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






Student name: Alexandru Vlad Matei
Student id: 2126985
Lecturer: Scott James
Word count: 2194













The Human Resource Management  aims to manage an organization's workforce in an effective and efficient manner. It entails coordinating a number of personnel-related tasks, such as hiring, screening, training, evaluating performance, paying employees, and maintaining good employee relations (Armstrong and Taylor, 2020). Moreover, HRM seeks to ensure that organisational objectives are satisfied while simultaneously optimising employee performance and potential. It includes both operational and strategic tasks, coordinating human resource procedures with the organization's central goals (Friedman, 2012).  Furthermore, organisational culture, employee engagement, and continuous development are all significantly influenced by HRM. This essay, which focuses on workforce planning, recruitment, and selection, examines how the growth of human resource management, supports the strategic development Hilton Hotel. It looks at how HRM is changing, as well as strategic HR planning procedures such goal setting, labour demand and supply forecasting, programme implementation, and assessment, using a case study methodology. Additionally, it examines the hiring and selection phases, showing how these components support the growth of business divisions under Hilton.

Hilton Hotels is a global leader in hospitality, with a broad portfolio of properties that meet the high standards of travellers from all over the world. Hilton's remarkable portfolio of brands, which includes the luxurious Waldorf Astoria and the more affordable Hilton Garden Inn, is what makes the hotel chain so appealing to travellers. It guarantees that each guest can find lodging that suits their needs and budget (Hilton, 2023). Hilton gives an unprecedented opportunity for travellers to have amazing stays, whether they are looking for urban elegance, beachfront calm, or mountain adventures. Hilton is widely present in classic destinations. Hilton stands out for its dedication to giving visitors special deals and improved experiences. By offering alluring promotions on its website, like early purchase discounts, extra points, and carefully chosen packages, Hilton highlights its commitment to value and client happiness (Hilton, n.d.). Hilton also promotes wellness and leisure, inviting visitors to partake in peaceful getaways and revitalise their body, mind, and spirit in beautiful locales like Lake Tahoe or Costa Rica. Hilton also embraces boutique hotel experiences, offering guests locally immersive stays in lively communities, in keeping with changing travel preferences (Hilton Grand Vacations, 2024). In addition, the brand never stops innovating, launching new establishments all over the world that redefine contemporary luxury and raise the bar for the visitor experience. To put it simply, Hilton Hotels are the pinnacle of luxury, comfort, and convenience, making sure that each visitor has an amazing experience characterised by unmatched hospitality and unwavering quality (Stories From Hilton, 2024). The official Hilton website serves as a portal for individuals looking to explore a world of unmatched elegance and hospitality.

When HRM first started out, it was mostly an administrative field that concentrated on record-keeping, following labour regulations, and handling transactional tasks like hiring, payroll, and benefit administration. Structured personnel management arose during the Industrial Revolution, with an emphasis on conformity and efficiency (Johnston, Clark, and Shulver, 2012). Later, HRM turned to behavioural factors in the 1950s and 60s, emphasising leadership development, communication, and employee motivation. To improve organisational effectiveness, efforts for team building, training programmes, and performance management systems were implemented. Organisations realised they needed to match HR strategies with business objectives, and this led to the emergence of strategic HRM in the 1980s and 1990s (Kaufman, 2015). HR became a strategic partner during this period, which was marked by an emphasis on high-performance work cultures, talent management, and workforce planning. HRM gained an international component as a result of globalisation, which made it necessary to manage workers from many cultures and nations while striking a balance between local adaptation and standardisation (CIPD, 2015). Digital technologies have been incorporated into HRM in recent years, transforming decision-making and operations through social media, e-learning, online recruitment, HR information systems, and data analytics (Deloitte, 2021).

HRM plays a critical role in determining the performance of an organisation by carefully matching personnel practices to long-term corporate goals. This crucial role involves more than just administrative work and it also involves proactive decision-making, thoughtful planning, and an outlook (Torrington et al.,2020). Moreover, HRM emphasises long-term sustainability and growth by integrating people management practices with the overall business strategy. The understanding of human capital as a crucial organisational asset, which guarantees that HR procedures directly support the accomplishment of business objectives, is essential to its operation (Peters, 2023). HR specialists work collaboratively with senior management to identify personnel needs, contextualise the business environment, and develop solutions that will improve organisational performance. Strategic HRM also places a high priority on talent management and development, with a particular emphasis on luring, keeping, and developing elite personnel through all-encompassing strategies that include leadership development, career planning, and succession planning (Komm et al., 2021). Furthermore, HR is crucial when it comes to organisational design and development. It helps define reporting lines, structure positions, and support workers throughout times of change like mergers, acquisitions, or digital transitions (Murton, Inman, and O’Sullivan, 2010).  All of these things help to minimise disruptions. Additionally, HRM places a strong emphasis on performance evaluation and enhancement through regular feedback, setting clear expectations, and coordinating personal objectives with those of the company. HR uses data and analytics to forecast future needs, identify talent gaps, and analyse personnel trends in order to guide decision-making (Peters, 2023). This smart strategy makes it possible to allocate resources effectively and deal with new issues before they become problems. To put it simply, strategic HRM anticipates labour demands, adjusts to industry changes, and positions the company for long-term success while operational HR handles day-to-day duties. It emphasises that strategic HRM is an essential part of organisational strategy rather than a stand-alone role (Armstrong and Taylor, 2020). HR experts greatly enhance organisational resilience, agility, and competitive advantage by coordinating people practices with business imperatives. 

The basis of organisational success is strategic human resource management, which aligns people practices with long-term business goals. Proactive planning, forward-thinking decision-making, and the integration of HR procedures with broad strategic objectives are all included in this crucial role (Torrington et al., 2020).  While recruiting and selection are important elements in assuring the acquisition and retention of top personnel, which in turn supports organisational success and competitiveness, HRM encompasses many different aspects. In the context of human resource management, recruitment is the process of finding, luring, and enlisting possible applicants to occupy open jobs inside the company. The process commences with a comprehensive evaluation of the labour market demands and job specifications, succeeded by the formulation of focused recruitment tactics (Marchington and Wilkinson, 2016).  Job ads, employee recommendations, outreach on social media, university recruitment, and collaborations with recruitment firms are a few examples of these tactics. A varied pool of competent candidates is ensured by effective recruitment, which improves the organization's capacity to choose the most suitable personnel (Rosales, León and León-Fuentes, 2022). On the other hand, selection entails a methodical process of assessing applicants and reaching well-informed conclusions on their appropriateness for particular positions inside the company. It includes a range of procedures for evaluating individuals' skills, competencies, and cultural fit, including reference checks, assessment centres, aptitude tests, and interviews (Armstrong and Taylor, 2020).  Finding applicants with the necessary skills and qualities to successfully contribute to the success of the company is the aim of the selection process. In the context of HRM, ensuring that the organisation recruits a wide pool of people through effective recruitment fosters creativity, innovation, and adaptability. It helps the company to find people who fit with its long-term goals, values, and culture in addition to having the required skills and certifications (Marchington and Wilkinson, 2016).   Similar to this, effective hiring procedures reduce hiring-related risks by making sure that applicants are carefully evaluated in relation to predetermined standards, increasing the possibility of successful job performance and organisational fit. In actuality, staffing and selection procedures could change based on external variables, industry dynamics, and organisational demands (Horn, 20090. To efficiently satisfy their talent acquisition goals, organisations can use a variety of recruitment tactics, including internal recruitment, external recruitment, or a combination of both. Comparably, the methods used for selection might vary from conventional interviews to more avant-garde techniques like assessment centres or gamified exams that are designed to evaluate particular abilities and capabilities (Rosales, León and León-Fuentes, 2022).

The methodical process of strategic human resource planning ensures that HR procedures are in line with organisational goals and that human capital is used effectively to accomplish long-term business objectives (Horn, 2009). Strategic planning, goal-setting, labour supply and demand forecasts, programme implementation, and assessment are some of the important steps in this planning process. Strategic HR planning must include the essential task of forecasting labour supply and demand (Torrington et al., 2020). Businesses need to plan ahead for the number of workers they will need in the future, taking into account things like population changes, market trends, corporate expansion, and technology improvements. The process involves evaluating internal data, external market circumstances, and industry forecasts in order to estimate the number and variety of talents required in order to meet organisational goals (Murton, Inman and O’Sullivan, 2010). Organisations can proactively address talent gaps, minimise risks, and optimise resource allocation by precisely estimating labour supply and demand. Strategic HR planning requires both goal-setting and strategic planning because they offer a framework for directing HR actions in line with organisational aims (CIPD, 2023). Senior leaders and HR specialists work together to establish specific, quantifiable goals and objectives that reinforce the organization's strategic direction. These objectives could include hiring more people, developing talent, promoting diversity and inclusion, or addressing other HR-related concerns. HR makes sure that its practices are in line with the larger organisational strategies by using strategic planning to determine the policies, programmes, and strategies required to accomplish these objectives. For strategic HR strategies to be translated into practical initiatives and their efficacy to be evaluated, programme implementation and assessment are essential. To address identified workforce needs, HR undertakes a range of activities and programmes, including employee engagement campaigns, performance management systems, training and development plans, and recruitment and selection techniques (Marchington and Wilkinson, 2016).  HR keeps an eye on things, gets input, and adjusts as needed during the implementation phase to make sure everything is in line with strategy and maximises results. HR also carries out reviews on a regular basis to assess how HR initiatives affect employee satisfaction, organisational performance, and other important indicators. HR can determine programme strengths, shortcomings, and opportunities for improvement by reviewing its efficacy; this information will help guide future strategic HR planning initiatives (Johnston, Shulver and Clark, 2012).

Hilton shows its dedication to strategic workforce planning in HR planning by coordinating HR initiatives with broader company objectives. By carefully predicting its labour requirements, Hilton guarantees prompt access to qualified personnel. To further improve workforce competency, customised training programmes are informed by ongoing assessments of skill gaps (Zhang, 2023).  Hilton also places a significant priority on succession planning, identifying and training high-potential staff members for senior positions in order to maintain organisational continuity. Hilton uses a variety of sourcing channels, including as universities, organisations, and internet platforms, in their hiring process to draw in talent (Hilton, n.d.).  Internal mobility is promoted, helping current employees stay loyal and further their careers. Furthermore, by using digital platforms for online recruitment, Hilton improves accessibility for prospective candidates. In order to evaluate applicants' abilities, cultural fit, and compatibility with Hilton's principles, the hotel chain uses psychometric testing and structured interviews in the hiring process. The candidates that are chosen will have a beneficial impact on team dynamics and organisational success thanks to this all-encompassing evaluation process (Hilton, 2022). Hilton's strategies have a significant effect on its business units. Strict hiring procedures produce workers that provide outstanding customer service, increasing visitor happiness and loyalty. Additionally, hiring quality personnel increases operational effectiveness, which facilitates more seamless business operations (Kurtis, 2019). Additionally, Hilton's emphasis on hiring and developing talent encourages innovation since staff members provide new concepts and improve procedures. Finally, Hilton successfully reduces turnover costs by offering growth chances and internal promotions to competent workers. Thus, Hilton's HR strategies are critical in achieving corporate objectives since they draw, nurture, and retain exceptional personnel. This dedication strengthens Hilton's standing as a leading name in hospitality.

In conclusion, strategic human resource management plays a key role in workforce performance optimisation, promoting a continuous development culture, and coordinating personnel practices with long-term corporate goals. HRM's strategic approach covers a range of strategic and administrative activities, including as performance evaluation, organisational design, talent management, recruitment, and selection. Strategic HR planning, recruitment, and selection procedures are critical to advancing business expansion and improving visitor experiences in the context of Hilton Hotels. Hilton maintains organisational resilience and continuity through the forecasting of staff demands, identification of skill gaps, and implementation of succession plans. Furthermore, Hilton draws and keeps top talent by utilising a variety of recruitment channels, placing a strong emphasis on internal mobility, and using rigorous selection procedures. These actions ultimately improve service quality, operational effectiveness, innovation, and employee retention. Hilton sustains its status as a top hospitality brand by implementing strategic HRM practices and providing experiences that are unmatched in terms of quality and hospitality.
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