[image: UWTSD new Logo]

Personnel Resourcing and Development
BMIH5005
Discuss how the evolution of HRM facilitates the strategic development of an international hotel brand through workforce planning, recruitment and selection

Student name: Mihaita Ionut Manda

Student ID number: 2232074

Lecturer: Jemma Smith




The international hotel chains' strategic growth largely depends on HRM mechanisms, particularly in the hospitality industry. This essay intends to be looking at the strategic HR of Hilton Hotels and Resorts, whereas its effects on planning and recruitment are to be examined. Having presented this introduction, one has to define the key terms to get down to the main discussion. Human Resource Management (HRM) is a strategic management process of managing an organisation's workforce to achieve the company's objectives, whereas in strategic planning HR practices are aligned with overall business strategy. The process of hiring involves seeking, filtering and choosing applicants to fill all matching vacancies in the organisation. Through this exploration, the article tries to establish how the human resource management of Hilton helps to achieve organisational growth and success as a brand by improving workforce planning and recruitment activities.
In Hilton Hotels and Resorts strategic role of Human Resources Management(HRM) underwent a transformative change from a transactional department that deals with administrative tasks to a more strategically important department that serves organisational success. In the past, HRM was regarded as a back-office role that focused on tasks such as budgeting and managing employees. Yet, there are business dynamics that shift and a growing appreciation of human resources as a key factor that propels strategic function to be part of a winning team in attaining business goals (Velickovic et al., 2023).
The continuous transformation in the area of HRM within Hilton Hotels and Resorts, however, indicates the industry-wide transition to a new perspective on human capital as a driver of organisational effectiveness. This process has been accelerated by different factors which include globalisation, technology advancement and workforce diversity shift. About these trends, HRM has extended its duties beyond the traditional ones to strategic ones that focus on the performance of the workforce and compliance of the HR practices with the organisational goals (Camilleri, 2021).
As strategic functions of HRM of Hilton, talent acquisition and retention are the key factors. Nowadays, keeping and recruiting talented personnel is needed in today's competitive business environment to be ahead of competitors. Hilton realises the need for talent acquisition and retention to build a successful organisation and the hotel company has hence implemented sustainable methods to recruit, train and retain competent staff. This talent management strategy guarantees Hilton a workforce which is capable of delivering satisfactory customer services that, as a result, increase its brand image and competitiveness in the global tourism market (Blamah et al., 2023).
Strategic HR planning is extremely crucial when it comes to aligning human resource practices with Hilton's corporate strategy. Hilton equips itself with a data-oriented strategy for the estimation of the future demand and supply of the labour force. This enables the organisation to understand staffing necessities and resolve the skill gap. HR strategic planning implies analysing trends within the market, customer preferences and competitors´ strategies to recognise existing chances for workforce development and recruitment (Camilleri, 2018).
Hilton's recruiting procedures feature a detailed strategy for selecting and screening job applicants. The organisation receives thousands of applications from job seekers every year, which underlines the contribution of the successful screening processes of applicants. The Hilton's recruitment process is built on the principle of data analytics and assessment tools, which helps to identify candidates who have not only the right skill set and qualification but also match the company's culture and values. Thus, the Hilton ensures that it recruits individuals who not simply have good qualifications, but who also complement the work ethos of this place, making it a happier place and improving employee engagement (Härkönen, 2020).
The strategic areas of talent acquisition and retention constitute the bedrock of HR management within Hilton, which underpins the company's ability to maintain its competitive edge in the ever-dynamic hospitality market. These responsibilities are highlighted by the data originating from Hilton's annual reports, which points to the need for quality recruitment and retention of top performers (Majumder and Dey, 2023). For that specific fiscal year of 2023, Hilton recorded a high 90% retention rate among its employees which is proof that all the recruitment strategies and employee engagement programmes they have initiated have worked well for them. The power to hire the best personnel and retain the current is a prerequisite for Hilton's continuous success in the hospitality industry, which is very competitive nowadays. The quality of staff is highly valued due to above-average service and guest experiences, which set apart dining facilities. The company acknowledges this truth, therefore talent attraction and retention are strategic functions lying at the heart of its HRM framework  (Hilton Corporate, 2024).
Initiating recruiting policies to identify and attract candidates having the necessary skills, knowledge and workplace values is the core of talent acquisition. Hilton's labour market strategy includes both traditional and modern techniques and it uses various channels such as job boards, social media and networking events to communicate with potential applicants. As a crucial role as talent retention plays for Hilton, the company aims to create an atmosphere which facilitates employee involvement, growth and development. This encompasses competitive remuneration and benefits, career advancement pathways and programs focused on life-work balance and employee wellbeing. It will be Hilton’s engaging employee initiatives like recognition programs, mentorship opportunities and ongoing training and development which will generate a motivated and satisfied workforce (Alreahi et al., 2022).
Through hiring and keeping the talent, Hilton guarantees to have a group of skilled and motivated employees who can continuously meet expectations. Thus, Hilton's brand status and strength in the global hotel market significantly improved. Satisfied employees are engaged and give more energy to making the guests happy, which results in higher levels of productivity, innovation and business success (Camilleri, 2024).
Strategic workforce planning lies at the heart of Hilton's competence to align HR practices with the overall business strategy. By employing a data-focused approach, Hilton projects future labour supply and demand, thus allowing the organisation to identify ways to avert staffing needs and overcome skill deficiencies. Through thorough and detailed market trends, guest preferences and competitor strategies analysis, Hilton formulates key opportunities for the recruitment and development of talent and, as a consequence, aligns HR planning with established strategic business objectives (Atef et al., 2021). The data-driven HR planning approach adopted by Hilton provides decision-making insights which help the organisation maintain its agility and responsiveness to meet the industry dynamics. Hilton's ability to precisely forecast future labour demand will steer the company to strategically use its resources by having the right talent in place to help it reach its goals. By identifying potential skills gaps, Hilton can then develop focused training and development programs to either upskill existing employees with the necessary skills/competencies or look for new talent with the required skills (Lashley, 2022).
Hilton's strategic HR planning process goes far beyond damage control and short-term staffing requirements. With the help of analysing market trends, guests' preferences and competitor strategies, Hilton can get the most out of emerging opportunities and risks and then can be able to formulate its workforce strategy to align with that to achieve its goals. Either they will enter new markets, will introduce new products or services, or they will change their services according to the changing consumer behaviour, however, Hilton's HR will ensure that they have the talent available that will help the brand to capitalise on the opportunities and mitigate the risks (Armoti et al., 2023). The HR planning at Hilton is aligned with the overall business strategies of the organisation ensuring appropriate resource deployment, workforce optimisation and business growth. Through the alignment of its HR processes and objectives to strategic ones, Hilton can have the best people in the right roles with the right skills who are capable of delivering exceptional guest experiences besides driving continuous success in this fiercely competitive market (Inkson and Minnaert, 2022).
The recruitment process at Hilton is a detailed activity that involves the attraction of potential candidates, screening and selection for positions that meet the company's requirements and the company culture and values. The huge amount of job applications received every year by Hilton indicates how effective candidate screening procedures are used to select suitable candidates for the organisation's many positions (Grefe and Peyrat-Guillard, 2020).
Data analytics and assessment tools which have key functions in Hilton's recruitment process make it possible for the company to carry out job applicants' examination and selection process more easily. With data-driven insights at hand, Hilton will spot behavioural and performance patterns in the applicants' profiles, so that future hiring decisions will be made in a more informed manner. Hence, thanks to tools like behaviour-based interviewing and psychometric assessments, Hilton gains a deeper knowledge of the skills, competence and personality traits of the candidates which in turn, enables a more thorough assessment process (Guibert and Réau, 2023).
directly attributed to the use of behavioral-based interview techniques as well as the addition of psychometric assessments. These revolutionary methods were based not only on technical applicants' skills and qualification assessment but also on the cultural and ethical consistency between the candidates and the firm's values, this goal by emphasising the competence indicators and personality characteristics of potential new employees, thereby ensuring that they are not only good at what they do but also possess the attributes needed to excel within the particular work environment of the organisation (Ladkin et al., 2023).
The workforce of Hilton Hilton, through proper goal setting and strategic planning, diligently aligns its HR initiatives to coincide with the overarching business objectives, to ensure that the programs of HR do not operate in isolation from the overall business strategy. The resulting organisational alignment creates an opportunity to consistently apply the HR practices as the company may now monitor the training and development activities, performance management schemes and various other employee engagement programs (Garavan et al., 2021).
By facilitating the HR programs alongside the business strategy, Hilton guarantees that the workforce is endowed with the apt abilities and the necessary abilities that are essential to the organisation's achievement. Training and development carry a special function to ameliorate the skills of individuals and enable professional growth and adaptation to the strategies of the organisation as individual performance is parallel to corporate objectives. Performance systems for management are built on the principles of clear instructing and performance feedback creation, which aids Hilton in recognition of the highest performers and improvement of flaws (Belias et al., 2020).
Front the core of employment at Hilton is a set of programs centred on staff engagement to motivate the employees, boost morale and increase job satisfaction. Through emphasising a healthy work environment and creating a feeling of belonging and identification among workers. The evaluation of HR programs is an admission, a part of Hilton's strategic approach, by which the organisation can implement data-based decisions to improve HR practices and further increase business growth (Hayes, 2021).
Hilton's effectiveness can be evaluated based on some main indicators - performance and feedback by team members, which are the strong basis to repulse existing bugs in existing HR policies. It is with these repetitive trials that the HR Policies and Initiatives remain adjusted and aligned with organisational principles that ought to contribute to continuous success amidst the competitive hospitality market (Ruiter, 2021).
The tactical part which HRM occupies within Hilton Hotels and Resorts undoubtedly is the driving force behind hotel business development and consequently behind its success in the fierce competition of the hospitality industry. Thus, Hilton combines HR practices sustainably with business goals and as a result of that recruits, retains and develops the best employees who make the company's reputation, guest experience and financial health even stronger. Hilton provides evidence of the importance of the strategic HRM role in creating plans for recruiting workers which leads to the successful development of hotel brands across the world is demonstrated through strategic workforce planning and recruitment initiatives.
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