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This essay's goal is to show, with a focus on developments in human resource management (HRM), how workforce planning, recruiting, and selection connect to the strategic expansion of an international hotel brand.
The various activities undertaken by companies to effectively manage and develop human resources are collectively known as HRM. This includes recruitment, selection and motivation of staff and workforce planning. Aligning these processes with your business goals and strategy aims to increase competitiveness and productivity (Mayrhofer, Gooderham & Brewster, 2019). A key component of HRM is workforce planning, which entails figuring out the company's needs for personnel and skill development strategy. The process by which companies actively seek for and draw in qualified candidates is known as recruitment. On the other hand, selection entails determining who is the most qualified applicant for a position inside the organisation.
By defining these terms, the fundamental importance of HRM and strategic HRM becomes clear.
The last part of the study focuses on the HRM procedures used by the Hilton Hotel business in the area of workforce planning, recruitment and selection. This detailed analysis will demonstrate how these practices contribute to the hotel chain's market success and competitive advantage. 
HRM has experienced notable transformations in the hotel business in recent years. Initially, their primary responsibility was the provision of labour (Brunetto & Beattie, 2019). Hotels already recognise, in the meantime, that human resource management is critical to their ability to compete. As a result, throughout the previous several years, their position has changed.
HRM began in the hotel industry in the 19th century. Historically, hotel managers and owners were in charge of HRM duties (Williamson and Rasmussen, 2019). The main responsibilities included recruiting, deciding, and handling staff members in addition to administrative duties such processing payroll, maintaining personnel files, and documenting records.
In the 1970s, the hotel companies begun to place a higher priority on HRM (Sharma and Rahim, 2021). Knowing how important it is for their ability to compete, hotels increasingly view it as a strategic endeavour. It was initially used to reduce labour costs, increase productivity and increase job satisfaction. The hotel industry witnessed further evolution in HRM during the 1990s (Bagnaresi, Barbini & Battilani, 2019). It is increasingly recognised as essential to company culture and staff retention. Hotels have understood that workplace morale and employee happiness are critical factors in guest satisfaction. As a result, they started using this strategy to increase employee satisfaction and motivation. The transformation of the HRM role in the hotel industry can be traced along several key points. As time went on, it became clear that HRM is essential for enhancing the industry's competitiveness (Al-Qaralleh & Atan, 2021). As a result, their function has evolved recently and is now more widely recognised as a strategic procedure.
Changes in management styles are also evident in the field of HRM. In early hotels, the management style was typically hierarchical, where leaders held decision-making authority, and employees' tasks were to execute commands (Hajiali et al., 2022). However, hotels eventually recognised that a decentralised management style is more effective. In this style, decision-making authority is delegated to employees to facilitate participation and motivation.
Changes in employee satisfaction are also noteworthy. While the initial objective of HRM was to improve employee satisfaction, hotels later realised that corporate culture plays a crucial role in this regard. As a result, they are increasingly utilised for developing and shaping corporate culture.
The advent of AI and robotics brings revolutionary changes to HRM in the hotel industry (Zhang & Jin, 2023). They automate tasks, reduce the demand for labour, impact recruitment, training, evaluation, compensation, and create new opportunities, such as chatbots, cleaning robots, and workforce planning systems. Hotels need to quickly adapt to these changes to maintain their competitiveness.
As HRM has evolved in the hotel industry, its strategic role has become increasingly important.
HRM is important in business, as the competence and morale of employees have a big impact on hotel success. A key benefit for hotels in this sector is that effective HR planning may help place the appropriate people in the right positions at the right times (Azam, 2023).
The multi-phase process of strategic HR planning begins with a thorough analysis of the business strategy. Hotels must understand their corporate strategy in order to effectively define their HR goals. Next comes labour demand and supply forecasting, where hotels need to forecast their labour demand and supply in order to determine their workforce supply. In the next step, hotels must set specific HR goals that are closely aligned with the corporate strategy (Otoo, 2019).
When developing these programs, hotels must plan measures that support the set goals. These programs include policies for recruiting and selecting workers, strategies for training and development, techniques for assessing workers' performance, and wage scales. Determining the degree to which the objectives were met requires assessing the programmes' efficacy after they have been put into place.
Hotels must constantly monitor changes in workforce supply and demand. Labour demand is influenced by many factors, such as the hotel's size, structure, business strategy and environment. The general state of the job market and the dedication of hotel sector employees influence the supply of workers. Hotels need to create HR goals with a comprehensive approach that considers employee engagement, labour supply and demand, and business strategy. 
Strategic HR planning is essential for hotels to react more swiftly to the constantly evolving needs of its workforce. In addition, satisfied employees play a key role in the hotel industry, as they contribute to productivity and workplace loyalty. The promotion of workplace safety and health is also extremely important, and strategic HR planning helps hotels develop the necessary programs for this.
For the hotel industry, strategic HR planning is not only an opportunity, but also includes challenges. Hotels must commit to strategic HR planning, collaborate with HR professionals, and remain flexible in a changing environment (Wikhamn, 2019). Despite this, enhancing hotels' competitiveness and attaining sustainable growth still require the use of strategic HR planning.
In the hotel industry, hiring and selection procedures are essential to guaranteeing the business's prosperity and smooth running. High customer satisfaction, competitiveness, and corporate success all depend on hiring and keeping the best staff. These processes are organically linked to HRM and business strategy, as they influence the composition, training and commitment of the staff. The first step in the recruitment process is an analysis of labour demand and supply, where hotels need to comprehensively understand their future employee needs, taking into account job market dynamics. 
Based on this information, they develop their recruitment strategy, which determines where and how they look for the necessary workforce. In the next stage, the recruitment goals are determined, where they define exactly what kind of employees with skills and experience, they are looking for, and determine the required number of employees. This detailed goal definition allows for a more efficient recruitment process. Choosing the recruitment methods is a critical step. 
Hotels must choose from a wide range of tools, including advertising, relationships with professional organisations, job centres, schools, universities, flyers, and personal contacts (Abdalla Hamza et al., 2021). Continuous monitoring of the effectiveness of the tools and flexible application of the recruitment strategy are essential in terms of adapting to changing circumstances. The creation of recruitment materials is a key element in building employer branding and corporate image. 
Hotels should create content that makes the company attractive, including job postings, introductory videos, and company publications. Following the processing of the applications, interviews are scheduled so that the candidates may be personally known and the most qualified candidate for the post can be selected. A coordinated assessment of skills and personality during interviews will help them make the best decisions. 
The selection process is challenging, especially due to labour market competition and seasonality (Ghani et al., 2022). Retaining talent may depend on offering flexible work arrangements, competitive salary and benefits. In the hotel business, it's imperative to constantly improve recruitment and selection procedures and adjust to shifting market conditions. Innovating, efficient, and adaptable strategies enable hotels to ensure not only their current but also their long-term prosperity. The hotel industry's commitment to attracting and keeping talented employees determines its long-term growth and competitiveness.
The Hilton brand manages more than 7,000 properties throughout the world as well as to serving as an international hotel business. For them to guarantee the long-term success of the company, they emphasise their commitment to building a competitive workforce strategy.
In order to satisfy present and future labour demands, effective workforce planning is essential. This involves conducting an employment supply and demand analysis and creating a workforce plan those addresses hiring, testing. training, and advancement.
The company's 2023 report confirms their commitment to growth, planning further expansions in their portfolio and team (Pradeep, 2023). The optimism and commitment towards the future of the company still persist, while they strive to remain one of the world's most valuable hotel chains (Johnson, 2023).
Their prospects for the future remain positive. They will establish 60 new hotels, resulting in 10,000 new jobs (Maceda, 2021). Hilton is dedicated to providing its employees with more possibilities for training and development, which is why they provide initiatives like Hilton Leadership Development Programme and Hilton Scholars (Lambrano, 2020). These programmes help advance professional growth while also raising the standard of performance inside the organisation.
Supporting work-life balance is also a priority for the Hilton Worldwide. The Hilton Flex, Hilton Family Care Program, and Hilton Wellness Program are all initiatives that aim to support employee well-being and balance (Kitterman, 2022). These programmes not only improve productivity at work but also assist staff members in successfully managing their personal and health obligations. As considered as all of these actions support Hilton’s sustainability and success by reinforcing the company's dedication to worker growth and welfare.
Their recruitment process involves thorough and efficient steps (Kurter, 2019). They determine the requirements for each position and develop recruitment plans to fill those positions. They choose applicants for interviews after assessing them. Interviews offer a chance for applicants and the firm to get to know one another. Following the interviews, the company evaluates the candidates' performance, contributing to careful and efficient workforce selection for Hilton Worldwide.
Hilton Worldwide seeks to develop a competitive workforce that adds to their success via strategic human resource management. For instance, the Hilton Scholars programme supports professional development in the hospitality sector by providing scholarships to individuals from disadvantaged communities. The firm places a special emphasis on fostering employee development.
In order to prepare trainees for leadership jobs in the hotel sector, the Hilton Leadership Development Programme (LDP) offers an additional avenue for the study of leadership. Employees can choose flexible work schedules through the Hilton Flex programme, which promotes work-life balance.
Hilton Family Care Programme and Hilton Wellness Programme are two of the Hilton brand's main initiatives that highlight employee assistance (Dabo, 2023). Initiatives like this promote the physical, mental, and emotional well of people as well as flexible maternity, adoption, and parental leave policies. Hilton aspires to establish a welcoming and encouraging work environment that supports the organisation's long-term prosperity.
Hilton's HRM strategy contributes to the company's long-term success in a strategic and versatile manner. It establishes a competitive and supportive workforce that focuses on employee development and well-being.
In conclusion, in this essay, the development and strategic function of HRM in the hotel industry has been thoroughly examined using the example of Hilton Worldwide. The research showed how important staff planning, hiring, and selection are to hotels' performance as strategic HRM operations. After outlining the evolution of HRM history, which includes the 19th century to the present, it demonstrated how HRM's function changed over time and turned into a strategic process for boosting competitiveness. The writing showed how strategic HR planning helps hotels to become more flexible and expand by outlining their processes.
Using the Hilton brand as an example, it is now evident how the HR strategy ensures the right workforce in alignment with the company's values and culture. After a detailed description of HRM processes and functions, it can be seen how Four Seasons uses these practices to support the development of corporate units.
The final part of the essay emphasises that strategic HRM remains key to the sustainable development of the hotel industry and emphasises the importance of adaptability and retaining a quality workforce. Finally, it was presented how strategic HRM practices contribute to the success of hotels and why they remain indispensable tools for survival and growth in a changing environment.
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