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Introduction

HRM heavily influences global hotel brands' strategic development. HRM is essential to global hotel brand growth. Human resource management (HRM) involves carefully managing employees to meet strategic goals (Gannon, Roper, and Doherty, 2015, pp.65-75). This procedure pursues company goals. HRM relies on workforce planning, recruiting, and selection. Employee selection and recruitment are also involved. Workforce planning involves forecasting future staffing needs and aligning them with organizational goals. Recruitment and selection means finding, evaluating, and hiring qualified candidates for the advertised position. While a trained and motivated workforce is critical for the success of the company, these traits are also necessary for sustaining that workforce (Compton, 2009). The essay will explain the evolution of HRM within Hilton, delve into its strategic HR planning process, analyze its recruitment and selection practices, and assess the impact of these strategies on business growth. Through this examination, the researcher aims to uncover the critical role that HRM plays in driving strategic development within international hotel brands like Hilton Hotels and Resorts. 

Hilton Hotels and Resorts' HRM has evolved from traditional people management to strategic HRM. This change came as they abandoned traditional human management. Over time, this shift shows HRM practice milestones and changes since their introduction. Hilton first focused on payroll and staff record-keeping, as was typical for personnel management (Darko et al., 2016, p.9). This was because these jobs were prioritized. Many other organizations had the same issue. Hilton's recognition that it needed to align its HR practices with its strategic business goals started a paradigm shift toward strategic HR management. Hilton realized it was vital to make this modification. This invention was a response to business environments becoming more complex and changing. Hilton's realization that human capital was important to its success was one of the most significant events of this expansion (Maxwell and Watson, 2006, p.7). Hilton invested in talent development and employee engagement because it recognized its employees' strategic worth. In recognition of its employees, the corporation does this. The corporation formerly treated its employees as resources that needed careful control. 
The introduction of proactive human resource methods to attract, develop, and retain top people coincided with this major transformation. This strategy aims to attract, develop, and retain top people. The integration of HR practices into business goals was another major change in Hilton's HR administration. This was the most significant turning moment. HR departments started working closely with top management to ensure that HR initiatives met the company's goals instead of working alone, according to strategic synergy allowed Hilton to create HR policies and programs that complemented its commercial aims (Kaplan and Norton, 2006). These policies and programs made this possible. This list included improving operational efficiency, revenue growth, and visitor satisfaction. The promotion of HRM expertise to crucial roles at Hilton Hotels and Resorts strengthened HRM's transformation into a strategic business partner. The company promoted HRM workers to top positions. Hilton's HR leaders began participating in high-level decision-making processes, sharing their expertise on human capital issues that affected the company's strategy (Dias, 2014). This was done to ensure high-level judgments. Hilton used its employees to compete in the highly competitive hotel industry. This was possible by including HR activities in strategic planning.  

Strategic human resource planning is crucial to aligning Hilton Hotels and Resorts' personnel with its business goals. This comprehensive plan ensures that human resources operations are strategically integrated and support the organization's long-term performance (CG Davidson, 2011, pp.498-516). The plan includes several critical elements to achieve this. Strategic human resource planning at Hilton includes workforce demand and supply forecasts. Hilton is in charge of planning. To predict the people needs of many departments and locations, historical data, market trends, and company forecasts must be analyzed. Hilton can guarantee that it has enough workers with the skills and knowledge to meet guest expectations since it can predict demand shifts based on past experiences. Hilton may need to hire more workers during busy seasons or special events to meet rising hospitality demand (Huckestein, D. and Duboff, R., 1999, pp.29-38). However, if business is slow, the company may adjust its staffing to maximize resource use.
 Hilton's strategic planning for human resources involves goal-setting. Hilton's HR department has clear, measurable goals that align with the company's strategic goals (Kaplan and Norton, 2006). These objectives govern human resources (HR) efforts and projects of this type, ensuring that resources are focused on activities that directly improve the organization's performance. Hilton may aim to enhance guest happiness, employee retention, or operational efficiency. Hilton's human resources department tracks department performance and progress toward goals (Richey et al., 2011, pp.364-382). Hilton provides its structure by setting targets. Hilton uses this approach to track its progress toward goals. Another crucial element of Hilton's human resources goals is program execution. More specifically, this involves implementing many human resources actions and programs to achieve strategic company goals (Ertuna, Gu, and Yu, 2022, p.10). Hilton may construct talent development, performance management, or employee engagement programs to fulfill its business goals. Hilton may employ these tactics. Hilton allocates resources, trains, and evaluates HR initiatives to support organizational success. This ensures HR operations success. For instance, Hilton may spend on training programs to increase its employees' skills. Hilton may also do so. Thus, staff performance would improve, contributing to the company's success. 

The recruitment and selection processes are crucial to building a high-performing Hilton Hotels and Resorts staff. This ensures that the company can find, hire, and retain top talent, which is essential to its success. To find applicants who have the skills and qualifications and connect with Hilton's values, culture, and strategic goals, effective recruiting and selection processes are essential (Black, J.S. and van Esch, P., 2020, pp.215-226). Hilton Hotels and Resorts recruits and selects through several steps. The first stage is finding candidates. Job boards, social media, employee referrals, and recruiting services must be used to find qualified candidates actively. Hilton has a multifaceted talent acquisition strategy. This strategy uses classic and novel recruitment methods to reach a diverse applicant pool.
 According to Behroozi et al. (2020), screening will proceed after identifying applications. In this step, Hilton conducts preliminary interviews, phone screenings, and resume reviews to assess candidates' skills, experience, and fit for the job. Industrial experience, education, qualifications, and cultural fit may be considered during candidate screening. Hilton uses a screening procedure to find people who can meet the company's needs and prove they can succeed (Bohdanowicz, 2007, pp.115-131). Applicants accepted for screening proceed to assessment. This step involves more inspection to determine their suitability for the job. Competency-based interviews, psychometric tests, skills exams, and assessment centers can evaluate applicants' skills, talents, and fit with the company. Hilton can assess using these ways. These tests allow Hilton to assess candidates' skills better and identify those with the skills and traits needed to succeed in their fields. Hilton Hotels and Resorts uses cutting-edge recruitment and selection processes to hire and retain top talent. Hilton uses technology to improve its recruitment process (Chytiri, 2015). Hilton uses AI-powered tools to speed up its hiring process and find competent candidates. These programs can assess resumes, screen candidates, and perform preliminary interviews. Hilton also prioritizes employer branding and employee value proposition (EVP) to attract and retain top talent. The company emphasizes its unique culture, professional development, and employee benefits to become an employer of choice in the competitive hotel market (Kimpakorn and Tocquer, 2009, pp.532-544). Hilton also invests in talent development and succession planning to improve its personnel and provide career growth possibilities.  

Human resource strategies at Hilton Hotels and Resorts must be implemented thoroughly. This ensures that such plans align with the organization's goals and objectives across all departments and locations (Enz and Siguaw, 2000, pp.48-61). Hilton knows it must effectively translate human resource strategies into activities that can drive performance and promote business success. A detailed rollout plan with goals, dates, responsibilities, and resources is the initial step in implementing each HR strategy (Bamberger, Biron, and Boon, 2014). This plan ensures that all stakeholders understand their roles in executing the strategy and offers a path for implementation across Hilton's many departments and locations. 
Hilton promotes collaboration and communication across its departments and locations to facilitate implementation (Hilton,  2010). HR teams engage closely with department managers and leaders to ensure buy-in and alignment with HR strategies. To ensure HR strategies are used. During implementation, meetings, training, and communication channels will be scheduled to spread information, address concerns, and provide help (Barrett, 2002, pp.219-231). For convenience, certain communication channels will be created. HR tactics are so valuable that they must be constantly evaluated and adjusted. It is well known that company demands and market conditions change continually. Hilton understands the need for flexible and adaptable HR practices. Hilton continuously evaluates its human resource (HR) operations to enhance them to meet the company's demands (Lamo, 2019). Hilton uses many measures and 
KPIs to analyze their human resource strategy. This category can include employee engagement scores, attrition rates, recruiting metrics (including time-to-fill and cost-per-hire), training efficacy, and performance appraisal findings. Hilton finds patterns, trends, and issues by studying these indicators. This allows the organization to move quickly and adjust its HR policy to the situation (Gunawan et al., 2023, pp.261-279). If Hilton notices a drop in employee engagement in a department or area, HR may conduct surveys or focus groups to identify the root causes and provide targeted solutions. If turnover rates are higher than industry benchmarks, human resource teams may investigate recruitment and retention strategies, such as competitive compensation packages or career development programs, to increase employee retention. Hilton also conducts surveys, exit interviews, and performance assessments to gather input from employees, management, and other stakeholders (Zientara et al., 2023, p.9). Feedback helps determine areas for improvement and provides critical insights into HR policies' efficacy and change opportunities. 

Hilton Hotels and Resorts' commercial success and growth have been boosted by proactive human resource management. This is due to business actions. Hilton's ability to attract and retain talent has given it an edge in the global hotel industry. Integrating HR strategy with company goals helped complete this effort. 
Hilton's successful people planning, recruitment, and selection processes have contributed to the company's expanding competitive edge (Huckestein, D. and Duboff, R., 1999, pp.28-38). Hilton's strategic workforce planning allows them to foresee future employment needs and hire the right people. Hilton achieves its goals this way. Hilton stays ahead of its competitors by taking this proactive approach. This is done by optimizing staff levels and sending technically skilled workers to the most needed places. This helps Hilton maintain its industry leadership (Schweikle, 2014). Hilton's recruitment and selection techniques aim to attract and retain the best talent. Hilton recognizes those who have a connection to the company's culture and values and the necessary skills and credentials. The company does this by using inventive recruitment methods and strict selection standards. This creates a motivated, engaged, and devoted workforce that provides excellent guest service, reinforcing Hilton's brand and enhancing its market position (Lamo, 2019). Hilton's strategic human resource management includes more measures to boost employee engagement, retention, and company success. These courses aim to increase company performance. These programs cover the company's labor planning, recruitment, and other procedures. Hilton fosters a welcoming and inclusive workplace by investing in staff development, recognition, and work-life balance, which motivates employees to stay. Other efforts aim to improve work-life balance (Sheppard, 2016). This increases worker engagement and retention, reducing personnel turnover costs and ensuring service continuity. This reduces employee turnover costs. This reduces personnel turnover costs over time. Hilton's comprehensive human resource management techniques also help the company expand and succeed across its activities. Hilton strives to maximize employee potential via these tactics (Maxwell and Watson, 2006, pp.1152-1170). Hilton can build a skilled and adaptable staff because of its culture of continuous learning and improvement. The corporation can use this to adapt to market changes and customer tastes. Hilton uses this agility to innovate and expand its offerings and maintain its hospitality market leadership (Busulwa, 2020). This helps the organization keep ahead of the competition and strengthen its position. 

Hilton Hotels and Resorts has moved from standard personnel management to strategic HRM. This change occurred throughout HRM evolution. Human resource management's constant change caused this transformation. Talent development and strategic alignment with company goals have been hallmarks of this move. These two highlights distinguish this transition. Hilton's HR department is now a strategic business partner due to this transformation. HR initiatives have been shown to boost company performance. People planning, recruiting, and selection are crucial to Hilton's commercial success. Hilton's ability to predict staffing needs, attract top talent, and assign the right people to the right jobs gives them a competitive edge in the global hotel business. This helps Hilton maintain its edge over the competition. Hilton's strategic human resource management operations affect the company's success and competitive advantage. Hilton must improve staff engagement, retention, and organizational performance to stand out in the market, increase visitor happiness, and sustain its global hospitality leadership. Hilton needs this to keep doing so. Strategic human resource management shapes Hilton's culture, workforce, and long-term sustainability, making it a key driver of success. 
This job is crucial to Hilton's success.  
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