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Essay Title – Discuss how the evolution of HRM facilitates the strategic development of an international hotel brand through workforce planning, recruitment and selection.
Over time, Human Resources Management (HRM) has undergone substantial evolution, shifting from a basic administrative role to becoming a strategic partner in organisational advancement and improvement. Human Resources Management (HRM) can be defined as the process which manages an organisations workforce effectively using policies, practices, and processes to achieve strategic objectives within the organisations workforce effectively (Hoque K, 2013).
Hilton Hotels International, a renowned global hospitality brand, has undergone significant evolution in its Human Resource Management (HRM) practices over the years. This essay explores the transformative journey of HRM within Hilton, focusing on its pivotal role in facilitating strategic advancement through efficient workforce planning, recruitment, and selection.
The evolution of HRM in Hilton can be traced back to its founder, Conrad Hilton, who emphasised the importance of employee satisfaction and well-being. Initially, HRM primarily focused on basic personnel administration duties for instance payroll management and employee relations. Non the less, as the hospitality sector evolved, so did Hilton's HRM practices (Maxwell et al, 2002). The company recognised the need for strategic HRM to effectively manage its workforce and stay competitive in the market. It placed a  strong emphasis on talent development, employee engagement, technology advancement and integration, diversity, and inclusion. These strategies enabled Hilton to deliver exceptional customer service and achieve its objectives while demonstrating the integral link between HRM practices and the success of an international hotel brand (C.G. Davidson et al, 2011). 
Hilton has embraced innovative HRM technologies in recent years through the use of  advanced Human Resource Information System (HRIS) platforms/software to streamline compensation, incentives, and performance management, enhancing efficiency. This enables Hilton's HRM team to focus on additional employee management tasks (Charla Griffy-Brown et al, 2008). Hilton hotels commitment to diversity and inclusion is evident through their open recruitment strategies, recognising the impact of a diverse workforce on serving global clientele. This aligns with hospitality industry trends emphasising inclusivity for improved company effectiveness.
Hiltons HRM performance is strongly based on its staff training and development. The company invests in providing ongoing training programs, workshops, and career enhancement opportunities to increase the abilities and expertise of its employees. By prioritising employee growth, Hilton empowers its staff to ensure that its workforce is equipped with the necessary competencies to deliver exceptional service consistently to exceed guest expectations and provide exceptional service as a leading global hotel brand (G.A. Maxwell & S. Watson, 2006) . This shows how Hilton's approach to HRM has evolved to prioritise purpose and employee well-being rather than strict adherence to rules.
Hilton International's dedication to long-term performance and strategic planning is highlighted by the crucial role it assigns to HRM (Friedman B.A, 2019). The integration of HR and employee management activities in Hilton's strategic HR initiatives plays a central role in achieving organisational objectives and addressing business needs (Otoo, F.N.K. and Mishra, 2018). These initiatives not only facilitate the hotel's growth and sustainability but also reflect Hilton's response to market shifts and dedication to enhancing global hospitality quality. Moreover, Hilton's adaptability to market changes, incorporation of technology, and cultivation of a positive, growth-oriented work environment further solidify the significance of HRM in the hotel's global success.
Hilton Hotels has implemented specific HR practices to effectively manage its workforce and ensure compliance with employment laws. These practices are essential for the success and the well-being of its employees (Gagić, S. and Jovičić-Vuković, A., 2017). One of the key HR practices at Hilton Hotels is recruitment and selection. Hilton hotel places a strong emphasis on hiring individuals across the globe who have the requisite skills and competencies to aid in achieving the organisation's objectives. The HR department meticulously analyses and identifies potential candidates based on strategic plans and forecasting. Additionally, newly recruited employees undergo rigorous programs to familiarise themselves with the organisation's vision and values.

Hilton Hotels is committed to equal opportunities and diversity. It adheres to employment laws and regulations to ensure that all employees have equal opportunities for career advancement. Hilton actively promotes diversity and inclusion by cultivating a workplace environment that welcomes individuals from diverse backgrounds, including varying ages, genders, sexual orientations, nationalities, ethnicities, abilities, military and veteran statuses, cultures, and perspectives ( Senem Besler, Hakan Sezerel, 2012). A workforce with diversity brings an extensive array of thoughts, visions, skills and resources, thereby nurturing innovation and creativity. It allows Hilton to tap into a broader talent pool, leading to increased productivity and a competitive edge in the market. Additionally, a diverse and inclusive workplace promotes employee happiness, reduces absences, and enhances teamwork and collaboration. This approach creates a culture of respect and appreciation for different backgrounds and perspectives. It also enhances employee engagement and satisfaction as well as enabling Hilton to understand and cater to the diverse needs of its guests (Byeong Yong Kim PhD, 2006) .

Performance management is an integral part of Hilton Hotels HR practices. The HRM team implements performance management systems to establish clear expectations, provide regular feedback, and recognise high performance (Chen, Y.C et al, 2011). Regular performance evaluations and goal-setting sessions enable employees to understand their roles and contribute to their professional growth and development. By implementing these effective performance management systems, the HRM team at Hilton ensures that employees understand their roles, receive the support they need to succeed, and contribute to Hiltons overall success (Ashdown, L., 2018).

Compliance with employment laws is a priority for Hilton Hotels. The HR team at Hilton Hotels ensures compliance with employment laws through various measures. They hire experts to examine policies and guide management to avoid conflicts with the law (Tuttle, E., 2021). Hilton's strategies and policies are well-documented and authorised to ensure compliance within the organisation. The HR team also implements recruitment strategies to attract diverse talent, employee resource groups for underrepresented groups, and training programs that promote cultural awareness and sensitivity. By adhering to employment laws and implementing these initiatives, Hilton creates a work environment that is fair, inclusive, and compliant with legal requirements (Zeng, L., 2021).

The Human Resources (HR) department at Hilton Hotel utilises strategic HR planning to predict labor demand and supply, set objectives, and execute and assess plans and proposals. Through this thorough methodology, Hilton Hotel guarantees it has the appropriate talent, positioned appropriately, to meet its business aspirations and targets. (Luck, D. and Lancaster, G. (2013).

Forecasting labor demand and supply is a fundamental aspect of strategic HR planning. At Hilton Hotel, the HR team  utilises various methods to forecast labor demand. They analyse historical data, study market trends, and evaluate future business plans to estimate the number of employees required in each department and job role (Szende, P., Dalton, A.N. and Yoo, M. eds., (2021). This meticulous analysis allows the HRM team to accurately predict the staffing needs and ensure that Hilton Hotel can deliver exceptional service to its guests.

Simultaneously, Hilton HR also forecasts labor supply by assessing internal talent pools, external labor market conditions, and industry trends. This proactive examination enables the HR team to address recruitment, training, and development needs promptly, thus minimising potential talent gaps that may slow down business performance (Timothy Patrick Hilton & Susan J. Lambert, 2015). By optimising its workforce, Hilton Hotel remains well-prepared to meet the demands of the industry.

Once labor demand and supply are forecasted, Hilton Hotel's HR team aligns its goals with the organisation's strategic objectives. The HR team collaborates closely with senior leaders and department heads, they gain a deep understanding of the business priorities and identify HR strategies to support them. This phase entails establishing goals that are specific, measurable, attainable, relevant, and time-bound (SMART), (Jones, P. and Parker, A., 2008). For instance, Hilton hotels may strive to enhance its employee diversity by a designated percentage within a defined timeframe. By establishing clear and realistic goals, Hilton ensures that its HR initiatives are focused and aid to the organisations overall accomplishments and success.

Following goal setting, Hilton Hotel's HR team proceeds to implement various programs and initiatives to achieve the established objectives. They develop recruitment strategies designed to attract a diverse pool of candidates through targeted advertising, partnerships with diverse organisations, and inclusive hiring practices. Throughout the hiring process, Hilton HR ensures that job postings are accessible to all, interviews are conducted by diverse panels, and unconscious bias is minimised as much as possible, promoting fairness, diversity, and equality (Scott-Young, C.M., McDonnell, A. and Manoharan, A., 2024).

Employee resource groups (ERGs) play a crucial role in developing an inclusive and supportive work environment at Hilton. These groups offer a platform for employees from underrepresented groups to connect, share experiences, and actively contribute to organisational decision-making. By establishing ERGs, Hilton gains valuable insights and identifies any systemic barriers that may hinder the advancement and inclusion of these groups within the company.

To promote cultural awareness and sensitivity, Hilton Hotel offers comprehensive training programs for its employees. The HR team set up these programs to educate its staff on different cultures, customs, and values, enabling them to provide exceptional service to guests from diverse backgrounds (Enz, C. A., & Siguaw, J. A., 2000). By investing in the development of their workforce, Hilton ensures that its employees possess the necessary skills to create a welcoming and inclusive environment for all guests.

Evaluation is a critical component of Hilton Hotel's strategic HR planning process. The HR team regularly assesses the effectiveness and impact of their programs and initiatives. They collect feedback from employees, conduct surveys, and analyse key performance indicators to measure the success of their HR strategies. Through this evaluation process, Hilton can make informed decisions, identify areas for improvement, and refine its HR programs to align with evolving business needs.

At Hilton Hotels, the HR team plays a crucial role in both the recruitment and selection stages of the hiring process. They are primarily responsible for managing and overseeing the entire process to ensure they attract and hire the most suitable candidates. Throughout the recruitment and selection stages, the HR team ensures that the process is conducted fairly, adheres to legal requirements, and provides a positive candidate experience. They play a vital role in attracting, assessing, and selecting candidates who align with Hilton's values and can contribute to the organisation's commitment to exceptional service and hospitality.

The recruitment process starts with the HR team working closely with department managers and others involved to figure out what positions need to be filled and what kind of people are needed. Then, they plan for how to find the right candidates. This plan includes things like deciding where to advertise the job, writing detailed job descriptions, and coming up with ways to attract good applicants. They also use their connections and outside resources to find potential candidates. Following job applications, the HR team thoroughly reviews all submissions, assessing whether applicants possess the required qualifications, experience, and skills essential for the job position. This helps them pick out the best candidates for further consideration in the hiring process (Dominique-Ferreira et al., 2022).
Top of Form

During the selection stages, the HR team at Hilton Hotels conducts interviews with the shortlisted candidates. They develop interview questions that aim to assess candidates' problem-solving abilities, communication skills, and teamwork capabilities, considering how well they would handle job-related challenges and situations. Additionally, the HR team may administer assessments or tests tailored to the specific job requirements, further evaluating candidates' skills and knowledge. They carefully evaluate each candidate's qualifications and performance, considering factors such as cultural fit and growth potential within the organisation. The HR team collaborates with department managers to make informed decisions on which candidates to hire. Once the decisions are made, the HR team extends job offers to the selected candidates. They handle negotiations, discuss job details, and facilitate the onboarding process, ensuring a seamless transition for the new employees (Belias et al., 2020).
Hilton Hotels employs various strategies to facilitate the development of its business units. Here are some examples of how Hilton Hotel supports business unit development:
Leadership Development Programs: Hilton Hotels offers comprehensive leadership development programs to nurture talent with leadership programs, like the Hilton Leadership Academy, offering training, mentoring, and coaching for future leaders. These programs, including workshops and online courses, enhance leadership skills throughout all the levels within the organisation (Farrell, K., 2022).
Cross-Functional Exposure: Hilton Hotels promotes cross-functional exposure, allowing employees to work in numerous sectors like reception, housekeeping, food and beverage, and sales and marketing. This exposure fosters a holistic understanding of the organisation and encourages collaboration across business units.

Talent Management and succession planning: Hilton Hotels prioritises talent management and succession planning through the identification of high-potential employees and their preparation for leadership positions through training. Via targeted development like stretch assignments and leadership training, they prepare individuals for increased responsibilities within their roles.

Performance Management and Recognition: Hilton Hotels uses strong performance management systems to track and recognise individual and team achievements. Regular feedback and recognition, including awards and incentives, motivate employees to excel and contribute to their business units' success(Zientara P, et al, 2017).

Through these initiatives, Hilton Hotels facilitates the development of its business units, ensuring a capable workforce that is equipped to meet the evolving needs of the hotel. By investing in employee development, Hilton strengthens its competitive advantage and maintains its position as a leading hospitality brand.

In conclusion Hiltons HRM strategy demonstrates success in the competitive global hotel industry. Leading in talent management, Hilton enhances HRM processes, plans staffing, and conducts effective recruitment and selection. HR responsibilities encompass goal setting, strategy development, program implementation, and evaluation, reflecting a commitment to both company success and employee satisfaction. Hilton tailors its recruitment to individual business units, promotes diversity and inclusion, fosters career advancement, and utilises performance management to engage employees. Hilton International exemplifies how robust HRM practices can drive brand success (López-Gamero et al., 2023).
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