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Hilton Hotel is a global brand which provides full time services to its customers. It is the largest hotel brand in the world. The original company was founded By Conrad Hilton. There are over 500 hotels with over 200.000 rooms in 94 countries, located across 6 continents. In the hotel brand the are differences between Personnel Management and Human Resource Management. The Personnel Management is the traditional approach for managing employees, while the Human Resource Department is the modern approach for managing talent. 
The Personnel Management assumes that people in the organisation will act as an input to give desired output ( DeCenzo.et.al,2010). Human Resource Management assumes that people are important and valuable resource to achieve goals and job design is done by the basis of team work, focusing on productivity, effectiveness and employee participation, where decisions are made as a group. 
In Personnel Management all the decisions are taken by top level management and provides less training and development to employees. According to Kim and Sung-Choon, 2013, the human resource manager of Hilton Hotel provides the best training to their employees, the main function of the manager being to recruit highly skilled candidates, who can contribute to the growth of the company.
The primary function of human resource management used for managing and allocating tasks to individuals is planning. They collect information and analyse the needs of the hotel which help the manager to achieve desired output. 
According to Lussier and Hendon, 2015, The human resource manager of Hilton Hotel provides skillful training to its employees, so they can perform their tasks efficiently, which will help achieving the organization’s goals. 
Human Resource Management decides on payment for the different jobs in the hotel and employee rewards, including incentives, bonuses, fringe benefits. 
Recruitment and selection is done by the human resource manager, where they look for an extra capability in an individual. 
The Line manager plays an important role, its responsibilities being very precise. The Line manager manages staff difficulty and according to Gilbert.et.al,2011, ‘’if the staff members are facing any difficulty then the line manager is liable to listen to their problems and provide them with suggestive measures to improve their performance. 
Human resource management is also responsible of the legal and regulatory framework, which protects the employee from unfair practices at the workplace. Hilton Hotel follows the Discrimination Act, where no individual can be discriminated on the basis of cast, colour, creed, gender, sexual orientation and many others. According to Fredman,2011, equal rights should be provided to employees no matter what background they come from. 
Human resource management is also responsible to ensure that every employee is paid equally, in accordance with their ability by the Equal Pay Act 1970. Oelz.et.al, 2013, reports that, in Hilton Hotel, men and women who are doing equal work are paid the same. 
Work and Families Act 2006, defines that the employee must maintain balance between work and family without problems. The Act helps employees to sustain balance, which will lead to less stress, helping the organization as well. 
Disability Discrimination Act 1993, enforces Hilton Hotel not to discriminate due to disability, strict actions being taken if any cases arise. The workforce in Hilton Brand is influenced by motivation to satisfy needs and goals. 
Through the Rehabilitation of Offenders Act 1974, Hilton can not refuse employment to a person convicted of any criminal offence in case the imposed period of time has expired. 
Health and Safety at work Act 1974 ensured in Hilton safety for employers and employees but also for its guests. Potential threats like food poisoning, fire, hearing impairments are just a few employees are exposed to. According to Bratton and Gold 2012, Hilton follows legislations like Management of health and safety at work regulations, Provision and use of work equipment regulation, Manual handling operation regulation, Workplace regulation and many others. 
Hilton Hotel uses the motivational Theories of Hezberg and Maslow, which state that employees can only be motivated by satisfying their needs and obtaining job satisfaction. According to Herzberg.et.al,2011, needs and satisfaction can only be achieved by using the reward system. Productivity and increase in performance depends on providing rewards to employees. Rewards can be financial or non-financial. Non-financial representing benefits that provide job satisfaction but not financially increasing. These include promotion, praise, job title, achievements. 
Hilton Hotel uses self rating, appraisals and envolving their employees into decision making. Mason and Watts 2010, say that bonuses and pay increase are the type of financial rewards given to employees by the Hilton Brand. According to Savall,2010, Hilton brand follows job evaluation to determine the worth and size of jobs within the organisation. Hilton brand follows a certain procedure of job evaluation. Requiring information about the job is done through job analysis which involves job description and job specification. The job description explains what the job requires and the job specification includes information about necessary skills and knowledge, to perform the job. 
El-Hajj,2011, states that job rating includes studying the job description and specification to assign a worth for each job. There are internal and external facts that influence pay. According to Mowday.et.al,2013, Hilton Hotel has the ability to pay more by being prosperous. Well performing employees are provided with pay increase. External factors of pay include: labour market, Laws and Regulations and Economy. Hilton hotel has used methods of monitoring the performance of their employees. For proper observing and providing feedback, Hilton hires specific people who provide straightforward feedback. Hilton also uses the method 30-Degree Appraisal, where all stakeholders of the hotel are evaluating and giving feedback to their employees. Hilton can easily monitor the performance of employees using software.  
Reasons to end employment can be retirement, resignation or termination of contract. The employee initiates the resignation due to personal reasons, insatisfaction with the organization or by finding better employment. Laws and Regulations of the company dictate the age for retirement. A more difficult task than resignation and retirement, is termination of contract where, organizations need to have a legal reason like, violation of policies, poor performance and low participation. The next steps can be included in an employee exit procedure. Written notice needs to be handed in 2 weeks prior in the Hilton brand, so new arrangements can be made to fill the vacancy. The employee can cancel its resignation if the company tries to find a compromise, in case they want to keep their employee. 
If the turnover of staff is very high, management needs to evaluate and determine the reasons behind it, but also find ways to fix the issues. 
Managing and developing talent is very important to the brand as it can help it achieve its goals and strive. Talent is a person who can contribute to the organisational performance by reaching their highest level of performance. Talent managing is the identification, attraction, developing, engaging, retention and deploying of those individuals who are of particular value to the brand because they can fulfil critical roles. There are huge benefits to manage talent strategically as, in the future, workplaces will face many new challenges. As technology evolves, many systems replace routine roles and the labour market for highly skilled workers shortens. As this happens, organizations need to focus more on developing rather than attracting. There are multiple strategic objectives that Human resource follows such as , opportunities of work and growth for staff, high performance workplace, contribution to inclusion and diversity and increasing productivity. Attracting talent depends on how applicants view the organization , the industry and sector and if they share the same values as the brand. Human Resource Department needs to create and attractive employer brand. 
Identifying talent needs to start from within the organization as it is much easier to help people grow within the brand, than employ and train new staff. The process of identifying talent early needs to be done through a high performance management. Many organizations prepare future leaders for key positions through succession planning. 
Developing talent is done though couching and mentoring and networking. Secondments are also very sought after as it is the temporary loan of an employee to another part of the company . These are more and more used as part of talent management programmes as they offer valuable career opportunities. 
Engaging talent is done through good quality jobs for employees, autonomy in their work, links between the employee and the organizations objectives and being well-managed. Through this, employees will be happier and more productive but also more loyal to the brand and more likely to perform well. Engaging talent is done through good management and employee engagement. 
Retaining talent is where the brand invests in activities to reduce employee turnover and improve talent retention. This can be also done through incentives and rewards but also by acknowledging the employees value to the organization. 
The world class hotel Hilton is one of the best places to work in, reputation gained through numerous surveys done by external bodies. It has differentiated itself from other global brands through its unique employee centric human resource practices like, recruitment, on boarding and training . The managers at Hilton believe in attracting, hiring and retaining employees. Their employees would perform better and treat their clients to a higher standard, thanks to human resource strategies. There has been created a culture of high engagement and highly powered employees who delighted customers. By recognizing the great job of its team members and treating them well, made employees want to stay longer in the company and grow alongside it and take on leadership roles. 
Hilton brand is one of the early companies to develop e-commerce business through management systems that can use data to make management decisions and provide tips for business strategies. Thorough this, managers can control situations by reducing unnecessary work tasks and greatly improving work efficiency. 
Diversity is very important to the Hilton brand, nearly 40% of employees being from 38 ethnic minorities . In China they have over 400 universities that provide internship and creates talent. 
The growth of female employees has been done through different channels and methods and has established a mentoring mechanism. 
Hilton’s main objective is to offer guests great services and making their visit an experience not only a holiday stay. Hilton thrives against competitors like Marriot and acquires competitive advance. The human resource at Hilton ensures proper delegation of work and authority, allowing employees to look up tot their managers and be inspired by their values and skills. The human resource manager guides employees at critical times by acting as an adviser. Employee morale is also a huge part of human resource in the Hilton brand, apart from mentoring. Poor performance at work and brand objectives being harmed can be seen when employee morale lowers. At Hilton, human resource management engages and develops programmes for employees, which are organised frequently to ensure high employee morale and overall productivity. The 3 key stages in planning of human resource are forecasting workforce need, identification of external and internal chain of employees and formulating strategies for future needs. According to Snell and Bohlander,2010, trend analysis is the technique that studies and forecasts in accordance to the future. Hilton already has a table of services for the purpose of ratio analysis. Snell and Bohlander,2010, explain that turnover analysis helps in determining turnover that the brand might reach by considering the past trends of employees leaving the company. Human resource management also develops strategy planning , where gaps are identified and considered. It is important that strategies are implemented correctly , as results can develop negatively in spite of the plan being credible. Strategies need to be evaluated and amended for desired outcomes.
As computers and AI are fast spreading and technology evolves, it is very important for hotel chains to retain employees and loyalty, to provide them with the best training and engagement programmes but also for human resource managers to rule by example and become inspiring leaders to the staff.
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