriott, like many other organisations, witnessed the establishment of personnel departments to handle employee relations and compliance (Taylor, 1911).
The Human Relations Movement of the 1920s to 1950s marked a pivotal shift in HRM, highlighting the importance of social and psychological factors in the workplace. This influenced Marriott's emphasis on employee morale, communication, and the human element in the workplace (Roethlisberger & Dickson, 1939; Mayo, 1945). As Marriott grew, the company recognized the significance of the human element, influenced by the Human Relations Movement, emphasizing the importance of employee morale and motivation. Marriott started to prioritize communication, job satisfaction, and creating a positive work environment.
The emergence of HRM in the 1950s to 1970s marked a fundamental shift, signified by the term "Human Resource Management." This shift indicated a move from personnel management to managing people as strategic assets (Beer et al., 1984). Introduction of functions like recruitment, training, and performance management. HRM became more involved in strategic decision-making processes. In response to the dynamic business environment, Marriott shifted towards Strategic Human Resource Management (SHRM) in the late 20th century. This evolution involved aligning HR practices with broader organisational goals, marking a departure from the traditional administrative role (Dessler, 2020).
The 1980s to 2000s witnessed HRM evolving into a strategic function, aligning with organisational goals (Wright & McMahan, 1992). This phase emphasized strategic planning, talent management, and HR's role in business strategy. Marriott exemplifies this phase by actively participating in defining strategic objectives and identifying the skills and competencies necessary to achieve them (Ulrich, 1997). This integration ensures that HR initiatives are directly aligned with the overarching business strategy.
The 2000s to the present reflect HRM's integration of technology and globalisation, transforming processes and expanding the scope of HRM (Davenport et al., 2017). Marriott, in line with this trend, utilizes digital tools for recruitment, training, and employee engagement (Sparrow & Brewster, 2016). Globalisation has necessitated expertise in managing diverse and international workforces, a challenge that Marriott has embraced. Data analytics and HR metrics have become crucial for decision-making (Ulrich, 1997).
Key factors shaping HRM evolution include technology, globalisation, legislation and compliance, changing workforce expectations, and strategic business partnerships (Davenport et al., 2017; Sparrow & Brewster, 2016). Marriott's commitment to employee development is evident in its global learning and development programs, strategically aligned with the company's goals and industry trends (Noe, 2019). The integration of HR technologies, including HRIS, AI, and data analytics, has streamlined processes, allowing HR to focus on strategic initiatives (Davenport et al., 2017).
Recent events, such as the COVID-19 pandemic, have accelerated trends such as remote work, digital transformation, and a focus on employee well-being (PwC, 2020). Marriott, adapting to these changes, emphasizes continuous learning and upskilling to adapt to rapidly changing industries (Noe, 2019). The strategic role of HR functions has become increasingly pivotal, contributing to organisational success through effective talent management (Ulrich, 1997).
Marriott's strategic HR functions go beyond traditional roles. Strategic workforce planning involves forecasting labour demand and supply, allowing Marriott to align its workforce with business goals (Boudreau & Ramstad, 2019). Collaboration between HR and other departments at Marriott extends to goal setting and strategic planning. HR professionals actively participate in defining strategic objectives and identifying the skills and competencies necessary to achieve them (Ulrich, 1997).
The execution and assessment of programs at Marriott serve as a tangible manifestation of the company's unwavering dedication to employee development. The meticulously designed global learning and development initiatives are strategically harmonized with both the overarching goals of the company and the prevailing trends within the industry (Noe, 2019). HR, as the steward of these initiatives, assumes the responsibility of overseeing their implementation and conducting comprehensive evaluations to gauge their effectiveness. This meticulous process ensures that employees not only acquire the requisite skills but also cultivate the adaptability necessary to navigate evolving challenges, ultimately fostering their active contribution to the continued success of Marriott.
Recruitment and selection are critical elements of HR's strategic role. HR professionals are responsible for attracting and selecting the right talent that aligns with the organisation's objectives (Lievens & Chapman, 2021). Marriott's strategic focus on global talent acquisition, cultural fit, and competency-based selection aligns with broader trends in HR practices.
Marriott International exemplifies strategic HR practices. The company engages in global workforce planning by implementing succession planning to ensure a continuous supply of skilled leaders globally (Rothwell & Kazanas, 2019). Marriott also places a strong emphasis on diversity and inclusion in its recruitment practices (Cox & Blake, 2019). This strategic focus ensures that the company's workforce reflects the diversity of its customer base, contributing to a more inclusive and innovative organisational culture (Konrad et al., 2020).
The impacts of strategic HR functions on business growth are profound. A well-planned workforce, aligned with organisational goals, provides a competitive advantage (Barney, 2020). Marriott's emphasis on strategic HR practices contributes to high employee satisfaction, enhancing customer satisfaction and strengthening the brand's reputation, driving business growth.
The strategic role of HR functions, as exemplified by Marriott International, involves proactive workforce planning, program implementation, and strategic recruitment practices. These functions contribute significantly to the overall success and growth of the organisation by ensuring that the right talent is in place to meet current and future business needs (Wright & McMahan, 2020).
In the context of Marriott International, a global hospitality giant, the evolution of HRM has been pivotal in driving the company's strategic development. Marriott, like many other international brands, has recognized the importance of aligning HR functions with business objectives to stay competitive and foster growth in the dynamic hotel industry (Dessler, 2020).
The multifaceted strategic role undertaken by HR functions at Marriott International spans across diverse dimensions, encapsulating Strategic Workforce Planning, Goal Setting and Strategic Planning, Program Implementation and Evaluation, as well as the intricacies of Recruitment Stages and the Selection Process (Boudreau & Ramstad, 2019; Schuler & Jackson, 1987; Noe, 2019; Lievens & Chapman, 2021).
Strategic Workforce Planning at Marriott involves forecasting both current and future labour needs, analysing trends, considering expansion plans, and understanding market demands for different skills (Boudreau & Ramstad, 2019). HR collaborates with other departments to set strategic goals that align with Marriott's business objectives. This includes identifying the skills required to achieve these goals and planning for talent acquisition accordingly (Schuler & Jackson, 1987).
Program Implementation and Evaluation at Marriott include global learning and development initiatives aligned with the company's goals (Noe, 2019). By investing in employee development programs, HR ensures that the workforce is equipped with the skills necessary to drive the organisation forward (Goldstein & Ford, 2020). Effective training programs have a profound impact on employee performance and organisational success (Noe, 2019).
Recruitment and Selection at Marriott are strategic functions emphasizing global talent acquisition and cultural fit. The selection process emphasizes cultural fit and competency-based interviews, ensuring that candidates not only possess the required technical skills but also align with Marriott's values and service standards (Lievens & Chapman, 2021).
Marriott International exemplifies strategic HRM through its practices: Global Workforce Planning - Succession Planning: Marriott identifies high-potential employees and implements succession planning to ensure a continuous supply of skilled leaders globally (Rothwell & Kazanas, 2019). Strategic Recruitment: Diversity and Inclusion: Marriott actively promotes diversity and inclusion, recognizing the importance of catering to a global customer base (Cox & Blake, 2019). HR ensures that recruitment practices are inclusive and diverse to reflect the markets served (Konrad et al., 2020). Employee Development: Training Programs: Marriott invests in training programs that enhance employees' cross-cultural communication skills and language proficiency, enabling them to provide exceptional service to guests from diverse backgrounds (Huselid, 2021). Technology Integration: Digital Recruitment Platforms: Marriott utilizes technology for efficient recruitment processes, including applicant tracking systems and video interviews, ensuring a streamlined and effective hiring process (Hiltrop, 2019).
The impacts of strategic HRM functions on business growth within the hotel industry are significant. These include competitive advantage, customer satisfaction, employee retention and engagement, and adaptability to market changes (Barney, 2020; Schneider & Bowen, 2020; Mowday et al., 2018; Wright & McMahan, 2020).
Competitive Advantage: By aligning HR practices with business strategy, Marriott gains a competitive advantage (Barney, 2020). A skilled and diverse workforce enhances the company's ability to provide exceptional service and adapt to the needs of different markets (Lepak & Snell, 2017). Customer Satisfaction: A well-trained and culturally competent workforce contributes to high levels of customer satisfaction (Schneider & Bowen, 2020), strengthening Marriott's brand reputation and encouraging repeat business (Heskett et al., 2019). Employee Retention and Engagement: Strategic HRM practices, including career development opportunities, contribute to high employee retention rates (Mowday et al., 2018). Engaged and motivated employees are more likely to deliver outstanding performance, positively impacting the overall guest experience (Harter et al., 2016). Adaptability to Market Changes: Through continuous workforce planning, Marriott is better positioned to adapt to changes in the market (Wright & McMahan, 2020). Whether entering new markets or responding to shifts in customer preferences, strategic HR practices enable the organisation to navigate challenges effectively (Wright et al., 2019).
Marriott International's strategic evolution in HRM reflects a commitment to aligning workforce planning, recruitment, and selection with broader organisational goals. The company's proactive and strategic approach, as exemplified by succession planning, diversity initiatives, employee development, and technology integration, positions it as a leader in the global hospitality sector. The impacts of these strategic HRM functions on business growth are evident in Marriott's sustained competitive advantage, high customer satisfaction, employee retention, and adaptability to market changes (Dessler, 2020).
In conclusion, the HRM practices employed by Marriott stand as a testament to the profound impact of strategic HR initiatives, underscoring the transformative potential of a people-centric approach in propelling business success within the fiercely competitive hotel industry. This narrative is not confined to a mere historical examination but rather unfolds as a dynamic illustration, vividly portraying the ongoing evolution and strategic relevance of HRM in sculpting organisational triumph. As Marriott International persistently adjusts to the ever-changing vistas of the business landscape, embraces technological advancements, and responds to societal shifts, its role is poised to burgeon, assuming an increasingly pivotal position in shaping the trajectory of the future of work.
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