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Human resource management (HRM) is one of the main functional operations of a business that manages workforce of an organisation and utilizes them to achieve organizational or business goals. In modern day business, HRM has evolved and now addressed as strategic HRM because HRM plays an important role to develop strategies and implement those strategies to get business success. HRM has evolved significantly in meeting the business need while the area of functionality has widened. This essay will be addressing the evolution of HRM while and the strategic development of a business will be also discussed. In this regard, the context of Hilton Hotel will be taken into consideration as to discuss about the changing role of HRM that supports strategic development of Hilton. In this regard, the strategic role of HRM will be reviewed in the context of Hilton. Along with that the impacts of HRM on strategic planning of Hilton will be discussed while the impacts of HRM on organisations recruitment process will be also discussed from the perspective of Hilton. 

Evolution of HRM
The historical background of HRM can give a clear idea and understanding about HRM’s evolution regarding its purpose and importance in organization. In the early 20th century it can be addressed that HRM’s main focus was welfare of the employees and it can be seen the labour unions played this role at some extent (Velvikaite, 2017). Gradually, some changes were incorporated in this role and a professional shape was given by creating the labour manager role where the organisations used to appoint their employees to this role. The important factor to address is that the role of the labour managers were mostly focused to improve employee performance (Velvikaite, 2017). But, the interesting factor is that there was no established employee recruitment theory or any training process. As a result, the existence of the HRM was only limited to the management structure that was only accountable to improve employee performance. Later on, during the 1945-1979 period a significant change was taken place in HRM as the concept of personnel management came into action that started to apply the theory of motivation and organisational behaviour (Islam, 2015). At the same time, the HRM realized the need for recognizing the interest of employees and that is why it emphasized negotiation with the labour unions. 
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Figure 1: Evolution of HRM (Dhawan, 2023)
The conventional HRM concept and its practice emerged during the 1980-90s when employee rights were the key focus and different types of HRM theories were developed and tested. Dhawan (2023) mentioned that during the 1990s different types of HR theories were developed and implemented those were relevant to employee performance, reward system, employee retention and organisational development. The important factor to notice at this time of the evolution of HRM is that the highlight was given on establishing favorable relationship between employee and management while the sense of community and belongingness were fostered to make a better workplace for employees. At the same time, Dhawan (2023) mentioned that focus was give on increasing competencies of employees to make them ready for the workplace and that is why different training and development programmes were introduced during the 1980-90s period of HRM revolution. Along with that it has also found that skill development approach was introduced by the HRM that promoted career development concept, employee engagement and their satisfaction so that it could be possible to establish e better control over the internal and external process of employment.  
At the same time, the strategic human resource management (SHRM) concept was emerged in 1980s but it took its actual shape during 2000s as the HRM functions were started to be merged with the organisational strategies and HR professionals started to get the success by implementing the SHRM concept. According to Idrus et al. (2023), SHRM functions overcame the limitations of conventional HRM as SHRM expanded its functionality by integrating the HRM strategies and policies with other functional departments’ strategies. For example, the SHRM strategies are developed addressing and complying with the strategies of finance, operations and marketing. An important factor to notice is that, the SHRM facilitates an organisation to achieve the organizational goal or objectives that are aligned with the finance, marketing and operational strategies. 
Right now, the HRM is evolving addressing the technological development as it can be found that the conventional HR activities and function are streamlined by using different types of technologies. For example, application tracking system is now used by organisations as well as job seekers to make the recruitment process more convenient and efficient. At the same time, performance management software are now used in organisations to make the performance evaluation process more real-time and efficient (Rui, 2023). These technologies have increased the functional capacity of HR professionals and facilitates their interaction with employees. Along with that the use of technologies have increased the capacity of HR professional to involve in organization strategic decision-making process more intensively. 

Reviewing Strategic role of HRM in Hilton
Hilton Hotel and Resorts is a leading global brand for hotel and accommodation service provider that has 7,600 properties in 126 countries while these properties have about 1.2 million rooms (Hilton, 2024). Being this large number of properties and establishments throughout the world, it can be found that a large number of workforce is playing the key role to make this organization functional. Macrotrends (2024) reported that there are 178,000 employees working in Hilton while the company has increased its employees as it can be found that the number of employees in Hilton were increased at a rate of 11.95% in 2023 compared to previous year. 
Being a large employer, it is challenging to mange the workforce while Hilton demonstrates contemporary HR practices to ensure that it can extract the best performance from its employees. From that perspective, the application of SHRM is very common in Hilton as it is reflected through is HR strategies. For example, Hilton has come up with scholarship programmes for their employees and community members to develop a supply-chain of skilled workforce who are suitable for the hospitality industry. It has found that in 2023 Hilton announced the career development programme called ‘Hilton Cares’ that offers a $500,000 annual scholarship and it will be given to the team members and the community members for building their career in hospitality (Hilton, 2023). Along with it, it has addressed that this organization has developed a backward integration as the Hilton University focuses on developing skilled workforce by offering 25,000 courses so that a qualified and skilled workforce can be developed to back up the hospitality industry while a significant number of graduates are recruited from the pipeline (Hilton, 2023). This is a very effective strategic move and it can be recognized as SHRM policy that not only supports Hilton but also the entire hospitality industry.  
At the same time, it can be found that the SHRM of Hilton has addressed the importance of developing an inclusive workplace culture as to foster the growth of the organisation while the growth of its employees are also recognised. For example, Hilton was rewarded as the ‘Number 1 World’s Best Workplace’ by ‘Great Place to Work and Fortune’ that proves that the company is well ahead with its HR policies to achieve its success as a business organization (Hilton, 2023). According to Neamat (2020), one of the most common approach of SHRM is to ensure employee satisfaction to achieve organisational goal. From that perspective, it can be found that Hilton has implemented some HR policies that ensures wellbeing and satisfaction of their employees. For instance, Hilton has introduced ‘DailyPay’ and ‘Work Jam’ programmes within the company that are used by the employees to access flexibility in financial support as well as in scheduling their job to ensure work-life-balance (Hilton, 2023). As a result, it can be said that these HR policies reflect the SHRM strategies of Hilton and it is relevant to mention that these SHRM strategies helped the company to get the external recognition as an excellent employer. 

Impact of HRM on strategic planning and recruitment process of Hilton 
In the context of modern day business, it is very common to evident that business strategies are developed by keeping workforce at the centre as this resource uses other resources to make a business successful. According to Storey et al. (2019), HR became the integral part of business strategic planning as HR does not only adapt strategies but also gives inputs in business strategic planning. In terms of Hilton, it can be found that it uses HRM to define the future of employment for the company as well as for the hospitality industry. For example, the academic and technical development of young generation and communities are helping Hilton to secure their workforce supply as it can the results will be seen in the long-term of its ‘Hilton Cares’ scholaership programme (Hilton, 2023). At the same time, it shaped their rectuitment process as the company is now prioritizing the individuals who are graduating from their university. This practice will be also seen in terms of Hilton’s scholarship programme. Besides this, it can be found that the employee-supportive HR policies are now helping Hilton to achieve greater employee satisfaction. As a result, it is enabling Hilton to push their employees to demonstrate their capacities and potentials to be more competitive in the market. According to Zhang (2023), Hilton has gained a better market position in the recent years where they are able to expand their business while satisfied and well skilled employees is one of the main factors behind this success. The most visible impact of its HR practice relevant to developing a supply-chain of skilled workforce is that the company redefined its recruitment process and became independent in this regard. It is relevant to mention that Hilton has addressed its employee needs by focusing on specific skillset requirement in different types of job within the organisation. On that occasion, it scholarship programme and the university courses provided by Hilton helps to meet its employee forecasting requirements. For example, Hilton knows about its labour requirement though it regular HR functionality where it has sufficient option to fill those positions from its self-build pipeline.   

In conclusion, the evolution of HRM from a traditional administrative role to a strategic partner has revolutionized organizational management. Through initiatives like the 'Hilton Cares' scholarship program and employee-centric policies, Hilton showcases the pivotal role of strategic HRM in fostering a skilled workforce and nurturing a positive workplace culture. By aligning HR strategies with business objectives, Hilton ensures sustainable growth and competitive advantage. The impact of HRM on strategic planning and recruitment processes highlights its significance in shaping organizational success. As HRM continues to evolve in tandem with technological advancements and changing workforce dynamics, its role as a driver of organizational excellence becomes increasingly vital. Hilton's strategic HRM practices serve as a blueprint for leveraging human capital to achieve long-term business objectives and maintain a leading position in the global hospitality industry.
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