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To address the current and forthcoming challenges in the human resources function, novel methodologies are required to recognise the fundamental differences between employees today and those of the past (Kravariti and Johnston, 2020). Each employee possesses a distinct approach, motivation, and viewpoint, among numerous other characteristics. Hence, traditional human resource methodologies prove to be ineffectual in the realm of employee management. In addition to changes in the nature of today’s workforce, there have been significant changes both internally and externally within which most businesses operate and the HR profession has evolved and developed over time. When properly implemented, a brand-new concept of strategic HR management has the potential to solve immediate challenges in the HR sector (Greer, 2021). This strategy seeks to develop new strategies for organization some employee management has improved. This paper examines the development and roles of Human Resource Management (HRM) in the context of Hilton Hotels, focusing on its impact on personnel planning, recruitment and selection. Hilton Hotel, an acquiring institution name in the global hospitality industry, is known for providing exceptional products to discerning customers. Founded in 1919 by Conrad Hilton, it is now headquartered in Tysons, Virginia. Hilton oversaw worldwide hospitality operations in 118 countries and 6,215 destinations (Rockett, 2023).

[bookmark: _Toc157975457]The evolution of HRM
The evolution of human resource management (HRM) in the hospitality industry has cut a fine line of history, reflecting broader developments in organizational management. From the pre-industry revolution era to the contemporary scenario, the unique challenges and dynamics of the hospitality industry have continued to shape and fuse HR practices, resulting in an interconnected trajectory of the industry’s transformation journey (Rossidis et al., 2021). In this stage of the hospitality industry, HR practices were elementary, lacking structures. Manual labour predominated, and workers were often treated as mere commodities rather than individuals with specific needs and aspirations. The lack of job skills meant that employees were expected to be versatile and to work long hours in physically demanding jobs. The pay was low, and the working conditions were almost nonexistent. Employers were not required by law to provide extra perks or make sure their workplaces were safe (Blayney et al., 2020). People were hired and trained informally, depending on physical fitness and learning on the job. As the business continued to change during this time, it became clear that HRM practices needed to be more structured.
There were big changes in the hotel business during the Industrial Revolution. As businesses like hotels, bars, and other places grew, efficiency and output became very important. According to Zehir et al. (2020), specialised job skills became a key factor that streamlined operations and raised total output. Scientific management theories advocated by Frederick Taylor emphasised efficiency but accumulation theory further reinforced the importance of specialisation, which usually improved the welfare of workers and job satisfaction costs (Taylor, 2023). As output went up, new employees had to be hired and given formal training. The rise of trade unions was a big step forward in protecting workers' rights and laid the groundwork for a systematic and strategic way to run the hospitality industry during this time.
People management began in the early 1900s because of the need for a more organised way to handle HR issues. During this time, a lot of attention was made to legal and administrative issues like hiring, firing, training, and pay (Zehir et al., 2020). Following labour rules became very important, and supervisors kept records and dealt with worker complaints. During this time, programmes like sick leave and health insurance for workers were put in place to improve their well-being (Rossidis et al., 2021). Performance reviews were used to judge each worker and decide who would get promoted and how much they should be paid. People in charge of staffing thought this was a big step towards putting HRD practices into the hospitality business.
People criticised the power of bureaucrats over workers in the 1930s and 1950s, which led to the human relations era. Bulińska and Bagieńska (2021) say that this time used a humanistic method and stressed how important it was to understand employees' wants and needs. In his research during this time, Hawthorne focused on how social factors affect success. As a general rule, HRM practices create good connections, encourage a sense of community, and start training and development programmes. This time set the stage for the current focus on employee engagement and happiness in the hospitality business.
Strategic Human Resource Management (SHRM) changed the hotel business in a big way in the 1980s. SHRM matched its HR and resource management practices with organisational goals (Rossidis et al., 2021). This required shifting the emphasis away from people and operations. The establishment of a high-performing culture was prioritised in order to attract, retain, and develop talent in order to achieve strategic success over the long term. Collaboration with other businesses and talent management have become increasingly vital as SHRM has expanded. Many of the HR practices used today in the hospitality industry have their origins in this era.
Diversity, equality, and inclusion (DEI), a strategic emphasis on employee well-being, and the use of technology are the hallmarks of modern HRM in the hotel business, according to Muktamar et al. (2023). Programmes that promote health and employee engagement are now crucial. Wellness programming, mental health assistance, and flexible work arrangements are gaining popularity. Human resources technology has made recruiting and learning management systems, among others, easier, faster, and more flexible to meet the ever-evolving demands of businesses (Hu, C., 2022). The increased emphasis on diversity, equity, and inclusion (DEI) highlights the significance of creating inclusive workplaces. At Hilton Hotels, we prioritise the well-being of our employees as part of our modern Human Resource Management (HRM) strategy. This is due to the fact that improved performance outcomes are directly correlated to content quality and staff engagement. Hilton has a lot of programmes in place to help its workers find a good work-life balance. These include flexible work schedules, wellness programmes, and mental health support. The Team Member Assistance Programme (TMAP) (López-Gamero et al., 2023) shows how committed they are to this. Setting up a supportive work setting with the Hilton confidential support system Show that you are committed. Hilton also uses the newest technology, such as applicant tracking systems, performance management software, and cloud-based HR systems, to make its HR processes more quick and adaptable. This integration makes HR workers more productive and effective, which helps Hilton Hotels be successful overall. Also, in keeping with today’s focus on diversity, equity, and inclusion (DEI), Hilton actively supports inclusion through initiatives such as Thrive@Hilton (Dewi et al., 2023). This program provides resources, training, and support enabling Hilton’s workforce to be diverse, inclusive, and visible as a global community that serves. In doing so, it exemplifies Hilton’s commitment to creating a workplace culture that values ​​and celebrates diversity.

[bookmark: _Toc157975458]The strategic role of HR functions
Human resource management in the hospitality industry is one of the most important tasks associated with managing employee-employee relations. According to Atef and Eissa (2021), the role of HR in the Hospitality Industry is to recruit, train and develop employees to ensure high quality services to customers. HR managers in the hospitality industry play an important role in keeping employees motivated, engaged and satisfied with their work and within the leg as a Strategic Partner (Reidhead, 2020). The brand’s objective of creating an agile and adaptable workforce demonstrates the critical role HR plays in preparing for future challenges and presenting opportunities will meet current business needs. This strategic integration allows Hilton to remain a leader in the competitive hospitality industry.
Hilton's strategic HR strategy is a cornerstone of its success, reflecting a forward-thinking approach to managing and managing labour demand and supply (Hassanein and Özgit, 2022). The forecasting phase involves careful analysis of market trends, technological developments and business expansion plans. For example, when Hilton aims to expand into new markets, HR collaborates with other departments to forecast labour demand, taking into account factors such as cultural diversity and local expertise (Hassanein and Özgit, 2022). Goal setting and planning at Hilton ensures that HR objectives are well aligned with broader business objectives. For example, Hilton’s strategic goal of establishing a strong presence in the Asia-Pacific region requires HR to develop strategies for hiring and developing culturally competent employees (Cardoso, 2022). This strategy positions the HR program as an important element in Hilton’s pursuit of sustainable growth and global competitiveness. Hilton’s commitment to implementing and evaluating the system underscores its dedication to refining and optimizing HR processes. Regular reviews ensure that HR processes are effective and scalable, and contribute positively to organizational goals. Sharma et al. (2021) mentioned that Hilton’s continuous improvements in HR systems allowed the brand to stay agile, navigate trends, and maintain its position as an industry leader in the global hospitality market in the time of COVID-19 crisis in 2020. The hotel unveiled a robust management plan to address the crisis. Seeing a sudden decline in travel and hotel occupancy, Hilton immediately adjusted its workforce, introducing measures such as temporary leave, reduced hours, and cross-training employees for different jobs and to retain talent in financial investment played a role (Sharma et al., 2021). Leveraging its global presence and market understandings, Hilton has made strategic decisions to retain key talent while preparing for rapid recovery as travel restrictions are reduced. This example highlights Hilton’s ability to align human resource planning with broader business objectives, and ensure its employees’ resilience in challenging times.
Driven by HRM Hilton Hotels’ meticulous workforce reflects its dedication to attracting top talent aligned with its values ​​and objectives. Identifying the needs of employees begins a prospecting process, where Hilton uses various methods such as online forums, industry networking, and internal referrals (Joshi, M.P., 2023). Hilton and guest schools and business programs work hard to identify promising talent, so that within the organization a continuous improvement is ensured for competent individuals. Selections at Hilton go beyond evaluating technical skills. It strongly emphasizes cultural fit, flexibility and commitment to Hilton’s renowned hospitality values. An example of this is Hilton's "Value-Based Recruitment" program, where the brand focuses on aligning applicant values ​​with the company's core values, resulting in employees who share a commitment to exceptional service (Zeng, 2021). This program focuses on recruiting individuals from diverse backgrounds and underrepresented groups. By actively seeking talent from diverse demographics, Hilton aims to increase cultural diversity and their inclusive workforce, resulting in a vibrant and innovative organizational culture. Hilton's recruitment and selection processes have influenced greatly on business unit development. By strategically identifying and acquiring top talent, Hilton ensures that every facility is staffed by employees who not only have the necessary skills but also embody the brand’s commitment to exceptional service (Hassanein and Özgit, 2022). This approach improves the cohesion and efficiency of Hilton groups, leading to improved guest experience and continued success across its corporate networks around the world.

[bookmark: _Toc157975459]Conclusion
In conclusion, the HRM evolution represents a transformational journey from basic practices to a more strategic and dynamic approach to the ever-changing landscape of the hospitality industry The model does Integration of HRD at Hilton is reflected in the process of HRD planning, recruitment and selection. Demonstrates dedication to anticipating and meeting employee needs and offers, aligning HR objectives with broader business objectives, and ongoing program evaluation to remain a global market leader in a competitive environment. Responding to the COVID-19 pandemic, underscores Hilton’s agility and resilience, and reaffirms the strategic importance of human resources. Hilton's careful approach to employee selection, focusing on employee well-being, technological advancement, diversity and integration strategy highlights HR's modern advantages not only that these practices contribute to Hilton's success as a forward-thinking global brand only They emphasize the important role of human resources in planning.
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