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When it comes a business sector such as hotels where service quality is also paramount, HRM becomes the key to execution of excellence. Human Resource Management (HRM) is central to the success in such a dynamic and competitive league as that of the hotel industry where HRM plays an important role right from work force planning, recruiting or selection (Magnini 2009). In the international environment where diverse markets and cultures meet, HRM for any organization is of strategic importance. Marriott International, representing the selected case study illustrates the significance of HRM practices in ensuring that a given workforce align with global goals associated with the brand. With a thorough review of the evolutionary attributes, strategic roles and planning features associated with HR practices, we will disentangle how Marriott makes strategically use HRM to ensure competitive advantage in global hospitality market (Boxallet al., 2011). We will demonstrate the ways how Marriott works to have a skilled, diversified and dynamic workforce through analyzing such stages of development as workforce planning, the process of recruitment and selection. This essay analyzes the role that changes in HRM play for a successful strategic development of an international hotel brand such as Marriott International.
Human Resource Management HRM has moved from its traditional administrative origins to become a strategic and integrated contributing factor in organisational success. This evolution is especially noteworthy in the field of international hotel management. According to Armstrong 2006 the traditional HRM business model that was largely focused on fairly straightforward administrative tasks has grown into quite a dynamic strategic object which becomes one of these main factors contributing rather much to organizational effectiveness. So, with Marriott International, the development of HRM is reflected in its growth from a simple personnel department to an active strategic player that helps company achieve goals. Schuler et al 2008 stress that this evolution is characterized by moving to strategic human resource management SHRM, meaning HR practices are linked with overall organization strategies. This encompasses not only the daily management of HR activities but also long-term planning and decision making for Marriott. Another side of the development of HRM is in technology and data analytics. This means that there is a shift away from manual processes towards an automated method which aligns HRM with modern technological advancements. In addition, the development of HRM in the international hotel environment can be characterized by more attention to cultural diversity and inclusiveness. Briscoe et al (2012) contends that for global HRM practices to work, the models should change accordingly depending on different cultural contexts. Marriott’s HRM evolution includes plans to make embracing diversity in its global footprint and ensuring the harmony of a workplace environment.
In the world of global hotel management, the role that Human Resource functions play is many-sided and essential to an organization’s prosperity (Armstrong 2020). It is important to say that talent management, as a part of this strategic position, implies identifying the best talents in efforts to attract and retain them worldwide with aiming for highly qualified and diverse staff. Talent management is crucial for ensuring continued competitiveness in the hospitality industry. According to Cascio (2015), talent management from a strategic perspective requires HR practices to be integrated with the overall business plan of an organization, which in turn creates workforce that has necessary skills and competencies. For Marriott International, this is not only about finding the outstanding person via tough recruitment practices but also building ways to develop and retain that talent. Marriott pays much attention to talent management, including diversity and inclusion. Diversity in the workforce is not only about legal and ethical requirements, but also a competitive edge. By adopting diversity, Marriott will be able to address an array of customer tastes and cultural differences thereby improving the guest experience (Rana et al., 2019). This embodies the strategic vision inherent in Marriott’s HR operations. Besides this, talent management in international hotel chains is an intrinsically global activity that needs a deep understanding of local markets and cultural nuances (Marchington et al., 2016). Marriott’s HR functions are planned in a way to enjoy and benefit from cultural diversity thus enabling them will an understanding tolerant group of people.
In addition, HR functions play another strategic role for employee development with focus on the investment in training and development programs to improve skills and capabilities according to brand’s strategic objectives. Employee development is an important feature of strategic HRM because it has a direct impact on the overall effectiveness and competitiveness of any organization. According to Mayhew, (2019), employee development programs play a key role in enhancing the skills of employees so as to come up with new ideas that would be very helpful whenever there are changes around them nowadays. In the case of Marriott International, it means constant learning and development in skills. This is evident in Marriott’s strategic approach to the development of employees, which has placed emphasis on training programs designed for alignment with brand-wide objectives. The company has a strong investment in training initiatives, from onboarding programs to leadership development courses (Kilburn, 2022). Through this approach, Marriott guarantees that its workforce acquires the pertinent skills and knowledge to offer high-quality service that answers guest expectations thereby helping in fostering overall success of brand. Additionally, Marriott concentrates not only on personal skill improvement but ensures that individual growth contributes to organizational goals. This strategic alignment is critical in order to optimize the sense of meaning and dedication among employees (Noe et al., 2019). Marriott’s decision to invest in employee development programs proves the company does not aim for a workforce that is simply competent but also one committed and focused on achieving long-term targets of the brand.
In addition to this, the strategic role of HR functions also includes employee engagement that focuses on creation of a favourable workplace environment, where employees feel like they belong and are satisfied with their jobs. According to Banfield (2018), employee engagement has a positive role in achieving the success of any organization since it increases an individual’s productivity, minimizes turnover and adds to job satisfaction. Marriott International demonstrates a strategic approach to employee engagement. Human resources departments within the company are diligent in pursuing activities that promote a favourable working environment by emphasizing employees’ well-being and satisfaction with their jobs. Schaufeli et al. (2002) define employee engagement as a positive, satisfying and job-related mental state that results in heightened loyalty to organisational objectives. What Marriott does with employee engagement extends beyond traditional HR activities; it involves initiatives such as wellness programs, diversity and inclusion efforts, and reputation awards. Aiding in creating a sense of belonging and encouraging satisfaction, Marriott ensures that its human capital is driven to bring about the brand’s ideologies by deploying self-motivating employees who contribute effectively towards improved guest's experiences leading to sustained organisational prosperity.
 The HR planning process is a key element in ensuring that an organization such as Marriott International can attract staff with the appropriate skills to achieve its goals. This process is prediction of labour demand and supply. Marriott International operates on a global scale so predicting labour demand and supply requires serious work. Forecasting is critical in anticipating future HR requirements (Mathis et al. 2017). Marriott does thorough studies taking into account such things as trends in the market, occupancy levels and future expansion to make predictions of demand for labour. At the same time, they evaluate current and potential talent base with an aim to determine any gaps that may exist. By adopting this proactive approach, Marriott can achieve effective alignment of its workforce with the everchanging demands within the hospitality industry so that they have access to appropriate talent in every location at any given time. Furthermore, a good strategic human resource planning involves coordination between HR and top management in ensuring that the objectives of HM are linked with overall organizational strategy. This partnership defines specific goals for talent acquisition, development and retention. According to Armstrong (2006), it is critical for HR goals that are matched up with the strategic objectives of an organization so as they realize competitive advantage. This means that at Marriott, HR initiatives are not limited only to addressing the pressing needs of the organization but also extend toward actions aimed at ensuring long-term sustainability and growth.
Additionally, Marriott will also show its dedication to making implementable HR plans with the development of HR programs that are aimed at achieving goals already set. Organizations like Marriott treat HR initiatives such as leadership development, diversity programs and employees’ well-being interventions. Research has shown that engaging in such programs boosts employee engagement and the success of an organization (Cascio, 2018). It is very important and necessary to continuously evaluate these programs so that they are not merely aligned with the strategic goals of the organization but also respond adequately to changing circumstances. Marriott conducts regular assessments of HR initiatives so that they remain effective enough in supporting the strategic goal; with this measure, the readjustment and enhancements can be identified.
Recruitment and selection are integral parts of human resource management, and at Marriott International, these processes have been transformed into strategic initiatives targeting the identification attraction retention of the best talents within a fast-changing hotel industry (Argue,2015). There are a number of ways in which potential candidates can be identified including job portals, social media platforms and through internal referrals. This is in line with evolving best practices of recruitment advocating a wide, diverse talent pool (Dowling et al., 2017). By using these online channels strategically, Marriott can identify a vast pool of potential candidates and create an organization that represents the diversity in its global customer base. In the case of Marriott, it does not focus on short-term staffing needs but rather seeks out those who are a good fit to its values and long-term goals. According to Schuler et al (2008), this strategic talent identification is crucial in order for the firm to remain competitive within its industry.
Marriott International embraces a recruitment cycle beyond standard processes and adds thorough assessment centers to the job selection model. These assessment centers are structured to assess candidates in a wholesome manner not only on their tech skills but also values for cultural fit and alignment with brands’ value system. As stated by Cascio, (2018), such in-depth convictions are essential in ensuring that individuals chosen for appointment to the positions have all required skills and attributes needed when working within organizations. In particular, the importance of cultural fit is considerably pronounced in hospitality where high-quality service delivery largely depends on common values and customer-oriented mindset. The fact that Marriott values cultural fit assessment is connected with the idea of strategic human resource management, in which HR practices are designed to reinforce organizational objectives (Boella et al., 2013). Marriott International also acknowledges the fact that recruitment and selection landscape is always changing, influenced by changes in industries and new talents on demand. Therefore, the company has introduced a culture of continuous improvement in its recruitment and selection processes. These processes tend to be adaptive, efficient and effective aligning with organizational strategic objectives when conducted regularly by reviews at refinements (Bryson et al., 2012). This commitment to ongoing improvement is indicative of an innovative and proactive method in recruitment. There is need to adapt the recruitment strategies concurrently with changes in an industry so as not just to keep ahead but also stay always (Armstrong, 2006). 
In conclusion, HRM plays an instrumental role in the strategic growth of global hotel brands such as Marriott. The HR departments contribute to talent management, employee development, change management and also of an employee engagement by adopting a very strategic role in all these fields. The use of strategic HR planning in combination with effective and efficient recruitment procedures will ensure that the staff is aligned to those goals as well. One of the best proofs that human resources can provide their services to a global hotel chain like Marriott International with great success is making sure they dedicate themselves to these policies.
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