[image: ]




BMIH5005 
Personnel Resourcing and Development
Topic: Discuss how the evolution of HRM facilitates the strategic development of Hilton Hotels & Resorts through workforce planning, recruitment, and selection.



Lecturer Name: Scott James, Jemma Smith
Student Name: Silvia Daniela Grecu
Student ID: 2245642



Introduction
The hospitality industry at large and at the worldwide level is the impact of consumer sentiment that is particularly brilliant in the global hotels market. Hilton Hotels & Resorts is an internationally celebrated brand in the hospitality sector with a 100-year history, for in 1919 Conrad Hilton bought the hotel where it all began. It together with others form the global Hilton Worldwide Holdings portfolio, comprising other brands in addition to theirs. The importance of effective Human Resource Management (HRM) for the given process must not be overlooked as international hotel brands may stand to benefit from possible achievements in their Strategic Development Process. This essay is about the connection between the systematic policy of Hilton Hotels & Resorts human resources management (HRM) (Torrington, 2020).
Evolution of HRM in the Hospitality Industry
Traditionally, in the lines of Human Resource Management (HRM) at the front of the house in the hospitality industry, administrative works including payroll, scheduling, and compliance with labour law and government regulations were done. In the past, departments were thought to be complementary functions that were not essential but rather strategic contributions to the decision-making process. In the meantime, restructuring and competition became more limited, with Hilton Hotels & Resorts Hotels and Resorts being the brand whose identity manifested such changes (Aquinas, 2019). 
From merely administering, Hilton Hotels & Resorts expanded its HRM approach to strategic alignment with the business rationale as the most critical capital in a competitive world. This shift saw HR departments turning HR into an essential business function, moving effectively from reactive hiring to proactive workforce planning, harnessing external factors to make informed decisions on resource allocation, which aids in optimising operations. 
Hilton Hotels & Resorts, rather than simply adopting a best-of-the-breed hiring strategy, implemented an inclusive style of managing talent, which included both recruiting the top talent and also their working environment that promoted forward-thinking and the attainment of excellence. This included HRM practices like rigorous training and development coursework, performance management systems, and employee engagement programs (created to benefit all through maximising their potential and by making their stay memorable - Bauer et al., 2023). 
Strategic Workforce Planning
The strategic HR planning process at Hilton Hotels & Resorts Hotels & Resorts encompasses several key stages:
Forecasting Labour Demand and Supply: Hilton Hotels & Resorts resorts to modelling methods that predict the staff requisite in the future. This comprises assessing historical figures and market tendencies to deduce demand changes due to weather severity and emerging new fashion trends. Hilton Hotels & Resorts can enhance their skilled labour management by accurately forecasting labour demand; this means Hilton Hotels & Resorts can proactively adjust staffing levels and skill mixes and balance the needs of the workforce, which may be during the peak seasons or in new market expansions.
Goal Setting and Strategic Planning: Hilton Hotels & Resorts’s HR department organises workforce planning via strategic business objectives, as one of their tasks. People and HR professionals' responsibilities will change along with the brand expansion into new markets or the introduction of innovative products, where at that time, the HR professionals create the strategic plans, goals, and metrics to understand staffing decisions that support organisational growth. This can be achieved by conducting labour market analyses to identify sources of talent, drawing up staffing strategies respectful of cultural specifics, and coordinating staffing decisions with legislative provisions as well as sectoral requirements.
Program Implementation and Evaluation: Workforce planning execution takes these measures necessary to process recruitment, training, and development programs that correspond to the found staffing deficits. Hilton Hotels & Resorts is driven towards this purpose by using technology, automation, and digitalisation to upgrade workers’ skill sets which also enables the company to be flexible and adapt to changing trends. As illustrated in the Hilton Hotels & Resorts case, the company hires data analysts and digital marketing professionals in a bid to employ big data analysis and digital marketing channels in efforts to drive business growth.
An assessment of workforce planning programs should be a mandatory procedure to determine whether any areas need to be improved or to see if the implementing mechanisms are effective. Hilton Hotels & Resorts constantly assesses the success rate of the projects, and collects feedback from the employees and the stakeholder community, to refine the strategy and generate alignment with the business aims (Bissolo and Imperatori, 2019). Top of Form

Recruitment and Selection
Hilton Hotels & Resorts Hotels & Resorts goes through an employee recruitment and selection process, which is well taught ensuring that the foremost personnel is engaged and stays up to deliver impressive guest experiences. Here's an overview of how Hilton Hotels & Resorts facilitates the development of business units through HR planning, recruitment, and selection:
HR Planning: Hilton Hotels & Resorts’ HR planning starts at the initial step of the future staffing levels ascertaining along with business goals. This concerns the development of demand based on significance, seasonal changes, tendency, and furtherance. It is worth mentioning that, when Hilton Hotels & Resorts plans to open a new hotel or expand into a new market, HR plans are tailored to suit the market or location for which the new hotel will serve, by hiring individuals such as local language speakers (Casals et al., 2024). 
Recruitment: Hilton Hotels & Resorts uses a multi-dimensional recruitment strategy to assemble a wide range of candidates i. e.  men and women. Using digital platforms like online career boards, professional social networks, and social media to give a wide reach globally is one of the critical strategies of Hilton Hotels & Resorts to attract candidates visibly. Simply put, Hilton Hotels & Resorts’ recruitment approaches, which take candidates of various origins, and parallel to the company's diversity policy and inclusive atmosphere (Christiansen, 2023), are also included. 
Selection Process: Hilton Hotels & Resorts' hiring process is centred around ensuring that all recruits are culturally sensitive and comply with the brand’s main purpose and service pattern. HR personnel may employ techniques of the kind including simulating reality and acting using scenario-based questions and role-play to evaluate an applicant's ability to get along with a culture and service people. One of the assessments that could be done is the candidates' competence in handling varied customer issues such as different taste preferences and the kind of scenarios they can face in the customer service industry.
Furthermore, Hilton Hotels & Resorts provides market-level wages along with internal training and promotion opportunities to hire and retain top talent. Along with salary, Hilton Hotels & Resorts checks the boxes of benefits, training, and work-life balance strategies, to be able to get staff to be happy and fully engage with their positions. 
Example of Hilton Hotels & Resorts’ Facilitation of Business Unit Development: 
Hilton Hotels & Resorts’ HR planning will be tuned to the need to hire diversity-sensitive and resourceful, customer-centric staff when the company opens a new property in a culturally diversified market like Asia or the Middle East. The talent pool is diversified, and candidates with diverse backgrounds and necessary language proficiency relevant to a given target market are sought while hiring. 
As part of the selection process, candidates are assessed not so much for their vital technical knowledge, but also for their cultural adaptation, which is even more important, and for their readiness to ensure the guest's success with the service. The success of Hilton Hotels & Resorts in entering new markets lies in the fact that it designed an HR strategy that aligned staffing and recruitment to the specific needs of its business unit; as a result, the company has staff that is fully capacitated to drive success and guarantee utmost satisfaction of customers (Fahy et al., 2024).Top of Form
Socialisation and Performance Management
Training, assessment, and performance-boosting are at the core of the duties fulfilment process in the Human Resources Department of international hotel chains like Hilton Hotels & Resorts Hotels & Resorts as a way of promoting human capital culture and investments among the employees. 
Socialisation, i.e., developing the newcomers into the organisational culture, and letting them define the standards of the company, values, and norms is what matters in the field of hospitality corporations are various and changing rapidly. Hilton Hotels & Resorts puts in place some soaping procedures that have been designed to guide its employees towards customer-centricity, thereby making them internalise the company’s philosophical and identity spectrum (Holland, 2019).
Orientation sessions, buddy programs, and complete immersion training are the cornerstones of Hilton Hotels & Resorts’s socialisation techniques. Such schemes set a platform for the growth and development of employees to make them a part of the company's culture and make them care about its vision and goals hence respect, loyalty, and enthusiasm among the workforce. Employing such programs leads to better communication among employees and that way the other important aspects, such as creating a good work environment, can be achieved as well as enhancement of motivation among the workers. 
Aper the same way Hilton Hotels & Resorts values performance management systems to improve employee performance and provide the best services to guests is the underlying principle behind their approach to people. Performance assessment that involves giving feedback, setting goals, and performance evaluations, creates a route for Hilton Hotels & Resorts to do the objective assessment of the employee capabilities and skills and gives the employees opportunities for skills development and career advancement. 
Mobilization of Talent
The international hotel group of Hilton Hotels & Resorts Hotels and Resorts conducts their talent management (HRM) strategically to utilise both human and organisational resources and fulfil the goals of the company while employees' social and professional needs are taken care of (Jangbahadur et al., 2024). 
The fact that Hilton Hotels & Resort’s activities are often affected by diverse countries' societies as it operates calls the need for the employees to be prepared, and for that, the company needs cross-cultural training initiative programs. These trainings are meant to create a mutually-beneficial relationship with culture and improve employee’s interpersonal skills allowing them to easily adjust, and perform effectively in different environments. Social Awareness Training in intercultural communication contains items like differentiating cultures, communication skills, etiquette, and the conceivable variation in customer value determination (Gowan, DeMarr, and David, 2024). 
Through implementing the cross-cultural training program for staff, Hilton Hotels & Resorts company empowers people with sufficient knowledge and techniques to provide guests with customisable and culturally sensitive services, regardless of guests’ nationality. However, this aims to produce not only stays that are delightful for guests but also pillars up Hilton Hotels & Resorts as a hotel joining people together and showing its hospitality skills.
Linking HRM to Organisational Outcomes
The strategic growth of the Hilton Hotels & Resorts Hotels & Resorts brand abroad, among other things, corresponds to the management of human resources, which is consistent with the organisation's objectives and tasks (Phillips, 2023). The instillation of HRM strategies into the traditional business methods of the hotel, Hilton Hotels & Resorts ensures it well uses its human capital to scale up performance and achieve habitual success in organisational management. 
Studies show that businesses concerned with building talent and commitment within their workforce usually yield higher business returns over their less-engaged competitors across many measures. In the hospitality industry, the quality of the product is based on customer perception and, hence, Hilton Hotels & Resorts understands that employee satisfaction is the main success factor for delivering great experiences. Employees are more confident and well-informed which is likely to contribute to more personalised and better customer service, thereby resulting in customer satisfaction and loyalty which could ultimately result in more comments from satisfied guests. 
It can be expected that customers who relate positive experiences with the brand are more likely to become loyal and refer other customers, driving sales growth and higher revenue in an extended period. With employee involvement, training, and development the Hilton Hotels & Resorts chain of hotels and especially its personnel make sure this challenge is not insurmountable (Marchington et al., 2020).

Conclusion
In conclusion, it should be highlighted that the evolution of HR function has shifted from a conventional to a strategic role in the international hotel industry, through proper hospitality human resource management workforce management plan, recruitment, selection, socialisation, performance management, and talent mobilisation. A strategic HRM approach as a competitive advantage aligns Hilton Hotels & Resorts Hotels & Resorts with human factors to facilitate the highest employee loyalty, effectiveness, and efficiency while shifting the competitive environment from purely market-related to other non-monetary factors such as better training, knowledge sharing, and more effective decision-making (Singh and Ramdeo, 2023).
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