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1. Introduction
Human Resources Management (HRM) is instrumental in melding the strategic framework of industries worldwide. The hotel industry is no exception. So effective HRM policies are important because they can make sure that business runs smoothly and can help the company to gain competitive advantage in this industry which emphasizes the service (Boxall and Purcell, 2016). In the world of UK Hilton, the hospitality industry leader, HRM is a key position. It takes on corporate strategies and market requirements for labour planning, recruitment, and selection (Nankervis et al., 2019).
This essay will demonstrate the stage-by-stage country development of HRM in Hilton UK. Terms used in this paper such as'' Human Resources Management'' refer to how people may be systematic ally managed within an organisation to accomplish the desired goals of management (Armstrong and Taylor, 2020). ''Strategic Development'' is a long-term business planning and development strategies designed to improve a company's overall performance profile (Jackson et al., 2014). ''Workforce Planning” is the process of analysing and forecasting the need for manpower in each set to ensure that there are not only enough people but also those with required skills and capabilities (Noe et al., 2018). ''Recruitment”  and ''Selection'' are the processes of attracting and choosing individuals with the required skills and abilities to fill vacancies within an organization (Bratton and Gold, 2017). This chapter focuses on how Hilton UK uses HRM to further strategic development and improve its service efficiency in all international operations.

2. The Evolution of Human Resources Management
Human Resources Management in the hospitality industry has undergone significant changes--mainly due to globalization and technological advances. Historically, however, HRM in this field was largely related to transactional tasks such as payroll and personnel administration. But for the sake of market differentiation, corporations with advanced HRM practices now push professional standards beyond acceptable boundaries (Boxall and Purcell, 2016).
 In HRM--at the start of development in hospitality, first one magnitude seems clear: What is directed at, and which has nothing to do with managing employees was there merely administrative tasks like hiring the selection, processing of payroll etc. Laws governing labour also meant that this niche field led to its own currents and tidal variation (Bratton and Gold, 2017). But growing market share, especially when multinational hotel chains expand into regions traditionally beyond their domain, requires a more cohesive approach. In an atmosphere of lively competition, such as that in which the hospitality industry finds itself today, what is needed is an HR management strategy that can accommodate diverse workforce needs and enhance employee performance (Nankervis et al., 2019).
     The forces of globalization have brought diversity to the workforce, creating new challenges in cross-national and cross-cultural management for human resources in developing countries around the world. The result has been a worldwide trend whereby HR managers must develop policies consistent with local labour laws and yet also fit in with the parent company's international strategies (Sparrow et al., 2016). Technology has standardized HRM operations with electronic recruiting systems, digital training programs and automated payroll services. Machines in HRM give managers freedom to focus on strategic factors such as talent management, employee motivation and long-term sustainability planning (Harzing and Pinnington, 2017).
    As hotel businesses move from operational to strategic HRM, it is a significant turning-point. This shift recognizes human capital as critical to strategic progress and innovation. Strategic HRM involves near HR planning, talent management, employee development with the hotel’s business strategy so that long-term goals can be achieved (Jackson et al., 2014). Strategic HRM has helped Hilton UK to enhance service quality and customer satisfaction while improving brand recognition and operational efficiency. In addition, further investments have been made by the company in terms of staff training and career development, making sure that resources could not only support the business but truly be relied upon for excellence (Noe et al., 2018).
One outcome of integrating strategic HRM with hotel chains has been that it improves both operational efficiency and employee satisfaction—it is a combination that is vital in an industry dependent on labours (Budhwar and Debrah, 2018).

3. Strategic Role of HR Functions at Hilton UK
At Hilton UK, the strategy looks at Human Resources (H R) from a comprehensive perspective that reaches beyond traditional personnel management. It involves matching up HR policies with corporate goals and supporting market expansion and brand reputation. This strategic dimension means that HR is not just a matter of carrying out routine administrative tasks but is also crucial to the success of the company (Armstrong and Taylor , 2020).
     The alignment of HR strategies with corporate goals is crucial for Hilton UK to attain a harmonious and efficient organization. Strategic HR management entails that the HR initiatives put in place are responsive to the broad strategic objectives of the organization, for example, increasing market share, raising customer satisfaction levels, or turning losses into profit. Hilton’s goal "Hospitality for All" is both an expression of inclusiveness and aligns with its corporate aim to enhance the guest experience, thereby encouraging guest loyalty and repeat business (Noe et al., 2018). The human resources department has an important role to play here, making sure that the staff are well trained, highly motivated, and capable of giving outstanding service which meets the company’s objectives.
 With Hilton's ongoing globalization, HR's role in both managing and supporting this expansion is most vital. It is critically important for Hilton to apply strategic HR practices such as global talent management, cultural training, and leadership development if its personnel in different areas of the world are to be able effectively to incarnate and promote the Hilton brand spirit. (Scullion and Collings, 2019) Furthermore, HR contributes to brand reputation by establishing sound ethical policies and practices for employees’ conduct and company operation, insuring consistency, and integrity at all levels of the company. This is especially important in the hospitality industry where human interaction quality has significant impact upon guest perception and experience (Brewster et al., 2018).
     Hilton UK must integrate HRM with other important business functions in order that they may complement each other and so achieve top marks. HR incorporates company methodology when working with marketing, operations, and finance for consistent corporate objectives. It arranges for employees' training to meet new customer requirements when marketing repackaging begins (Jackson et al., 2014). HR’ s recruitment and personnel development strategies consider closely the hotel’s operational requirements: Staff complementing, and skills must go hand in hand with business ups and downs and ambitions.
In this strategic integration employees across departments are in tune with corporate goals and have the means to assist: This over-the-top approach not only increases efficiency but also encourages continuous development and creativity (Harzing and Pinnington, 2017).

4. Strategic HR Planning Process at Hilton UK
In an age when the customer is always right and service has become product, the strategic HR planning process at Hilton UK follows this same theme. It is an essential component for both operational and strategic success; it ensures that the right people are in right positions with suitable skills to meet our objectives.
By predicting labour demand and supply, Hilton UK can meet its strategic goals. A variety of methods are used for this forecasting. Trend analysis is based on experience and attempts to predict staffing requirements, while scenario planning prepares for various possible durations or types of workforce demand. Hilton can see its requirements through prediction of visitor demand levels and adjusts people levels accordingly. In this way Hilton guarantees quality service without excessive labour expenses, spending only as much on employees (Armstrong &Taylor, 2020).
Exploiting powerful HR analytics, Hilton UK has improved its forecasting. By using these techniques Hilton can better predict staffing requirements. It also uses HR software that interfaces with other systems to obtain the latest staff demand information from around the world which is necessary for managing such an international workforce as that in hospitality (Scullion &Collings 2019).
      Goal setting in strategic HR planning at Hilton UK includes management defining clear strategic objectives which are congruent with overall company aims. At Hilton UK, such goals are normally aimed at enhancing customer service, retarding labour turnover, and improving operational efficiency. The strategic planning then maps out how to achieve these goals (Jackson et. al., 2014).
Specific HR goals for Hilton UK have included initiatives such as increasing diversity in leadership positions and raising employee engagement scores around the hotel chain. Hilton's broader objectives are to provide such benefits to employees So as enhance customer satisfaction and loyalty (Harzing & Pinnington, 2017).
In terms of planning frameworks Hilton UK applies a range to ensure that HR’s activities are balanced and contribute to the success of the hotel overall. The Balanced Scorecard, for example, is a framework which links HR performance indicators with financial, customer, internal process assessment and learning/growth indicators (Noe et al., 2018).
      Hilton UK's HR programmes require clear action plans, timetables, and resources to make an impact. Regular training is necessary for companies as they grow and change. Performance management could also become necessary.
Hilton UK uses measures such as employee turnover rates, employee satisfaction surveys, customer satisfaction ratings that reflect service quality, and objectives for diversity and inclusion to evaluate the effectiveness of HR strategy. These indicators demonstrate how effective HR has been and give us ideas for further development while keeping HR adaptable and innovative (Harzing & Pinnington , 2017).


5. Recruitment and Selection Processes at Hilton UK
Hilton UK's recruitment and selection procedures can maintain high standards of service and helping to support strategic objectives. These procedures are carefully planned and executed to guarantee that not only are outstanding people free to apply, but they also fit the roles and cultures of our organization.
Hilton UK employs four main channels for hiring its managerial and professional staff: strategy and planning, attraction, engagement, and selection. Each step attracts and screens individualized hotel chain candidates for roles (Armstrong and Taylor, 2020).
To plan their staff requirements, Hilton UK's strategic approach to hotel recruitment emphasises the following three points: the number of people needed; what skills are needed to meet their operational expectations; and just when they will be hired. In addition, this planning meshes with business objectives such as development into new regions or upgrading their services countrywide where necessary with the hiring of skills (Noe et al., 2018).
Hilton UK uses both conventional and digital marketing to find suitable candidates for positions with them. Examples of this are ads that run on general job boards as well as job boards more targeted to the hospitality industry, as well as hospitality employment festivals and social media campaigns. As well, Hilton Company tries to site its recruitment activities around its strong image as an employer that stresses career advancement and wellbeing for employees (Budhwar and Debrah, 2018).
 The selection process at Hilton UK is stringent and aims to evaluate the candidates 'technical skills, as well as whether they best adhere to the company's values and culture. This includes an initial screening, competency-based interviews, and in some instances of role practical assessment. For leadership positions, psychometric testing along with multistage interviews may be required to give the most thorough evaluation possible (Scullion and Collings, 2019).
Selection criteria correspond closely to the actual requirements of each role. In this respect, they often damp down the call for experience and foreign language skills desired in hotel human resources industry communication: they also demand specific soft skills such as good Hilton's selection methods are designed to gauge these criteria objectively, ensuring that the selection process is fair and efficient (Harzing and Pinnington, 2017).

6. Conclusion
Hilton UK's success has relied on the strategic evolution of human resources management, which has proven vital to its own development into a leading global hotel group. Hilton has coordinated its advanced recruitment, selection, and strategic HR planning with its business objectives so that operations have been enhanced and there accrued plenty of hope for the future. Its corporate reputation also profited from such approaches -- a fact well recognized among all personnel. Hilton's HR practices have made sure that it attracts, retains, and develops the best talent, which is essential to maintaining high levels of service and adapting to changes in the market. The Hilton UK enterprise reveals the clear tie-in between modern HRM and healthy business practice. For there to have been such a satisfying combination-this has brought satisfaction to both employees and customers. As a result, the transformation from HRM as purely passive function into an active partner was absolutely mission critical if business growth and innovation sustained in a competitive environment such as hospitality were to continue.
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