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Introduction
Human resource management involves developing personnel procedures and policies that support the organisational strategic plans and objectives (Brunetto and Beattie, 2020). HRM aims to foster a culture that empowers the workers to be productive and reflects the organisation's core values. The human resource sector of an organisation can be described as a department that handles the relationship between leadership and employees. HR is a vital element of an organisation as it ensures that it has sufficient resources for managing its operations, improves employee well-being, and enhances productivity (Mahapatro, 2021). Lack of proper management of human resources can result in an organisation struggling with its employees. The importance of human resources in an organisation's development has resulted in employers and organisations investing in human resource management. A good example of such an organisation is Hilton Hotels. In evaluating Hilton Hotel's human resource management, this essay evaluates the strategic role of HR functions, strategic HR planning process, and recruitment stages and selection process of the organisation.
The evolution of HRM starts in the early 20th century. During this period, organisations focused on ensuring they complied with labour laws and maintaining records (Kadam et al., 2022). The HRM focused on personnel management. The role of human resource management evolved over time to become more proactive and strategic in aligning human resources with the organisation's objectives and goals. In the 1980s, HRM transitioned from personnel management to strategic alignment of human resources with organisational goals (Kadam et al., 2022). In the early 21st century, the HRM moved to strategic HRM, with the human resource department evolving into a strategic partner within businesses (Brunetto and Beattie, 2020). The HR department moved to being a vital contributor to an organisation's business strategy.
The strategic role of HR functions is pivotal in achieving organisational goals. Strategic HRM, also known as people strategy, is described by Brunetto and Beattie (2020) as the process of developing a coherent framework for workers to be hired, developed, and managed to support the long-term goals of a business. Strategic HRM helps in ensuring that the various elements of people management in an organisation work together to create and push the climate and behaviour to meet the organisation's performance targets. Snell and Morris (2021) report that HR has moved beyond its traditional administrative tasks to become a strategic partner in driving business success. Currently, HRM involves aligning HR practices with the overall business strategy. The strategic roles of HRM involve ensuring that the workforce is equipped with the skills and capabilities necessary for achieving organisational objectives. The roles include talent acquisition, development, and retention. The HRM role also includes creating a positive workplace culture that fosters innovation and employee engagement (Brunetto and Beattie, 2020). HR functions also play a key role in change management, helping organisations adapt to external and internal shifts.
The human resource planning process allows an organisation to make the most out of its employees, who are considered the most important resource (Mahapatro, 2021). Human resource planning aims at ensuring that a business has the necessary human resources to meet long-term and short-term goals. Strategic HR planning is a comprehensive process that involves the HR department forecasting the demand and supply of labour, strategic planning, goal setting, program implementation, and evaluation. Meijerink et al. (2021) report that forecasting labour demand involves the human resource department predicting future workforce needs based on external factors such as market trends and business growth. It also involves the HR department assessing the availability of qualified talent internally and externally. This process helps HR anticipate potential gaps in the workforce and take proactive measures (Ayandibu and Kaseeram, 2020). In forecasting labour demand, Hilton Hotels has several measures in place to ensure that it has the necessary human resources. For instance, the hotel forecasts labour supply by assessing its internal talent pool to identify the existing competencies and skills (EHL Insights, 2020). The analysis is essential as it helps recognise the potential candidates for internal mobility, promotions, and leadership development programs. In addition, HR works together with market analysts to understand the trends in the industry, including factors such as emerging markets, travel patterns, and changes in consumer preferences (Bardukova, 2023). This helps in understanding its current labour supply and needs, which informs the recruitment process.
After analysing the labour demand and supply and identifying the organisation's needs, HR engages in goal setting aligned with organisational objectives. The goal-setting process includes the HR department defining the skills and competencies needed for success. The goal setting is followed by strategic planning, which involves developing HR initiatives that support these goals. Some of the strategic planning HR functions include training programs, leadership development, and performance management. In terms of goal setting, the human resource department at Hilton Hotel works with top management to set HR goals that are directly aligned with the overall business strategy (Alreahi et al., 2022). The goal setting and strategic planning at the hotel has several aspects, such as talent development goals, global workforce alignment, and diversity and inclusion initiatives. The talent development goals involve the HR working with the hotel's leadership to establish goals related to talent development (Yau, 2020). Hilton Hotel's HR focuses on improving the skills of the existing employees and enhancing their initiatives and leadership capabilities (Ma, 2021). The hotel's HR also ensures that the workforce is aligned with Hilton's global strategy. The hotel achieves this by promoting global talent mobility and enabling employees to work across different regions (Ma, 2021).
The HR planning process also involves program implementation and evaluation. Implementation of HR programs involves putting the strategic plans into action. Some of the program implementation strategies include the organisation's recruitment strategies, training and development programs, and performance management systems (Agustian et al., 2023). HR ensures that the workforce is equipped with the necessary skills to meet current and future demands. On the other hand, evaluation involves the HR department continuously assessing the effectiveness of its programs. The evaluation also includes evaluating the impact of the HR programs on the organisational goals (Stofkova and Sukalova, 2020). Evaluation involves HR using metrics such as employee performance, turnover rates, and workforce satisfaction, which are monitored. It helps human resource management in making data-driven adjustments regarding its employees, ensuring that HR practices remain aligned with strategic objectives ((Stofkova and Sukalova, 2020). Hilton Hotels implements several HR programs to achieve its strategic goals. For instance, it invests in training and development programs to improve the workers' skills and competencies (Atef and Eissa, 2021). The HR regularly evaluates the effectiveness of the training and development programs to ensure that they are aligned with the business goals. Hilton Hotels has a performance management system that is used to assess the employees' performances (Lamo, 2019). This system helps identify the best-performing employees and subject those in need of improvement to the training and development programs. Hilton Hotel's evaluation also includes employee engagement and continuous feedback (Xia, 2022). The employee engagement programs help in evaluating the impact of the HR initiatives on employee satisfaction, retention, and overall organisational performance. Continuous feedback helps gather insights from employees and managers, which informs adjustments to human resource strategies and programs.
Recruitment Stages and Selection Process
An important element of human resource management is recruitment and selection. Adeosun and Ohiani (2020) report that an effective recruitment and selection process ensures that an organisation attracts and hires the right talent. The recruitment and selection process has several stages. The first stage is job analysis and planning. Hunkenschroer and Luetge (2022) report that the recruitment process begins with the HR department thoroughly analysing the job requirements to identify the skills, qualifications, and responsibilities associated with the position. HR then plans the recruitment strategy, which involves considering factors such as sourcing channels and the target candidate pool. The second stage of the requirement and selection process is sourcing and attraction (Adeosun and Ohiani, 2020). This involves the human resource department actively sourcing candidates through various channels, such as job boards, social media, and networking events. The selection process requires effective employer branding to help attract top talent. The goal is to create a diverse pool of qualified candidates.
The third stage of the recruitment and selection process is screening and shortlisting. Upadhyaya (2022) terms screening and shortlisting as essential as they help ensure that the applicants meet the job requirements. The HR department subjects the shortlisted candidates to further assessments, such as interviews, assessments, and reference checks, to determine their suitability for the role. The fourth stage of the recruitment and selection process is interviews and assessment. The human resource managers conduct both technical and behavioural interviews to assess candidates' skills, cultural fit, and potential contributions to the organisation (Adeosun and Ohiani, 2020). The candidates can also be subjected to additional assessments, such as psychometric tests, which may be conducted based on the job requirements. The last stage of the recruitment and selection process is the final selection and job offer. The human resource manager ensures a smooth transition for the new hire, including onboarding processes and orientation to integrate them successfully into the organisation (Upadhyaya, 2022). An effective recruitment and selection process ensures that an organisation gets the right employees.
Hilton Hotels' HR planning, recruitment, and selection play essential roles in facilitating its business development. The hotel's HR planning involves the hotel conducting a comprehensive analysis of market trends and expansion plans to forecast its labour needs (Zhang, 2023). For instance, if Hilton identifies a growing demand for luxury resorts in a specific region, the HR planning process involves strategic workforce planning to ensure the right talent is available for the new business unit. This strategic HR planning positively influences the hotel's business development. Zhang (2023) reports that Hilton Hotel ensures that it acquires the necessary talent to support the growth of its business unit. The positive impact of this planning is that it helps the hotel avoid talent shortages and have a smooth transition into new markets.
Hilton Hotels' recruitment and selection process involves several platforms. The hotel's approach to recruitment leverages recruitment agencies, internal talent pools, and online platforms. According to Ma (2021), with the organisation operating in the hotel industry, its staff is largely comprised of the youth, with those below 25 years taking about 80% of its workforce. Hilton also ensures that employees in management possess at least a bachelor's degree. For these recruitment objectives to be achieved, five recruitment channels are used: internal recommendation, internal application, online recruitment, headhunting company recommendation, and campus recruitment. If a new management position is available, the hotel uses internal promotion to meet the demand.
Hilton Hotel's selection process is based on the acknowledgement that it has customers from different countries. As a result, it focuses on ensuring that it has an inclusive and diverse staff to capture the personalised requirements. The talent section criteria involve focusing on interpersonal communication, paying attention to quality and customers, and the unity of the hotel and personal benefits (Zhang, 2023). The selection process thus ensures that the applications have good interpersonal communication skills. It also ensures that these are able to meet the customer demands. By tailoring recruitment strategies to the specific needs of each business unit, Hilton ensures that the teams are skilled and culturally fit to survive in the hotel industry. This approach enhances the brand's ability to connect with diverse customer bases.
In conclusion, HRM is vital to an organisation's operations. HRM has evolved from personnel management to aligning human resources with an organisation's objectives and goals and making them strategic to the business strategy of an organisation. Hilton Hotel considers human resources to be essential in its operations. As a result, it has a strategic planning, recruitment, and selection process to ensure that it hires the right talents and skills to meet the demands of the hotel industry. Hilton Hotel also ensures that its employees are trained and developed. As such, with human resources being essential in an organisation's operations, employers should enhance recruitment, selection, and employee management. 


References
Adeosun, O.T. and Ohiani, A.S., 2020. Attracting and recruiting quality talent: firm perspectives. Rajagiri Management Journal, 14(2), pp.107-120.
Agustian, K., Pohan, A., Zen, A., Wiwin, W. and Malik, A.J., 2023. Human Resource Management Strategies in Achieving Competitive Advantage in Business Administration. Journal of Contemporary Administration and Management (ADMAN), 1(2), pp.108-117.
Alreahi, M., Bujdosó, Z., Kabil, M., Akaak, A., Benkó, K.F., Setioningtyas, W.P. and Dávid, L.D., 2022. Green human resources management in the hotel industry: A systematic review. Sustainability, 15(1), p.99.
Atef, A.M. and Eissa, M.M., 2021. Role and Contribution of Knowledge Management to Development the Competitiveness in Hotel Industry. International Journal of Heritage, Tourism and Hospitality, 15(1), pp.191-200.
Ayandibu, A.O. and Kaseeram, I., 2020. The future of workforce planning. In Human Capital Formation for the Fourth Industrial Revolution (pp. 127-156). IGI Global.
Bardukova, L., 2023. Navigating the Hospitality Horizon: Current Trends and Strategies for Customer Attraction and Retention in the Hotel Industry. Economics and computer science, (2), pp.88-103.
Brunetto, Y. and Beattie, R., 2020. Changing role of HRM in the public sector. Public Management Review, 22(1), pp.1-5.
EHL Insights. 2020. Hilton: When recruiting talents we focus on soft skills like teamwork. Hospitality Insights. Available at https://hospitalityinsights.ehl.edu/soft-skills 
Hunkenschroer, A.L. and Luetge, C., 2022. Ethics of AI-enabled recruiting and selection: A review and research agenda. Journal of Business Ethics, 178(4), pp.977-1007.
Kadam, S., Luharia, A., Tivaskar, S. and Khatib, M.W., 2022. Evolution of Human Resource Management–A Review Article. Journal of Pharmaceutical Negative Results, pp.212-218.
Lamo, E. 2019. The Center of Success: A Case Study on Hilton’s Company Culture. California Polytechnic State University
Ma, R. 2021. Human resource management in multinational companies—— from the perspective of Hilton Hotels. E3S Web of Conferences, 235(12):02058 DOI:10.1051/e3sconf/202123502058
Mahapatro, B., 2021. Human resource management. New Age International (P) ltd.
Meijerink, J., Boons, M., Keegan, A. and Marler, J., 2021. Algorithmic human resource management: Synthesizing developments and cross-disciplinary insights on digital HRM. The InTernaTIonal Journal of human resource management, 32(12), pp.2545-2562.
Snell, S.A. and Morris, S.S., 2021. Time for realignment: The HR ecosystem. Academy of Management Perspectives, 35(2), pp.219-236.
Stofkova, Z. and Sukalova, V., 2020. Sustainable development of human resources in globalization period. Sustainability, 12(18), p.7681.
Upadhyaya, A., 2022. A Study On Employee Perception About Online Recruitment Process (Doctoral dissertation).
Xia, S., 2022. Leadership Styles and Their Impact On Employee Engagement In The UK Hospitality Industry Organizations (Doctoral dissertation, Siam University).
Yau, T.K., 2020. The impact of perceived talent management practice on turnover intention of hotel employees. Signature.
Zhang, J. 2023. Analysis of Strategic Human Resource Management Practices: A Case Study of Hilton Worldwide. Frontiers in Business Economics and Management 8(3):215-222

