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[bookmark: _Toc99016416]Executive Summary 
The nature of the workforce has been in flux. The challenge facing each organization may vary from one to another, but to a great extent, the ability to ensure diversity, equity, and inclusion has been attached with great importance as it is one of the fundamental sources determining innovativeness, cohesiveness, productivity, and performance. As one of the biggest global hotel chains, Marriott has pioneered in terms of diversity and struggles with the development of workplace inclusion and equity. 
Overall, diversity without inclusion and equity is not sustainable, and one of the possibilities in solving this problem is data. Data technologies, such as big data can be used to provide support for workplace inclusion and can be incorporated and integrated with existing diversity recruitment and management applications. With Marriott’s current efforts solely focusing on the diversity aspect, the introduction and integration of data technologies into its current DE&I management can provide a new approach for Marriott to address its current inequity and uninclusion present in its workplace, and thereby promote the overall cohesiveness, productivity and performance. 
The paper also indicates the deployment of data technologies in managing DE&I can require large amounts of time and capital investment to develop data infrastructure and capabilities. The inherent biases and ethical issues involved in data can also present concerns for Marriott in integrating big data in DE&I management. 
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2. [bookmark: _Toc99016417]Introduction 
The sudden outbreak of covid-19 at the beginning of 2020 has grandly shaken all organizations regardless of sizes and types, resulting in a challenging environment for human resource (HR) practitioners who need to find effective solutions to cope with the extraordinary crisis through performing HR functions and to ensure the continuity of organizational operation (Azizi et al., 2021). In recent years, the HR functions have been typically challenged with winning the war for the talent in the increasingly volatile, uncertain, complex, and ambiguous environment (Bennett and Lemoine, 2014; Mack et al., 2015). Diversity, equality, and inclusion (DE&I) issues have received increasing interest from the public due to their relevancy to the social impacts, and to the organizational performance, this is especially true in the labor-intensive hotel industry where diversity is a norm.
The present report assesses the current DE&I issues in Marriott, and proposes some recommendations for Marriott in its future management 
3. [bookmark: _Toc99016418]Organization overview 
Marriott International (as Marriott) has been a worldwide franchisor, licensor, and operator of hotel properties under a wide range of brand names in different market segments (Marriot, 2022). Marriott, so far, has more than 6400 properties with a wide geographical presence in over 120 countries and territories (Marriot, 2022). The operation of Marriott is enabled by over 120 thousand employees scattered around the world with highly diverse demographic backgrounds (Marriott News Center, 2019). As a service-based organization, the employment practices and engagement level are essential to organizational productivity and enabling guest satisfaction. The management of HR is managed centrally by the Global HR offices in the International headquarter, especially the management of talents in the managerial positions (Marriot, 2022). The local presentations are endowed with some autonomy to make their own decisions in some major HR functions for the front-line employees. 
4. [bookmark: _Toc99016419]Main discussion 
4.1 [bookmark: _Toc99016420]The issue of Diversity, equity, and inclusion management in Marriott
Diversity, equity, and inclusion (DE&I) have never received this much attention ever. The latest report by McKinsey (2020) indicates the robust relationship between the greater DE&I and the enhanced likelihood of financial outperformance. Specifically, diversity refers to the degree of variation in the workforce backgrounds and personal characteristics, typically in the dimensions of gender, race, age, religion, etc.; equity refers to how the diverse workplace is enabled with the same access to opportunities and is treated fairly without biases and barriers; inclusion refers to the workforce is accepted and appreciated by the organization on an equal footing (Rotner and Kelly, 2009; Shinners, 2021). DE&I used to be ignored by the organizations, as it seems irrelevant to the ultimate goal of lasting profitability of business operations. Given increasing empirical evidence suggests the positive association between DE&I management the sustained growth, many well-known companies are now attaching significant importance to the DE&I development and management, and even put DE&I as a strategic priority (Harris and Bordere, 2016). 
Marriott has pledged to improve their hiring processes and introduce DE&I hiring training in its organization for almost ten years (Marriott, 2021). However, the expectation of Marriott has deviated from the management reality. The diversity dimension in the DE&I is rather easier to realize through recruiting qualified individuals with diverse backgrounds, the pain point bothering Marriott consistently is the construction of an equal and inclusive workplace for the diverse team. In the past 10 years, over $6 billion has been invested by Marriott with diverse-owned suppliers, over 50% of the global workplace of Marriott are women; total workplace by race/ethnicity includes 31.5% white, 0.5 Hispanic or Latinx, 21.1% Black or African American, and 12.2% Asian, etc. (Marriott, 2021) The efforts of Marriott in promoting diversity have been well acknowledged and commended. Marriott was ranked second in the Top 50 Diversity Companies (Marriott News Center, 2019). Nevertheless, the initiatives taken by Marriott in promoting equity and inclusion have been widely criticized for deficiency. A diverse workplace that lacks equity and inclusiveness leads to discrimination, harassment, abuse, and bias at the individual level, and ultimately erodes productivity and efficiency over the long run as equity and inclusion is a deliberate and concentrated approach to foster cohesiveness. For years, scandals regarding unequal treatments within Marriott have never stopped. For instance, a blind employee in Marriott was excluded from advancement to a management position based on Marriott’s requirement on seniors’ proficiency in Sales Force Automation software in 2020 (Level Access, 2020); a black employee of Marriot accuse Marriott of tolerating a culture of retaliation and discrimination against African Americans (The Providence Journal, 2020); Marriott faced a lawsuit filed by the U.S. Equal Employment Opportunity Commission as employees working in Marriott were subjected to repeated racial slurs, racial slavery, racial harassment, and other hash and offensive behaviors (Business & Human Rights Resource Centre, 2015); After reporting the wage theft and overcharging phenomenon to the seniors, an employee in Marriott was being retaliated, as hits Coptic Christian religion was disparaged, and he was referred as a rat, a mummy, and a camel, and he was terminated by Marriott at the end (Business Insurance, 2020).
Many organizations, including Marriott, has remained uncertain about how to act on the equity and inclusion initiatives, and they place the majority of their attention on diversity through the hiring and selection process. So far, there is no magic-bullet program, model, framework, or software that offers ‘one-size-fits-all- solutions to address the equity and inclusion challenge presented in HR management. However, data technology, such as big data, can lend considerable assistance to the effort, particularly at scale towards the DE&I issues. Data technologies is not new to HR management, the arrival of data technologies affords HR managers with unprecedented opportunity to be more data-driven, strategic, and analytics by discovering hidden patterns in the workforce and thus improve HR manager’s abilities to make decisions (Xu et al., 2015), but so far, the application in HR managements limits to the functions such as hiring and recruitment, performance management, etc. The ability of big data in acquiring, store, and process vast amount of multi-dimensional data throughout the employee life-cycle indicates its ability to make evidence-based management initiatives in terms of DE&I issues too (Harvard Business Review, 2020). This is of significant importance given the geographic disbursement and the sheer size of the workforce team owned by Marriott, as well as other organizations. 
[bookmark: _Toc99016421]3.2 The benefits of diversity, equity and inclusion for Marriott
The deficiency of Marriott in managing such as highly diverse team directly results in a less equal and inclusive workplace, where minorities are being treated unfairly in the workplace and could not access opportunities to deserving. On the one hand, the tolerance of the unequal culture has expanded from the organizations to their service delivery, with minority customers being served discriminately (Christensen-Hughes, 1992). This, in turn, jeopardizes the reputation of Marriott, which is the fundamental source of sustained competitive advantage in the ever-fierce hotel sector. On the other hand, the unequal workplace leads to the issues such as high turnover rate, low employee satisfaction in the Marriott, which directly endangers cohesiveness, productivity, innovation, and performance (Sezerel and Tonus, 2016). The de-prioritization of inclusion and equity of Marriott has resulted in especially negative impacts during the covid-19 crisis. The diverse talents of Marriott have been at risk during the pandemic, as remote working and organization downsize have reinforced the exclusive behaviors and biases which further undermines inclusion (Zhong et al., 2021). 
There are primary reasons why Marriott should be placing a higher priority on its DE&I efforts: to improve economic performance, to stimulate innovation and vitality, and to increase employee satisfaction and reduce turnover, etc. For instance, the Diverse teams of Marriott are more understanding and empathetic of travelers’ pain points when they deliver services, and therefore promote service quality and customer satisfaction, which in turn leads to lasting profitability (Gehrels and Suleri, 2016). A diverse workforce supported by equity and inclusion also leads to synergetic effects given their different backgrounds, thereby bringing more novel ideas for the organization (Lightfoote et al., 2016). Cognitive diversity (i.e., collaborators see and solve problems differently) is also key. A study by Morgan, Dunleavy and DeVries (2015) indicates the use of using AI neuroscience to eliminate hiring bias, found that large organizations often need diverse cognitive abilities to become proficient at different types of strategies, from classic to adaptive to visionary, to cope with complex and changing environments. The richer the diversity, the better. The more dimensions contributed by the workforce, the higher innovativeness the company can be, and the positive relationship between the two can be enhanced through digitalization (Morgan, Dunleavy and DeVries, 2015). 
Nowadays, companies like Marriott are competing in an highly volatile, dynamic, uncertain and ambiguous environment featured with rapid technological breakthroughs, unprecedented crisis, etc.(Brannon et al., 2018). Increasing diversity not only drives innovation, it also increases the resilience of companies (i.e., their ability to survive unexpected situations). Companies with more effective DE&I management outperform converging companies when faced with unexpected change and adapting to external threats. Indeed, DE&I is a key feature of sustainable natural and social systems, including businesses, as DE&I reduces the risk of system collapse and is also a breeding ground for adaptive evolution  (Kim et al., 2021). It allows companies to continually improve and experiment with products, strategies and business models - the key for Marriott to staying healthy in a constantly changing environment.
From the employee side, when DE&I is appreciated in the organization, employees are more willing to engage, contribute and commit (Brimhall, 2019). Therefore, the existence of a DE&I workplace can not only improve the short-term economic efficiency of Marriott but also contribute to its long-term profitability of Marriott. This indicates the urgency of Marriott‘s DE&I issues, and some effective measures should be taken. 
5. [bookmark: _Toc99016422]Conclusion 
The paper sheds light on the DE&I issues presented in the Marriott hotel. The report indicates so far Marriott hotel has faced a sever DE&I issues, reflecting by it continues scandals and lawsuits that erodes its reputation and performance. Especially, it is argued that the majority efforts of HR managers have been placed on the diversity aspect, without much efforts in equity and inclusion aspects. Corresponding recommendation based on the above analysis is presented below. 
6. [bookmark: _Toc99016423]Recommendations 
The previous efforts of Marriott in managing DE&I issues have limited to developing diverse talent pipelines. The integration of data technologies in the DE&I can help Marriott with the equity and inclusion concerns through identifying the demographic patterns and behavior patterns of the diverse workplace of Marriott, actively acquire primary insights from employees, and eliminate potential biases in decision making. 
5.1 The use of data technologies 
The concept of DE&I keeps changing and expanding, HR managers must examine workplace demographics and employee sentiment before HR managers can understand what needs to improve in the future. This is where data technology comes into play, the implementation of data technology, such as big data can help with the uncovering of hidden diversity patterns in the organization. The intervention of big data can typically help in the following two aspects. The demographical data identified in the process can help the HR managers in the decisions of hiring and recruitment to enhance the diversity of the team continuously; the sentiment data collected can help the HR managers develop primary understanding towards how the equity and inclusion efforts has been perceived by the existing employees and how the DE&I efforts be advanced in the future.
Based on the intelligence generated from above data analytics, there are two efforts can be worked on by HR managers. If the diversity issues were identified, the next step is to attract and develop inclusive people, which requires the conceptualization of some identifiable attributes of diversity and inclusion, such as work style and mindset (Harver, 2021). Big data can be used to identify inclusive employees and candidates through the behavioral data collected from them. If there are some equity and inclusive issues within the organization, HR managers can use big data to assess how and with whom the team interacts (regardless of the hierarchy) to acquire some ideas about the patterns that may need to be addressed (People Insight, 2020). Specifically, social network analysis enabled by big data can help employees and HR practitioners further understand their interaction patterns, while Voice of the Employee (VoE) application enabled by big data, can collect feedback and share emotions related to inclusion, which, in turn, allows HR practitioners to design customized intervention plans (Forbes, 2019). Furthermore, given the importance of team leader in developing the equal and inclusive environment, Daugherty, Wilson and Chowdhury (2019) suggested the use of neurological and artificial intelligence assessment tools and learning platforms related to inclusiveness to help team leaders get rid of their own biases and rigid styles into catalysts for inclusive team decision making.
5.2 The concerns over data technologies
However, given the broad and ambiguous conceptualization of DE&I in the workplace, reliance on data can also make HR management decisions subjective to the bias and errors inherent in the data and data processing mechanisms. At the same time, there has been rare practical practices of using big data in addressing DE&I issues, the establishment of data infrastructure and capability in this regard requires time and capital investment. Some of practices of using data technologies addressing DE&I issues are, so far, theoretical based, lack of practical experiences in adopting big data in DE&I can a practical challenge and disadvantage for Marriott (Morgan, Dunleavy and DeVries, 2015). 
It is also noticeable that the use of data technologies involves the acquisition and the processing of private data. The fact that the data is related to diversity, such as minority groups, make the big data analytics a process filled with unethical concerns (Konovalova and Mitrofanova, 2021). How to respect the sensitivity involved the data and how to protect the privacy involved in the data to legitimately acquire intelligence and make decisions regarding DE&I can be a potential concern for Marriott. So far, there has not yet consistent regulations in governing the use of big data analytics in addressing DE&I issues, making it especially important for Marriott to establish its own codes of conducts in utilization data technologies. 
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