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Introduction
The global hospitality industry is always evolving due to regions including globalisation, advanced technology and workforce dynamic. The most royal and hospitality businesses searched as Marriott International were forced to modify their approaches to HR Management. In other words, HRM now plays a more significant role in guiding strategic development. This essay examines the evolution of human resource from the equivalent of a day vodka to a vital member of the team assisting business in being successful. It examines the process, integrating metamorphosis. HR was in charge of all Delhi Office tasks. There was more in store for HRM, however, as the tourism business of global hotels got more complicated; it had to adapt to the challenge then become. Marriott International is one of the major players. Its Human Resources Management (HRM) now constitutes a key factor in achieving company objectives. Understanding this change involves looking closely at central duties in HR and their place in the company's big picture. This will cover essential terminology such as HRM development, HR strategic planning, and hiring methods to equip you with foundational knowledge. The story of Marriott Worldwide provides an insightful case study, illustrating how HRM can become a catalyst for the strategic development of a worldwide hotel brand via skilful planning, recruiting and selection.
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Along the revolutionary journey that has been the growth of human resource management or HRM there have been significant changes in idea, role and strategic relevance. HRM was traditionally seen as essentially an administrative department that dealt with compliance and standard personnel activities (Chukwunonso, 2022). Instead of proactively forming an organisational strategy at this early stage, HR's job was reactive, responding to employee concerns as they surfaced. A number of reasons contributed to HRM's development into an organisation's strategic partner throughout time. One significant aspect was the advice of technology which made more sophisticated data analysis feasible and streamlined HR operations. When HR professionals transitioned from manual record keeping to automated solution, they were free to focus on important areas of workforce management which include talent development and succession planning (Okoronkwo, 2021). Globalisation was also a major factor in the transformation of HRM. HR departments had to adjust to new cultural settings, employment regulations and market needs as businesses grew internationally. In 2022, 1,842 hotels opened their doors worldwide (Statista.com, 2024). According to projections, this number will increase to 2,480 new hotels opening globally in 2023 and 2,707 in 2024 (Appendix 1). This called for a more strategic approach to human resource management (HRM), highlighting the significance of a workforce with a global perspective and cross-cultural capabilities (Armstrong and Taylor, 2020). 
HR specialists played a crucial role in this changing environment by helping to match corporate objectives with human resource initiatives. The evolution of HRM was aided by the workforce's shifting characteristics. Traditional HR procedures have to change in response to the emergence of knowledge-based enterprises, the gig economy and a more mobile workforce (Tolba, 2021). In an increasingly competitive landscape, organisations have to find, develop and retain personnel. This forced HRM to take a more strategic and forward-looking stance. Marriott International is a fascinating case study that exemplifies HRM's revolutionary path. The organisation's HR procedures have developed in step with market developments, utilising technology, adjusting to international trade and strategically handling its heterogeneous workforce. Global hotel major Marriott International saw an increase in revenue from 13.86 billion to almost 20.77 billion USD in 2022 (Statista.com, 2024). This shows that there is a direct link between successful businesses and motivated workers. HRM at Marriott became essential to the success of the brand as it evolved from an administrative role to a strategic partner, making sure that employees not only satisfied operational demands but also supported the overall business plan. In essence, HRM has essentially evolved from a transactional, compliance-focused role to a proactive, strategic collaborator in the development of organisations. HRM's continuous evolution is essential for companies like Marriott International to handle complexity, encourage innovation and achieve sustainable growth as the global hotel sector continues to face dynamic challenges.
Organisations' HR departments have a critical strategic role that extends beyond standard administrative bounds and plays a key role in determining the entire company strategy. Leaders in the industry, such as Marriott International, are prime examples of this. The Resource-Based View (RBV), which highlights the strategic significance of an organisation's internal resources and capabilities, is one well-known theoretical framework that clarifies the strategic relevance of HR services (Lubis, 2022). According to the RBV, a company's competitive edge comes from its priceless and distinctive resources, which are hard to replicate or replace. The workforce's knowledge, skills and talents as well as the corporate culture and structure are considered resources in the context of HR activities (Torrington et al. 2020). 
Marriott International recognizes that human capital is a key resource that contributes to its ongoing competitive advantage and strategically uses its HR services based on the RBV. The RBV directs strategic HR functions, which include matching the company's human resources to its overarching business plan (Employment-studies.co.uk, 2024). This synergy is demonstrated by Marriott's dedication to developing a staff that shares the brand's values and customer-centric goals in addition to having the requisite hospitality skills. Marriott's HR departments use strategic workforce planning to estimate labour demand and make sure the company has the correct mix of talents to take advantage of market possibilities. Furthermore, the RBV highlights HR's part in creating distinctive organisational competencies. Marriott's strategic HR duties go beyond hiring and selecting employees; they also include ongoing education and training initiatives (Core.ac.uk, 2024). Marriott focuses resources on worker growth. This helps the company in two ways. First, it enhances their ability to deliver top-notch service to customers. Second, it boosts their ability to adapt to changes in the business world. The RBV guides strategic HR planning, which entails establishing objectives and putting plans into action that improve the organisation's human capital (Alolayyan et al. 2020). For example, Marriott International has a clear strategic planning approach that combines HR objectives with more general corporate goals. These actions enhance the company's competition. They also run initiatives promoting fresh ideas, encouraging diversity, and boosting staff involvement. The RBV framework is based on program implementation and assessment, which are essential elements of strategic HR tasks (Tawse and Tabesh, 2021). Marriott habitually checks if its HR plans align with its strategic aims. They do this to ensure their efforts are successful. According to the RBV's focus on boosting inner strengths, systems managing employee performance, for instance, are designed to spot growth chances and areas to better, besides assessing each person's input. (Pillai and Srivastava, 2022). In summary, the Resource-Based View thinks human talent is valuable. It's helping an organisation like Marriott International stay ahead of the competition. This view is closely tied to the strategic part HR services play at Marriott.
A key feature of human resource management (HRM) is the recruitment and selection process, which is crucial for attracting and keeping top talent in businesses. Leader in the global hotel industry Marriott International is an example of how these procedures are approached with care and attention, understanding their strategic importance in retaining a qualified and diverse staff. Global perspective and thorough approach define Marriott International's recruitment stages. HR specialists interact with company executives to identify present and future personnel requirements as part of the process's strategic workforce planning phase (Greer, 2021). Human capital is in line with the entire business plan thanks to this proactive approach, which guarantees that the company is ready to fulfil its workforce needs. Marriott has a diverse recruitment strategy that makes use of technology and creative techniques (Jobs.marriott.com, 2024). To draw applicants from all around the world, the brand makes use of social media, internet channels and a specialised job website. This strategy fits the preferences of a contemporary, digitally connected workforce while also expanding the pool of potential candidates. Marriott's adoption of technology guarantees effectiveness throughout the first phases of hiring, freeing up HR specialists to concentrate on more subtle facets of candidate assessment. Marriott's selection procedure is renowned for its meticulousness and severity. The company understands that long-term success requires more than just technical proficiency; it also needs cultural fit and consistency with its basic principles (Marriott.com, 2024). Online tests or video interviews may be used during the first screening process in order to evaluate certain abilities. After being shortlisted, candidates have in-person interviews where their ability to interact with people, their alignment with company culture and their dedication to customer-centric ideals are assessed. Marriott International's selection procedure demonstrates its dedication to diversity. Marriott aims to ensure that, globally, by the end of 2023, the proportion of men and women in senior leadership positions is equal. Furthermore, by the end of 2025, they want to see 25% of American CEOs be people of colour (Marriott.com, 2024). This firm knows it's vital to have a team that mirrors its customer base. So, they work hard when choosing staff to ensure fairness and variety. This shows everyone, no matter their background, is welcome. Upon hiring, Marriott's setup process ensures new staff integrate fast and seamlessly into our family. It incorporates continued learning, guidance schemes and welcome gatherings. This comprehensive setup confirms employees grasp and appreciate Marriott's central goals and customer-driven principles while bestowing needed skills. The hiring and selection procedures used by Marriott International provide as an example of how strategic HRM practices may support the growth of a business unit in the global hotel sector (Marriott.com, 2024). Through the cultivation of a worldwide talent pool, use of technology, emphasis on cultural fit and encouragement of diversity, Marriott guarantees a staff that is not only competent but also in line with the brand's overall goals. This company is serious about hiring the right people. They know talent is key to winning in the tough, quick hospitality world. They believe that careful hiring can lead to long-term success.
Marriott International's business development is significantly influenced by its Human Resource Management (HRM) practices, which are a prime example of the brand's dedication to strategic workforce management. Marriott's emphasis on staff development and training initiatives is one noteworthy example. Marriott makes sure that its employees have the most up-to-date knowledge and abilities in the business by funding continuous learning programs, which improves their capacity to provide outstanding guest experiences (Marriott.com, 2024). Additionally, Marriott's focus on inclusion and diversity is evidence of the influence HR has on corporate growth. According to Gould et al. (2020), any company values having a varied staff because it fosters innovation and helps it understand the various demands of its customers. Marriott works to mirror its diverse range of customers in its company culture. It does this by using inclusive hiring methods and a variety of rich training programs. By doing so, it instantly boosts the company's growth. It makes the brand more well-known and sets it as a top choice for many customers all over the world (Montiel et al. 2021). In essence, Marriott's HR practices meticulously align human resources with business objectives.
[bookmark: _heading=h.2et92p0]Conclusion
In conclusion, the dynamism of Marriott International's HRM journey illustrates a paradigm shift from an ordinary administrative position to that of strategic partners in organisational excellence. Marriott shows how Human Resource Management (HRM) has changed. They react to workforce needs, new technology, and a global world. HRM can now help big hotel brands grow in important ways. The Resource-Based View (RBV) paradigm, which directs the strategic role of HR services at Marriott, emphasises the significance of human capital as a special and valued resource sustaining competitive advantage. Additionally, Marriott's meticulous hiring and selection practice underscored the strategic importance of luring and nurturing exceptional talent with a particular focus on technological integration, cultural fades diversity and worldwide talent acquisitions. Investing in stop training diversity awareness and inclusiveness increases a business capacity to satisfy client demand and outperform rivals. This element directly boosts the success of businesses. Marriott's HRM practices serves as a great example of how crucial it is to align human resource with strategy goals for outgoing development and excellences especially in light of ever-changing issues in the hospitality sector phase. 
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Figure 1: Number of hotels opened worldwide from 2021 to 2022, with a forecast for 2023 and 2024
(Source: Statista.com, 2024)
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