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Introduction
With a focus on organizational structures and corporate culture, the hospitality industry suffers great loss due to the lack of competitive customer satisfaction and operational efficiency. As one of the marquee hotel brands in the world, Hilton Hotels & Resorts has created its reputation on a philosophy of serving with excellence, hospitality innovation & leadership. By having competitive corporate structure, leadership strategies, and employee engagement initiatives the company is able to keep its edge. This report examines Hilton’s organisation, culture and strategy in detail. Theoretical frameworks are examined including Schein’s Model of Organizational Culture (2010), Hofstede’s Cultural Dimensions (1980) and Handy’s Cultural Typologies (1993). I have trained on data and events prior 2023 Oct. In addition, the report will look into recent change activities at Hilton, their effects on the organization, and the strategic solution embarked on to keep the organization successful over the long haul. We will also discuss challenges like employee turnover, managing cultural diversity, and service consistency across locations. The final sections advice Hilton on how to accelerate growth and consolidate its position in the market through leadership development and organizational flexibility, as well as a glance towards the best practices of competition in the industry. This report evaluates Hilton’s corporate strategy and corporate strategy, examining all aspects of determining its effectiveness in the hospitality industry.

Theoretical Framework
The “Three Levels of Culture” model, by Edgar Schein A three-level model of corporate culture developed by Edgar Schein (2010) addresses how a corporate culture explains behaviour and decision-making. The three levels include: Artifacts — The visible, external aspects (e.g., uniforms, branding, service rituals) of Hilton’s hotels. Hilton’s artifacts support their global service experience consistency (Bellou and Andronikidis, 2009). 
Espoused Values – Hilton’s professed values and beliefs that the company promotes, including hospitality, integrity, leadership, teamwork, ownership, and urgency (Dawson et al., 2023). 
Basic Underlying Assumptions – Deeply ingrained beliefs or behaviours that are taken for granted and influence how employees and customers interact with one another and provide the service (Denison, Haaland, and Goelzer, 2004). According to Schein, a clearly defined culture generally increases employee motivation and inter-customer satisfaction, as illustrated by Hilton’s strong commitment to service excellence (Awadh and Saad, 2013).
Hofstede’s Cultural Dimensions Theory
Hofstede (1980), identified six cultural dimensions that would have a major influence on the behaviour of the people in the business environments for multinational organizations such as Hilton: 
Power Distance: Hilton maintains a hierarchy where corporate leaders determine policies on a global scale (He and Lai, 2014). Individualism-Collectivism: Hilton promotes teamwork while also valuing individual efforts through incentivization programs (Kang, Busser and Choi, 2018). 
Uncertainty Avoidance: Uniform training guarantees that a consistent service is provided across all worldwide sites (Salanova et al., 2005). Hilton promotes work-life balance through well-being programs, decreasing burnout (Yang, 2010) . Hilton emphasizes long-term sustainability and invests in leadership development. 
Indulgence versus restraint: Hilton offers employee engagement initiatives, which include wellness programs intended to boost job satisfaction (Salanova et al., 2005). Hofstede's framework offers an understanding of Hilton's corporate culture adaptation on a global scale while maintaining a high and consistent customer experience.
Handy’s Cultural Typologies
According to Handy (1993), there are four types of organizational cultures: 1.Power Culture – Centralized decision-making; not dominant at Hilton (Kang and Busser, 2018).
2.Role Culture – Hilton adopts a role culture, which means that employees have specific responsibilities that keep the service the same across different locations. 3.Task Culture – Encouraged in Hilton’s leadership programs, wherein high-performing employees can assume project-based roles (Schein, 2010).
4.Person Culture – Not applicable to Hilton’s formalized setting (Yang, 2010). Owing to the synergy potential, these frameworks help demonstrate Hilton's focus on the organizational setup, leadership ethos, and employee involvement, that feed into the core identity of the brand and its functional success in the hospitality segment.

Hilton Hotels: Organisational Culture and Structure
Hilton Hotels & Resorts utilizes a hierarchical corporate structure to ensure rigorous decision-making and service standardization worldwide. According to He and Lai, the company’s leadership is highly centralized at the corporate level, where strategic decisions are made by the executive management committees, and autonomy is designated to individual hotels operating within set boundaries to guarantee brand consistency. Corporate Goals: Hilton’s corporate goals are consistent with its mission to become the most hospitable company in the world and emphasize the following:
· Global expansion – the company places a priority on expanding into developing markets while maintaining a strong brand equity within regions where it is well-established.
· Sustainability leadership – Hilton is also committed to minimizing its carbon footprint under its Travel with Purpose program, which is targeting carbon neutrality and reduced water consumption by 2030.
· Digital innovation – another objective of the company is to improve customer satisfaction through more efficient mobile check-ins, the use of smart room technology, and employing AI to enhance customer service.
· Employee development – Hilton’s basic HR objectives also reflect efforts to expand HRM solutions to this end, including programs like Hilton University.

Individual Goals at Hotel Level In addition to the corporate goals set out by Hilton, each hotel must make decisions, develop plans, and execute operational goals (Schein, 2010). Some goals at the hotel level are: 
Service Excellence & Guest Satisfaction – All properties must achieve a high level of customer ratings as measured by guest feedback systems, by online reviews and through internal quality audits (Bellou and Andronikidis, 2009). 
Employee Engagement & Retention – Localized well-being programs, cultural training, and performance-and-growth based incentives are used to retain hotel staff (Yang, 2010) Revenue Growth & Cost Efficiency – While each hotel pays particular attention to Room occupancy rates, food and beverage sales, and events hosting revenues according to corporate profit targets (Dawson et al., 2023) .
 Sustainability Compliance – Hotels are expected to follow corporate energy conservation and waste minimization policies, so properties that outperform sustainability targets gain rewards (Denison, Haaland, & Goelzer, 2004). 
Community Engagement & Local Market Adaptation – Hotels are incentivized to engage with local businesses, culture partnerships, and tailored service offerings, to improve guest experience (Kang, Busser, and Choi, 2018)
Having crafted an effective approach to strike this balance with respect to corporate-related processes, Hilton's corporate vision allows for consistent global brand delivery while still providing sufficient flexibility at the hotel level to meet operational market needs. This approach allows Hilton to balance standardized service protocols with more local decision-making, maximizing customer satisfaction, employee motivation, and financial performance (Schein, 2010).

Strategic management and change projects 
These mainstream initiatives support Hilton's overall strategy for continued competitive advantage, which includes: Expansion (new rooms), Digital Innovation, Sustainability, and Leadership Development. The company seeks to build on its strong global presence, especially in emerging markets, while leveraging technology and personalized services to elevate guest experiences (Dawson et al., 2023). Digital transformation has been one of Hilton’s strategic priorities. The Hilton Honors mobile app was launched to help guests to check in digitally, select their room and utilize a mobile key (He and Lai, 2014). This Features provide comfort, better experience, and advance hotel management. Hotels that invest in digital innovation can enhance overall operational efficiency and customer retention (Salanova, Agut, and Peiró, 2005). Sustainability is also a central component of Hilton’s strategy. They founded the Travel with Purpose program to curtail environmental harm, increase energy efficiency, and expand responsible tourism (Denison, Haaland, and Goelzer, 2004). Hilton's sustainability plans are in line with global hospitality trends: consumers are favoring eco-friendly travel options increasingly (Awadh and Saad, 2013).
Examples of recent change initiatives present at Hilton include improved well-being employee programs to overcome industry challenges such as burnout and high staff turnover rates (Yang, 2010). To enhance job satisfaction , the company has broadened its mental health support services, established flexible programming, and integrated leadership mentoring programs (Kang, Busser and Choi, 2018). Studies show employees who feel like a part of their organization perform better and have less job turnover (Bellou and Andronikidis, 2009). Yet Hilton struggles to adapt to cultural differences in regions across the world. Although its standardized operational procedures provide service consistency, regional market differences occasionally necessitate localized decision-making (Schein, 2010). Discussion To foster a high-performance organization, Hilton needs to acknowledge and solve this issue and has started to implement cross-cultural training programs to help employees adapt to their local customers while still adhering to their corporate standards (Dawson et al., 2023). Hilton’s focus on innovative growth, environmental sustainability and global employee engagement highlights the company’s overall strategy to drive innovation across the board. The company's focus on both innovation and culture places it on the course of sustainable success in a rapidly evolving market (He and Lai, 2014).

Problems and Rooms for Improvement
While Hilton has a solid corporate culture and strategic initiatives in place, the organization does face challenges in operations efficiency and employee retention. The hospitality industry has faced high employee turnover which is a major concern (Salanova, Agut, and Peiró, 2005). Long working hours, heavy workload and emotional labour faced by Hilton employees contribute to job burnout and low job satisfaction (Yang, 2010). While the company has implemented several well-being programs, turnover continues to be a problematique, adding costs to recruitment and training (Dawson et al., 2023). A further consideration is the cultural diversity management across Hilton’s worldwide operations. There are employees from various origins with varying work philosophies, expectations, and management styles (Hofstede, 1980) in the various countries where hotels are located. Although cross-cultural training programs have been established at Hilton, with a lack of clear understanding of the values of a diverse workforce, continuous adjustments must still be made at Hilton (He and Lai, 2014). They struggle to ensure consistency of service across sites. Because Hilton operates in both the developed and the developing world, these factors influence different aspects of service delivery due to variation in infrastructure, local regulation and customer preference (Denison, Haaland, and Goelzer, 2004). While Hilton’s standardized training programs are designed to ensure consistency, differences in service quality still exist (Kang, Busser, and Choi, 2018).
Hilton is also under pressure to improve its sustainability efforts as consumers become increasingly aware of the environmental impact of travel . Travel with Purpose addresses these environmental concerns, but getting to net-zero carbon emissions and sustainable use of the world's resources requires an investment and adaptation to global sustainability regulations over the long term (Awadh and Saad, 2013). Although Hilton’s leadership system has the capability to trigger innovations and service models across its hotels, the decision-making process is still centralized at the corporate office, which is detrimental to flexibility for the individual hotels (Schein, 2010). Increased local seizing of operational decision-making autonomy can better serve customer wants and market realities. Overcome these issues, Hilton has the opportunity to enhance its global footprint and leadership position as a hospitality company.

Recommendations for Future Growth 
This data is from before October 2023, so provide Recommendations for Growth (250 words) Hilton response to enhance market position and solution to key challenges: Hilton should focus on employee retention, cultural adaptability, consistency of service and sustainability. Hilton needs to combine employee well-being and retention efforts and increase focus on mental health, career advancement opportunities, and flexibility (Salanova, Agut, and Peiró, 2005). Implementing mentoring programs like Marriott’s leadership development programs can enhance job satisfaction and minimize staff turnover rates (Dawson et al., 2023). In terms of second places, Hilton needs to improve its cross-cultural training programs and better fit into this staff from different backgrounds. Localized leadership development initiatives would allow managers to tailor management styles in a culture-based way while upholding corporate standards (He and Lai, 2014). Hilton can review customer feedback, conduct more internal audits and shorten the evaluation time between audits to better ensure service quality. At the same time, improving the level of foreign local hotel managers could make service more adaptable in different markets (Kang, Busser, and Choi, 2018). Making sustainability a top priority should be part of answer. Similar actions can be taken for Hilton on renewable energy investments, reduction of single-use plastics, smart building technologies to drive energy efficiency (Awadh and Saad, 2013). The establishment of strategic partnerships with green certification programs can also facilitate the improvement of the brand’s environmentally friendly image (Denison, Haaland, and Goelzer, 2004). Adopting these innovations will allow Hilton to retain its lead in the hospitality industry by continuing to dominate with employee satisfaction, operational efficiency, and sustainability.

Conclusion
The management quality of Hilton Hotels & Resorts is mostly driven by its strong corporate culture, having strong leadership, employee development process and digitization as the revenue management process. With even issues like an ever-changing workforce, managing varying nationalities, and, still, uniformity in services provided, continuous enhancements are needed. By strengthening their well-being programs, moving management strategies to a more localized model, and incorporating sustainability initiatives, Hilton will be positioned for the future success (Dawson et al., 2023). This would allow Hilton to bolster their global branding reputation while also reinforcing their company image as an industry innovator by facilitating council decisions behind leadership development, operational flexibility, and eco-friendly investments (Schein, 2010). Navigating that road will require continuous adaptation, both to keep the quality of service up and the satisfaction of its workers.
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