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Introduction 
Hilton Worldwide Holdings Inc., normally known as Hilton, is one of the biggest hotel companies in the world which is famous for its luxurious hotels and resorts. Established in 1919, the Conrad Hilton Hotel chain, starting as a local business, first opened its doors in the tiny town of Cisco, Texas (Rossidis et al., 2021). The Hilton's hospitality excellence catapulted the company's growth and soon the legacy properties such as Waldorf Astoria and New York City became its iconic sights, reinforcing its reputation. Throughout its history, Hilton has always been an industry pioneer, involving several innovations such as the international hotel and globally expanded Hilton brand name, and also conveyed the franchising to the hotel industry (Aust, Matthews, and Muller-Camen, 2019). Hilton's insistence on innovation and superiority is why it is its shining star in the global hospitality industry. 
Over time Hilton has diversified its portfolio and now it's possible to find a Hilton that is suitable for almost any class of tourists - from luxury hotels to budget-friendly hotels. Today, Hilton has a worldwide hotel chain in over 100 countries and a customer-centered approach and commitment to sustainability are just two of the important features of their operation (Pelit and Katircioglu, 2021). As it is an international brand, Hilton draws on this long-lasting legacy along with its high devotion to hospitality practices to redefine the very standards of luxury and service of the hotel industry.
Evolution of HRM
Human Resource Management (HRM) will be determined by the shifts that are imposed by the fluctuating features of the organisation, the tendencies in society, and the technology. Initially, HRM just started as a work function with the main concern of employees` welfare and the relations between the workers and the owners during the early 20th century (Budhwar et al., 2022). The town council initially carried out rudimentary tasks only but the scope of duties ambitiously increased with time. During the middle of the 20th century, the whole idea of HR practice was changed due to the influence of behavioural theory and managerial science. The management of HRM which had been a stand-alone function expanding the strategic focus of aligning the human capital with the output of the organisation was developed (Budhwar et al., 2022). Amongst these important concepts are performance management, training & development, and recruitment which are made essential as HRM has been migrating to meet the challenges of the more technologically advanced and competitive business environments.
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The turning point of the late 20th century saw HRM undergo new formation, due to the time of globalisation, IT development, and new workforce mobility (Reidhead, 2020). Human resource management has grown more strategic and data-driven and at the same time adopted HR information systems (HRIS) allowing for better workforce analytics, talent management, and workforce planning. As digital disruption, the gig economy, and flexible work-life balance demanded reshaping of the HRM in the 21st century, HR personnel have to adapt to the changing business environment (Pelit and Katircioglu, 2021). Concepts like telecommuting, diversity, and employment equity as well as employer branding are just a few of the ideas that are made more important today because of changing social norms and increasing job seekers' requirements. 
HRM brings in a more recognised contribution to the success of the organisations with its aim to motivate employees and build cohesion, and agility (Susanto et al., 2022). AI and automation are transforming HRM functions, where talent management concentration is mainly on the improvement of HR systems through technology that facilitates processes and enhances decisions (Pan and Froese, 2022). Importantly, the development of HR underscores moving HRM away from being just a transitional function and to a strategic role in furthering organisational effectiveness and employee well-being in the workplace nowadays.
Strategic role of HR functions and strategic HR planning process
The strategic importance of the given HR functions is unquestionable as it allows to develop an employee-oriented company that acts in line with the set business objectives. The purpose of strategic HR planning is to apply a scientific process of analysing the present employee benefits, planning for future talent requirements, and outlining the approaches to attract, build up, and maintain the staff. The process starts by conducting a strategic analysis of the organisational goals as well as a fact-gathering mission targeting the internal and external factors like technology, demographics, and trends that might affect the workforce (Bokareva and Yudina, 2020). Utilising establishment studies helps HR devise workforce plans by which they identify people in critical positions, skills gaps, and talents. Besides that, the strategic HR planning processes include the developed strategies for attracting and obtaining the best personnel, for instance, employer branding and talent acquisition plans.  
Forecasting labour demand and supply
Planning the labour force and supply for the Hilton that is done to coordinate the workforce capabilities with the corporate objectives as well as market fluctuation. Hilton performs a detailed review of multiple data sources to predict labour requirements. The factors that are studied are historical data, industry trends, economic indicators, and current or future projects. Such forecasting evaluates the chance of volatility, considering seasonal variations, business cycles, or special events. Moreover, Hilton looks to the internal factors like the expansion of business, technology growth, internal and external changes like acquisition or merger, etc. that may influence the labour needs (Tanveer, Yusliza and Fawehinmi, 2023). On the contrary, labour supply prediction requires analysing the inventory of the present workforce in terms of skills, capabilities, and any turnover including outside factors such as demographic changes and labour market conditions. 
Using staffing planning tools and metrics like hiring efforts, employee retention strategies, and talent development initiatives, Hilton predicts its future supply to achieve its goals. Integrating demand and supply forecasts Hilton thereby can identify workforce gaps and redundancies and, in this way, develop proactive strategies to compensate for the demand’s variances (Pan and Froese, 2022). That might be changing the recruiting approach, training the talented employees, or organising the whole staff to have remote workers. 
Goal setting and strategic planning
Strategic planning and goal setting can be viewed as the key elements of organisational success, they are the roadmap that guides the organisation toward the achievement of long-term objectives and helps the organisation to adapt to the dynamic world. These goal setting entails the specification of precise objectives that can be monitored for their achievement, have relevance to the organisation, and are realistic and time-bound. The strategic planning process articulates the specific objectives that will form the basis for the program plan, helping differentiate between what should and should not be a priority (Harney and Collings, 2021). The concept of strategic planning is different because it identifies the organisation's strengths and weaknesses, as well as its opportunities and threats in the marketplace place to come up with marketing strategies that capitalize on its strengths mitigate its weaknesses, and seize the opportunities while defending itself from the threats. 
The process usually is an analysis of market trends, competitor strategies, and customer expectations to help in identifying the strategic priorities enabling the management of the resources appropriately. Strategic planning involves defining KPIs (Key performance indicators) to assess the progress toward goals and having the strategies examined (Langer, 2021). By using smart goals and proper planning, organisations can maintain concentration, aim, and accountability. 
Program implementation and evaluation
Prevention is the first step. Implementation and program evaluation follow closely after. These two phases determine whether the activities will be executed right and if the programs are on track. The plan has to have all its objectives executed to implement them, and this includes resource allocation, stakeholder engagement, and activities that were planned to be executed. In this period, the proper flow of information, coordination, and keeping track of tasks should be ensured to finish them on schedule, within budget, and obeying the stipulated quality standards. Decisive leadership together with a buy-in of stakeholders and well-structured project management practices really can make a difference (Zeng, 2021). The program components that will attain wide acceptability and survive the test of time hinge on the evaluation of the program after the suite is operational. 
Assessment includes gathering and reviewing the data received to determine the effectiveness of the program in achieving its objectives and impact on the targeted group or the organizing institution. This could be done by putting forward objective KPIs (i.e. key performance indicators) as well as qualitative evaluations from beneficiaries (Harney and Collings, 2021). Comparing reality against what has been defined as the range of benchmarks or targets, an evaluator can discover the successes, defects, and recommendations for correcting the deficiencies. 
Recruitment stages and selection process
Hilton's administration of every aspect of recruitment and offer selection are comprehensive measures intended to hire the top candidates and ensure that every candidate fits into the culture of the organisation and its needs (Madera et al., 2023). The recruitment process begins with the strategic planning stage within Hilton where they forecast their staffing requirements based on the company's objectives, targets, and market tendencies. The job analysis undertaken leads to the role specifications: scope of responsibilities, qualifications, and, skills level needed (De Alwis, Andrlić and Šostar, 2022). Hilton, thereafter, relies on different means of recruitment to ensure that it has the right candidate. The hotel posts job openings on its website and also organises career fairs, employee referrals, and partnerships with educational institutions. 
Following applications reception, Hilton’s selection process includes checking CVs, carrying out interviews as well as accomplishing candidates through a variety of tools (like psychometric tests, assessments, simulations, and reference checks). Interviews may attempt various selection rounds where different stakeholders will measure the knowledge, abilities, experience, and cultural fit of a candidate (He, Morrison, and Zhang, 2021). Hilton highlights discrimination and acceptance and their recruitment process has inclusiveness to employ a workforce that replicates the community where they serve (De Alwis, Andrlić, and Šostar, 2022). After deciding on the candidates, Hilton sets the stage for an insightful journey for them as a premium hospitality brand.
Development of business unit through HR planning, recruitment, and selection process
Strategic HR planning, recruitment, and selection procedures are the fundamentals of a business unit developed in Hilton Hotel; however, these functions ensure the retention and application of talent crucial for driving business growth and the success of the business (Hamouche et al., 2023). One of the principal functions of HR planning is to anticipate both current and future skills and manpower that the business unit will require. This involves determining the predicted growth along with the market trends and prevailing technologies, among others (Cabral and Chiappetta Jabbour, 2020).  Recruitment and retention of talented workforce is made possible by this process that narrows the focus on key roles and skills gaps which are utilised in guiding where to make recruitment and where to develop the talents. Recognising the importance of the right kind of people, the strategies are made to attract candidates who possess the requested skills and idealize the organization's culture. 
Hilton uses multi-channel employment practices such as online job platforms, networking events, and partnering with educational establishments to engage prospective candidates (Gonzalez et al., 2020). The selection process consists of all categories of rounds, involving personal or group interviews, assessments, and checks of the references as a means of determining whether candidates are qualified, have gained enough experience, and have matched or aligned with Hilton's values (Cabral and Chiappetta Jabbour, 2020). It stresses the identification of people who are supposed not merely to solve the provided business unit's problems but also are capable of obtaining a long-term career at Hilton with the consolidation of corporate objectives. 
Conclusion 
The right employment practices are crucial to the accomplishment of Hilton's organizational objectives and maintaining its operations in profit. Making strategic recruitment planning, HR planning, selection and recruitment, and development processes, Hilton demonstrates the commitment to enrolling and nurturing the finest talent for growth and leadership quality in hospitality. Hilton emphasizes the relevance of the HR strategic alignment with business purposes to avoid redundancy of its workforce and adapt to newly developing market needs, and performance improvement. Through Hilton's deliberate and strict recruitment and selection processes, not only the respective candidates who are technically competent and possess the right qualifications are identified and hired but also workers who embody the core values and culture of the company. Besides, Hilton's demonstrated commitment to life-long learning and on-the-job development furnishes employees with opportunities to flourish in their area of expertise and are therefore prone to contribute to the success of the company. 
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