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[bookmark: _Int_rJPPnSad]Human resource management activities, processes and approaches have evolved quite significantly in the hospitality industry in the last decade, particularly in hotel brands. The evolution of HRM in Marriott International Inc. which has contributed to its global brand development will be discussed in this essay. Marriott International Inc. is a global hospitality giant, practically the largest international hotel chain by the number of available rooms (Fagyas and Datta, 2023). It has established itself as an outstanding example of a successful hotel brand over the years because of many strategic decisions, one of those being strategic HRM management decision. The strategic role of Human Resources function will also be highlighted here in the context of Marriott. The hotel brand also engages in strategic HR planning process to support its organizational development strategies. This also shall be explored in this essay by focusing on Forecasting labour demand and supply, Goal setting and strategic planning and Program implementation and evaluation. The company also follows many recruitment stages and process to improve its strategic HRM. Examples of how Marriott International achieves business development through HR planning, recruitment and selection process will be critically evaluated here. The HRM activities of this hotel brand can be used as benchmark by other growing hotel brands to become successful in the global hospitality industry. 
[bookmark: _Int_6BUbcLBc][bookmark: _Int_e6tuqJ5w][bookmark: _Int_p1Xz3QEo]HRM at Marriott International Inc. was previously labelled as personnel management. This function generally included employee payroll and administrative functions like employee records. During that period, employees at HRM were considered as a cost rather than a strategic asset (Torres, 2023). This period in the hotel brand however was not persistent for a very long time. The evolution of HRM in Marriott can be traced back to its days of inception when its founder, JW Marriott, talked to his employees about their problems in his first hotel. The founder was concerned about the employees and valued their presence. The employees were continuously posted about the current happenings in the hotel and provided them appropriate trainings (Tillery, Sheppard and Ayoun, 2023). Employees felt that they were a part of the Marriott family because managers in the company were responsible for keeping the employees satisfied. This demonstrates the transition of personnel management to human resource management. The company aligned its HRM practices with overall business strategy because they started considering employees as valuable assets for its strategic success. The HRM activities in this stage included talent management, performance management and employee development. According to Kim (2023) these activities help a company to leverage human capital strategically for achieving competitive advantage. Everything done at Marriott is built on culture of ‘putting people first’ where employees can learn, do teamwork and work in a collegial atmosphere every day (Selin, 2022). A study on the employee satisfaction of international hotel brand revealed that 92% of the employees at Marriott feel that it is a great place to work compared to industry average of 57% in the U.S (Barreto and Mayya, 2022). The transition to human resource management was followed by a transition to strategic human resource management where the company adopted a proactive and forward-thinking approach. The hotel company realized that its success in the hospitality industry highly depended on capabilities and qualities of its workforce. Their ‘Living Our Core Values and Culture’ Associate Engagement Strategy is a part of strategic human resource management (Catana and Toma, 2021). The company under this scheme provides the employees with necessary information to be successful and recognize the unique contributions of the employee. 
Following its transition to the SHRM, Marriott emphasized more on the global strategic development of its business through leveraging its HR practices. So, its HR practices have a strategic role in its success in the international hospitality industry. The hotel chain believes that its HR activities contributes to its organizational effectiveness, employee engagement and overall business goals (Milovanović, 2021). The strategic role of HR in the company can be highlighted using many examples. Talent management and development is a strategic role that Marriott’s HR functions play because using these HR functions it attracts high-potential employees and employs targeted talent development programs. This helps in identifying skilled individuals and pipelining them for key strategic positions. One talent acquisition technique used by the company is gamification strategy where the candidates play a virtual simulation game and deal with day-to-day operations in the hotel (Ivanov, Seyitoğlu and Markova, 2020). This strategic HR practice went beyond traditional resume recruitment methods and tests the real talents of employees so that they can attract the right talent to win in the competitive landscape (Jawabreh et al., 2022). The practice also indicates the use of technology to improve HR efficiency and effectiveness. 
[bookmark: _Int_x6W6IfJv]J.W. Marriott believed that motivating employees, caring about them and making winners out of them are crucial because treating employees right means they will treat customers right meaning they will come back, which is essential for success the hospitality industry (Mohsin, Brochado and Rodrigues, 2023). Again, Marriott provides many employee development programs like ‘Bench Strength Management system,’ which is a system wide leadership development action. This initiative allows the company to mark potential leaders and train them for skill development required to carry the business forward. Employee engagement is also one of the strategic roles that HR plays for Marriott’s strategic development. The company publishes ‘Your Take care Playbook’ for guiding other companies in the industry in improving employee engagement every year (Yağmur, Demirel and Kılıç, 2023). Great Places to Work® Institute stated in a survey that companies that focuses achieving high employee engagement perform 21% more than average companies on a number of performance metrics such as customer retention, profitability, and productivity (Selin, 2022). Marriott Rewards, a loyalty program of the company is a key to increasing employee engagement and therefore guest retention and satisfaction (Andreevic, 2020). 
[bookmark: _Int_D6oACVDn]The strategic role that HR practices play in Marriott’s overall strategic business development is the result of its comprehensive strategic HR planning. HR planning at Marriott International consists of many important steps: forecast of human resource demand and supply, goal setting and strategic planning and implementation and evaluation of the planned program (Hayes, 2021). In the first stage, the company conducts an incredibly detailed analysis of current workforce abilities, determining skill gaps and estimating future labour needs. The future staffing requirements are forecasted by analysing market trends and business projections. Such as before expanding into any new location, the company’s HR team looks into local economic landscape, tourism forecasts and determines the need for skilled workers in its different job roles (Anubala, 2023). This prediction enables the company to have the right number of right employees during peak seasons and can optimize staffing in off seasons. The second stage involves goal setting which complements the overall business objectives of the company. The HR team communicates with the top leaders to determine HR goals relevant to service quality, employee development and employee engagement actions to align with its overall strategic goal of enhancing customer satisfaction (Yağmur, Demirel and Kılıç, 2023). This type of planning ensures that HR goals can directly contribute to the success of the organization. 
The final stage is program implementation and evaluation in which Marriott executes its previously developed HR programs and assesses their effectiveness in achieving overall business goals. For instance, to implement he employee wellness program, the company executes many HR initiatives like mental health campaigns, providing access to wellness resources and fitness challenges. Its HR team engages in annual surveys to determine the effectiveness of these initiatives. The company’s Employee Value Proposition rooted in its ‘Take care movement’ has been at the core of its HR program implementation and evaluation (Setiawan et al., 2020). The company surveys its associates all around the year every year to get an idea of work culture, environment, and level of employee engagement. A study in 2022 revealed that the hotel demonstrated 11% more productivity, 16% less guest problems and 28% lower turnover (Anubala, 2023). Therefore, the evaluation process allowed the company to identify which HR practices contributed to these improvements and how these can be leveraged to development of its business units in different areas. The implications of such effective monitoring activities in the company also indicates that it has commitment to align broader company goals with HR goals by utilizing the human capital efficiently and ensuring employee wellbeing mostly. 
However, the recruitment and selection process are at the core of Marriott’s strategic planning because this is where the company finds the employees around which HR plans are developed (Kainthola, 2021). Its recruitment and selection process usually have many steps. It starts with determining vacancies, which is usually done in the forecasting of supply and demand of labour in the planning stage. The skills and competencies required to fulfil vacancies and new roles are communicated to the potential candidates through several channels like online news portals, campus recruitment initiatives and partnership with educational institutions having students studying hospitality. Then comes shortlisting and screening of the candidates who applied. It is worth highlighting here that the company follows a ‘no fees’ recruitment policy which demonstrates its commitment to ethical recruitment overall (Jawabreh et al., 2022). Candidates may be called for a phone screen to discuss about qualification and positions. After passing the phone screen stage, in-person interviews are arranged which may be panel interview or one-on-one interview (Wang, Hu, and Zhang, 2020). In this stage, Marriott does not only test the technical skills of the candidates but also tests whether the employees fit in its culture and employee-oriented values. Currently, the interviews also involve gamification for recruitment, named ‘My Marriott Hotel’ game, where the candidates play a virtual game from the hotel’s perspective. If the prospective candidates pass these recruitment and selection stages, they are called for job and onboarding begins. Employees are often taught about decision-making and employee empowerment on their first day of their jobs. Many employees also learn by seeing the online videos of the brand to get a better idea of the jobs they must do. So, it is evident that, the hotel brand puts special emphasis on integrating newly hired employees seamlessly in its culture by providing a comprehensive onboarding experience (Xu, Stienmetz and Ashton, 2020). 
Having known the recruitment and selection stages, it is necessary to understand how all these HR practices have influenced the strategic development of Marriott. The company is ranked in top 100 places to work in Forbes for many reasons (Ngoepe and Wakelin-Theron, 2023). The main being its comprehensive HR policies which helped it to engage and retain employees. Engaged employees work more productively meaning that they provide better customer service and help in customer retention in turn. Its innovative recruitment strategies like using technology in seamless recruitment and partnership with hospitality institutions assured that the company has a good influx of skilled and highly motivated workers (Ngoepe and Wakelin-Theron, 2023). The business units like the hotels had the right employee at the right time that facilitated their developments as well as cut on the unit’s costs, contributing to the overall business development. Many key employee development programs like ‘Bench Strength Management system’ and Take care movement’ allows it to maintain a consistent approach to evaluate leadership potential and employee engagement (Duric and Potočnik Topler, 2021). Through these, it focuses on core competencies that it requires for strategic development and thus achieved growth and development over all these years.
From the analysis conducted on Marriott International Inc in this essay, it can be said that HRM can be a valuable tool in the strategic development of an international hotel brand. Various HR practices like workforce planning, recruitment and selection processes help find the best fit employee for a company. It can also be concluded that human resources or workforce of a hotel brand is essential for competition efficiently in the hospitality industry as employees remain at the forefront in this service sector. By appropriately planning HR practices, implementing, and evaluating them on a regular basis, it is possible to achieve growth while also maintaining employee engagement without overloading them with work.
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