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 Introduction.  

In the dynamic setting of the hospitality industry, the function of HRM has travelled along with the sea and land and metamorphosis, especially in international hotel channels like Marriott. This paper covers the introduction of new HRM concepts and the role of Marriott International's employees in strategy business planning, and staffing processes. Firstly, it investigates the change of HRM from the initial administrative issues to the natural HR matters. Next, the strategic role of the Human Resources function is explored which stresses the significance of strategic HR planning in labour market trends forecasting, strategic aim/objectives setting and programme implementation, Eventually, to be discussed are the recruiting procedures and selection methods within the Marriott International, using some of the processes as examples how do these approaches support the development of business units. 
The Evolution of HRM 
In the past, the core areas of HRM involved mostly bureaucratic/administrative tasks. 
e.g. payroll management, wage and salary reviews and record-keeping. Nevertheless, the necessity of organisational structures developed while the concept of the strategic value of human capital came to be widely recognised and as a result, HRM was greatly changed (Arnold, Beauchamp, and Bowie, 2019). It went from being just a university assistant for administrative purposes to a major success pusher. A clear-cut example of such a changing environment is Marriott International. The HR practises of the Company are linked to the overall strategic business objectives that are productively articulated by the upper management (Pattanayak, 2020). HR strategies, which in turn cover the management of human capital as a critical resource of the corporation, are integrated into the corporate strategy, which creates a strong basis for HR's strategic importance. HRM becomes a platform that can recognise the value of human capital, and this acts as a driver that allows the company to have innovative approaches, hence, increasing productivity and capturing sustainable growth (Bahuguna, Srivastava, and Tiwari, 2023). The strategic realignment of HRM within Marriott defines its crucial function for shaping organisational performance and an advanced culture of high quality that is conducive and facilitates hitting the required strategic objectives. 
The Strategic Role of HR Functions 
Strategic Human Resource Management (HRM) is a proactive way of structuring human resources practises within the organisation by the organisation's goals, thus resulting in increased competitiveness and long-term growth (Gupta, 2020).  The role of HR in Marriott International is more than just ordinary. By shaping and managing performance, HR is an important strategic tool to develop a culture of excellence. Human Resource Planning has a key role in this regard because it involves several components which are undeniably crucial for the organisation's success (Karman, A., (2019). 
At first, the reserve labour demand and supply forecasting mark the signature of Marriott's strategic HR planning. The company utilises its expertise in market studies to determine the future staffing needs and the skill sets required by undertaking a thorough review of market trends, economic indicators, and industry dynamics (Abe, Abe, and Adisa, 2021). Through this, Marriott will be able to focus primarily on executing its business strategy while making sure the talent pool is well-equipped for the task at hand. Through being abreast of new workforce issues, Marriott doesn't lose its advantage in the international hotel market. 
Firstly, the strategic promotion of goals is necessary for the effective HRM approach of Marriott. These goals are integrated into strategic goals, reflecting corporate objectives such as staff engagement, staff retention and performance. Because Marriott aligns HR goals with the company's strategy, it creates a sense of synergy between all levels of the organisation; and, as a result, employees are working in a similar direction (Hassanein and Özgit, 2022). Yet, this alignment also tends to add to organisational cohesion and help it to adapt to ever-changing market situations and client requirements. 
On the other hand, making strategic solutions to these workforce challenges is equally important for the HR of Marriott. This will entail the inauguration of programmes to bring in, develop and retain quality workers in addition to promoting workplace diversity and inclusiveness. Marriott’s strategic HR elements further extend to talent management programmes which include employee attractions and selection processes, leadership development initiatives, and succession planning strategies (Cismaru and Iunius, 2019). Through the empowerment of its human capital and development of a diverse workforce, Marriott becomes a better-organised institution that can handle any change as well as seizing every opportunity thereby remaining competitive in the markets. 
The strategic function of HR in Marriott International covers a wide scope, incorporating a diverse hierarchy of tasks that go beyond mere administration. Through the implementation of Strategic HRM, Marriot takes advantage of the importance of human capital to its business performance as a key torch-bearing element. Marriott proactively develops workforce plans and achieves coherent and accurate HR policy aligned with organisational objectives and mission (Gowan, DeMarr, and David, 2022). The contribution of HR policies to the long-term sustainability of the company is the ultimate task. 
Strategic HR Planning Process 
The organisation's strategic human Resource Planning (HRP) is the pillar of Marriott International's approach to human capital management that ensures the company's human capital is aligned with the organisation's strategic goals and objectives. This entails activities such as laying the goals, and strategic plan, implementing programmes evaluating the organisation's success and achieving an excellent culture (Kabeyi, 2019). 
The demand and supply of labour constitute a vital stage of the strategic HR planning that is applied at Marriott. To crisscross a lot of these facts through data analytics and market research tools, Marriott analyses economic forces, dynamics of the industry and demographic projections to envision the future demand for hiring staff (Kudelka, 2019). Let us think of, for example, how Marriott develops its strategy of workforce amplification in emerging markets: it performs extensive research of the local labour markets, followed by the identification of the potential pools of talent, and finally, reduction of the work recruitment obstacles. So, by adhering to advancing trends in the workforce, the hotel successfully provides the enterprise with a needed group of staff members able to perform the duties expected of them in the process of subsequent global development. 
Goal setting and strategic planning likewise form the bottom line of Marriott's HR strategy, reflecting its unceasing effort in the coordination of HR goals with corporate targets. The company Marriott has been not only setting standards for employee engagement, retention and performance but also acknowledging them as the main drivers of customer satisfaction and loyalty (Hassanein and Özgit, 2022). These goals become specific objectives for different departments and individuals which create a sense of purpose and alignment throughout the entire organisation. By aligning HR aspirations with business goals, Marriott assures that its workforce does not only acquire capabilities but also inspiration to get to the company's success. 
In addition, programme delivery and evaluation of the programmes are among the major components impacting the effectiveness of the HR strategies of Marriott International. The company allocates resources to building up efficient HR systems and procedures to provide the basis for talent management, performance evaluation and skill development (Diatmono, Mariam, and Ramli, 2020). Marriott's employee orientation is evident by the existence of various training programmes, leadership development initiatives and advancement caregivers’ channels. In addition to this, Marriott prioritises ongoing improvement by taking a close look at performance metrics and results of their HR programmes. Metrics including employee turnover rates, productivity levels and customer service scores are used to assess of HR initiative's effectiveness and constantly strive for refinements and improvements (Gomes, Silva, and Sarkis, 2020). 
The portrayed strategic HR planning within Marriott International is intentional and comprehensive human resources management. Through the predictability of labour demand and supply, the establishment of clear goals and the implementation of strong HR programmes, Marriott keeps its workforce in line with the strategic goals set. Furthermore, by continuously appraising and working out HR strategies Marriott remains flexible and responsive to both the shifting market dynamics and business demands. Thus, Marriott provides itself the platform for sustainable growth and success and promotes its culture of excellent and innovative practice with the mission of being a worldwide leader in the hospitality industry. 
Recruitment Stages and Selection Process 
Recruitment and selection stages are crucial in the process of human resources of Marriott International, which include attraction of the best employees whose business growth will lead to competitiveness among hotels operating in the dynamic hospitality sector (Krupskyi et al., 2019). The recruitment approach of Marriott is unique in the sense that its array of recruiting sources and rigorous strategic initiatives are used to find a perfect match in the industry. 
Marriott's employment policy is a multi-channel one. The channels include online job portals, social media platforms and campus recruitment events among others. By doing so, this strategy allows Marriott to "cast a broad net" and it helps recruit candidates from various backgrounds and demographics, as this enables the company to access a rich talent pool (Smith, 2020). Marriott capitalises on the opportunity digital platforms and social media present to connect with potential candidates through its brand and value proposition. 
Picture employer branding and employee value proposition as two pillars of the Marriott recruitment strategy. Marriott aims to stand out from its competitors in the cutthroat hospitality labour market by emphasising its distinctive culture, ethics, and chances for career progression (Walker, 2021). Through branding initiatives that are targeted at the right community and employer branding campaigns, Marriott differentiates itself and delivers an appealing storey that speaks to candidates, building their interest and engagement. 
Marriott's hiring process is based on the principle of stringency and organisation, which sets up criteria for evaluating the candidates’ skills, competencies, and willingness to become part of the culture. Marriott utilises several evaluation methods such as behavioural interviews, assessment centres, and psychometric tests; these are resorted to when a candidate is being evaluated for a particular position (Ngoepe, 2021). This approach will make Marriott benefit from in-depth exploration into applicants' skills, characters, and alignment with the core values of the company. 
Also, Marriott places very much emphasis on the inside-mobility and career development as a part of the selection process. Marriott understands that the practice of investing in its current staff and promoting career growth and development in the company further the goal of cutting costs on hiring new staff. (Dyer Jr and Dyer, 2019). 
Marriott's recruitment and selection process embodies its principal intention to harbour, retain and drive the advancement of the who-is best for the company's business achievement. Marriott's talent acquisition strategy is focused on the hotel industry by using multichannel approaches, employer branding and the employment screening method that are aimed at getting access to the talent contribution to the quality and versatility of the workforce (Bottelier, 2023). For instance, the company places much emphasis on internal career opportunities and effectiveness in employee promotions. Thus, Marriott strengthens its reputation as the dominant hospitality employer. 
Conclusion 
In Conclusion, HRM’s growth has spurred the shift from a transactional function to a strategic partner whose objective is the achievement of organisational success. As a part of Marriott International, strategic HRM is vital for contributing to strategies of business units, using labour force planning, staff selection, and the induction of employees. Marriott accomplishes to foresees the demand and supply of employees, form’s goal and implements efficient HR programmes to make sure that they have an adequate workforce at hand to conduct their business strategy and come up with the required growth in the highly competitive hospitality market. The Marriott success story is a testimony to the power of strategic HRM tools. Through these, the hotel chain has gradually built a culture of unprecedented excellence, active engagement of its employees, and widespread customer satisfaction. Its global brand recognition hence consolidates.                                                                                                                                                                            	 
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