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Introduction
Human resources are one of the most important resources for an organisation as they are directly connected with the proper and efficient utilisation of other resources available to an organisation. The focus of an organisation always is to ensure the most effective and efficient use of the resources (Becker, 2020). Without ensuing the proper utilisation of human resource, it becomes quite challenging to achieve the organisational goals and objectives. The ultimate role of human resource management is to ensure the effective, efficient and synergistic utilisation of the basic resources like money, market, method, materials, machine and human. But, the evolution of the human resource management practices as substantially influenced the role of the human resource managers and the overall dynamics of the human resource management activities in the organisational context to a great extent. This particular essay will focus on how the evolution of the human resource management has substantially influenced the dynamics of strategic development for a particular organisation. The selected organisation for this essay is Hilton Hotel which is a global icon of hospitality industry and is also known for its commitment to excellence. Various important aspects of the human resource management and its connection with the facilitation of the strategic development of an organisation will also be discussed in the essay. 
A discussion on how the evolution of HRM facilitates the strategic development
The evolution and the development of the human resource management practices and strategies have been quite enormous in terms of conducting the human resource activities in a particular way by a particular organisation in a particular context. In fact, it can be said that the evolution of the human resource management has taken place in several stages (Boella and Goss-Turner, 2022). One of the earliest forms a human resource management is the administrative human resource management where the Human resource department was primary responsible for conducting the record keeping activities and maintaining compliance with the employment laws and regulations for the organisation. The ultimate focus of these particular approach was mostly on the transactional activities like hiring, payroll activity and the administration of benefits for the employees of the organisation. In between 1950 and 1960, human resource management paradigm evolved to focus more on the behavioural aspects of managing the employees of the organisation (Chambers and Cifter, 2022). This particular approach also emphasized the role of employ motivation communication and the leadership development as well. In this stage, the emergence of the performance management systems, different types of employee training and development programmes and team building initiatives took place making it easier for the human resource management practitioners to capitalise on the resources available to the organisation in the most effective and efficient manner. Such evolution substantially influenced the strategic management and strategic development procedures of the organisation to a great extent. Strategic human resource management emerged in between 1980s and 1990s (Darcy et al., 2014). Rapidly changing business environment substantially contributed to the evolution of strategic human resource management practices and strategies. This particular approach essentially focused on properly aligning different human resource management activities with the business strategies and objectives of the organisation while dealing with the different changes existed in the marketplace (DeKay, Yates and Toh, 2022). This particular stage of the human resource management development emphasized the development of the high-performance work culture along with talent management and workforce planning as well. The rise of international human resource management was a practical response to the emergence of multinational corporations the ultimate focus was on the management of the employees from various countries and cultures and also while working within different types of legal frameworks. This also involves the development of the global HR policies and practices that balance standardisation with local adaptation (Wright, Dunford and Snell, 2021). The digital human resource management is the output of the recent emergence of digital technology and analytics while conducting the general immune resource management activities by the organisation. Besides, globalisation has also played a fundamental role in shaping the trends and dynamics of the evolution of human resource management practices by a particular organisation. Every stage in the evolution of the human resource management influenced the strategic development by making it easier for the organisation to hire the most deserving candidates to achieve the desired results by the organisation (Jones and Martain, 2021). In fact, the evolution of HRM reflects a dynamic and paradigm shift from a reactive, administrative function to a more proactive, strategic partner in the organisational success.  shift is magnified in the context of the hospitality industry, where HRM not only adapts to the challenges of a globalized workforce but also actively contributes to the strategic positioning and sustainable growth of international hotel brands like Hilton. 

It is necessary to recognise the strategic role and dynamics of the human resource functions for an organisation with specific focus on the hospitality sector as well. As far as the context of the international hospitality industry is concerned, the strategic functions of the human resource management activities are quite crucial in effectively and efficiently shaping the organisational success in the competitive business environment (Lee and Choi, 2021). As a matter of fact, the human resource management activities are not confined to the traditional administrative tasks but has substantially evolved into a more strategic activity that contributes to a great extent to the achievement of different organisational goals and objectives. For example, it has become necessary for the Hilton hotel to integrate the human resource management policies with the overall goal of talent management while hiring different individuals from around the whole world. In this case, it becomes necessary for the human resource managers to have the practical knowledge about the influence of multicultural and multidimensional workplace environment while initiating any training activity or employee development activity as well. It has also become necessary for the global hospitality market players to recognise the contribution of human resource practices while developing global business goals and maintaining the global presence in the competitive business environment (Lengnick-Hall, Beck and Lengnick-Hall, 2021). The human resource management activities act as an ultimate linkage between the organisational vision and the workforce of the organisation does ensuring that the talent pool is not only skilled and competent but also strategically aligned and influenced with the objectives of the brand (Tesone, 2022). The Hilton Hotel’s Human resource department also tries to maintain linkage while conducting the general human resource management activities. While conducting the global hiring procedure, the company instructs the human resource management department to hire the employees having more resilience and multi-cultural understanding. One of the most important aspects of global strategic management of the human resource functions lies in the talent acquisition and retention strategy of organisation (Lewis and Heckman, 2021). The success of Hilton Hotel depends heavily on its practical capability to attract and retain the most deserving talent across various functions starting from hospitality management to customer service (Li and Singal, 2021). It is responsibility of the human resource management department of the organisation to strategically design the recruitment process that will go beyond the general skill assessment and will focus more on cultural fit, adaptability and a practical commitment to the values of the brand.

The strategic human resource planning is one of the most important processes for ensuring sustain success for Hilton Hotel. Strategic human resource planning is the process of anticipating future workforce needs while aligning the human resource practices with the business objectives thus fostering an agile organisational culture. This particular activity is very much necessary for a particular organisation working within the competitive hospitality industry as it is directly connected with the sustainability purpose and the long-term profitability course of action as well (Macduffie, 2021). The strategic human resource planning activity of Hilton Hotel starts with a meticulous analysis about the labour demand and supply (Hilton, 2022). It is very much necessary for the organisation to conduct the analysis of liver demand and supply so that organisation does not hire more employees than necessary or does not suffer the crisis of less individuals to work for the company. Proper capacity planning is a double-edged sword and that is why it is necessary for the organisation to understand the potential demand of labour and the associated supply of the labour from the job market. Different organisations adopted different types of strategies to analyse the potential demand of labour and supply while trying to hire from the job market on the global basis (Melia, 2021). As far as the Hilton hotel is concerned, the company contacts the analysis by scrutinising different categories of historical data, industry trends and potential changes so that skills gaps and gaps in competencies can be understood and proactive staff management challenge mechanisms can be implemented. Proper goal setting and strategic planning are two integral parts of the strategic human resource management practices for a particular organisation. Hilton Hotel’s HRM strategic planning starts with the proper goal setting activity (Shankar, 2021). It is necessary for the organisation to set the terminal goals and the summative goals as well so that the performance of the organisation can be properly benchmarked and evaluated against the standards set for the industry and also by the company as well. The company always tries to maintain the strategic alignments of the general organisational goals with the strategic human resource goals so that every goal achievement by the human resource department of the organisation contributes to the achievement of the overall strategic goals of the organisation in the most effective and efficient manner (Moore, 2022). For example, Hilton hotel sets specific goals for the human resource management department of organisation after consulting with the divisional heads of other functional departments of the organisation so that the achievement of the HR goals contributes to the achievement of other strategic goals by functional departments of organisation (Nickson, 2021). The company also sets different types of key performance indicators and measurable targets so that the HR objectives properly integrated with the strategic framework of the Hilton Hotel while conducting the business activities on the global basis. The organisation also conducts regular assessments and evaluations to measure the impact of the employee training programs in terms of the employee performance, the level of satisfaction and the overall organisational success as well. This feedback loop has been so much helpful for Hilton Hotel in enabling the HR department at Hilton to adapt strategies while ensuring continuous improvement and alignment with the dynamic needs of the hospitality industry.

The recruitment strategies and the selection process of Hilton Hotel also substantially contribute to the strategic development of the organisation (Paauwe, 2020). The recruitment process of intern Hotel is multinational as it starts with a thorough analysis of the staffing needs considering both the existing and the future strategic objectives of the organisation. The recruitment stages of the organisation include job profiling, properly targeted advertising and leveraging the digital platform to reach the most deserving pool of candidates (Paauwe and Boselie, 2022). The organisational culture is to privatise the cultural fit, customer centric mind-set and the adaptability of the perspective candidate so that they can effectively manage the global business activities in the most effective and efficient manner. The selection process of the company is also aligned with the strategic goals of the organisation to help the organisation to achieve the long-term strategic needs (Ruona and Gibson, 2021). Beyond assessing different types of technical competencies, the process places a premium on qualities that resonate with Hilton’s commitment and overall dedication to exceptional service. Different types of behavioural interviews, situational judgment tests, and assessment centres are customised to evaluate not only skills but also cultural alignment and potential for growth. 
Conclusion
So, to sum up, it is quite clear that the strategic alignment of the human resource activities with the strategic development organisation should be prioritised by the top management especially while conducting the global business operations. Hilton Hotel’s journey, as illuminated through the perspective of HRM can be considered prime evidence to the strategic prowess and capability of human capital management activities in the international hospitality context.
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