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MANAGING PEOPLE IN ORGANISATIONS 
Improvement of an HR priority area in Marriott international and Starbucks. 



Table of Contents
Executive Summary	2
Improvement of an HR priority area	3
1.0 Introduction	3
2.0 Organisational Overview	4
3.0 Main Discussion	5
3.1 Internal and External Influences	5
3.2 Differing Approaches by Size/Sector	7
3.3 Key People Management Concerns	8
Employee Engagement and Motivation:	8
Diversity, Equity, and Inclusion:	9
Corporate Social Responsibility (CSR):	9
Training and Development:	9
4.0 Conclusions	10
5.0 Recommendations	11
References	16





[bookmark: _Toc164021359]Executive Summary 
This report analyses the HRM strategies of two giant companies, Marriott International and Starbucks. It examines how these internal and external factors can affect the human resource priorities of the companies, ranging in size and industry. Also, it describes what kind of strategies are put in place for recruitment, training, and engagement (Wickham et al., 2020, p.77). Other concerns addressed by both organisations, including employee motivation, diversity, and corporate social responsibility, were also raised. The acquired information includes employee training and development and critical areas needed for a complex system of improvements. There are some tips about getting the most out of training that can be achieved by active learning techniques, using technology support, and stressing environmental issues (Chang, 2020, p.231). Prospected benefits, noticeable difficulties, ethical aspects, and the implementation method are outlined.
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[bookmark: _Toc164021361]1.0 Introduction 
Empowering managers is one of the focal points of today's organizational success in a dynamic and dynamic business environment. Firms may greatly influence their workforce through meritocracy, recruitment, and retention of dynamic employees, increasing productivity and their competitive edge. This report is focused on the employees' management procedures of two of the world's top influential corporations, namely, Marriott International, a lodger world leader, and Starbucks company, which is famous around the globe for food and drinks.
The analysis aims to give readers acceptable information about these companies' distinctive situations, challenges, and human resources strategies. Important lessons can be extrapolated by using case studies to elucidate the unique strategies of firms with varying contexts, such as their size, industry, or the number of their employees. Moreover, the report pinpoints a pressing problem concerning workforce management that influences both firms. It also evaluates how critical the problem is in terms of people management. This statement demonstrates the interconnectedness of water, energy nexus, and sustainability and the need for an integrated approach to address these interlinked challenges.
Research papers from academic sources, industry publications, and organizational reports have all played a role in the discussion about internal and external factors, sector-specific requirements, the most common people management issues, and how technology can work to mitigate them. The most pressing priority area is defined after that, and the recommendations are offered for the policy area regarding feasibility, risks, benefits, and ethical considerations (Harris et al., 2022).

[bookmark: _Toc164021362]2.0 Organisational Overview 
Marriott International 
Marriott International is a foremost transnational hospitality corporation with various hotels and supported housing units. Founded in 1927 and headquartered in Bethesda, Maryland, the Company had 8,000 companies in 139 countries and territories as of last year (Barreto and Mayya, 2022, p.878). Today, the Company has 200,000 companies on the payroll, most from the US territory. Marriott's human resource’s function resides mainly at the corporate level. Yet, it is also structured at the regional level and then split among the individual hotels and departments to ensure local requirements are met. In the framework of the firm's human resources strategy, the emphasis is on the appeal of top talents and their keeping, advancing training and development by reintroducing the best opportunities and promoting diversity and inclusion in the workplace culture. At the time of the global workforce's expansion, the Marriott group faced many complexities in sustaining the required service standards.
Starbucks 
The coffee businesses that belong to Starbucks Corporation are regarded as the global market leaders in roasting, marketing, and retailing specialty coffee. 1971, the company was initially based in Seattle and had only one store. Over the years, it has become the world's largest coffeehouse, with around 33,000 stores across 80 countries, employing approximately 400,000 individuals (Kumaresan, 2019). It is one of the top brands worldwide, with coffee stores being its forte.
Starbucks' HR function is cantered on recruiting team members (employees) with a passion for coffee, training them comprehensively, and fostering an attractive and motivating workplace that encourages and recognises initiative and innovativeness. With its focus on collaborative teamwork, grooming a career path of personal growth and diversity, and sourcing ethics, Andahara Basary showcases its ethical workspace in 2021 on page 124 (Andahara Basary, 2021, p.124). However, the factory has CEOs to deal with high employee attrition and provide a uniform experience to customers across the vast Starbucks store network. It should, of course, take notice of its workforce structure, which is a multicultural and multi-national group comprising both corporate staff and frontline workers.
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[bookmark: _Toc164021364]3.1 Internal and External Influences 
The particularity of the internal or external environment and its impact can be judged and form the basis for Marriott and Starbucks' people management strategies. Regarding the company itself, its culture, structure, and financial positions clear the way for HR departments to establish their agenda and make decisions critically. The origin of Marriott's high customer service standards dates back several decades. They are the core of its recruitment process, instruction policy, and performance management systems, as Xiaojing (Pages 1025-1026) has scattered them. Yet, its fast and comprehensive global presence through acquisitions has brought risk to hold the cultural integration and the consistent systems of people practices across a large decentralisation workforce.
Contrarily, Starbucks' culture, initiated with progressive tendencies and social sense, has been a primary factor in informing its HR policies and work-related programs (Hall et al. 2021, p.4). Diversity, ethical sourcing, and community involvement are the key components that define the company. Consequently, it is a preferred employer for people in a purpose-driven niche. Even though this forward-thinking attitude has seen horse racing sometimes become in contrast with profitability goals and public criticism (Nyangwe and Buhalis, 2017, p.260), it has equally recognised the sport's invaluable role in contemporary society.
Beyond the firms, external challenges range from the constantly changing labour market conditions to employees ' expectations and regulatory regimes in their operations across the globe. Employee turnover rates and seasonality of job conditions are critical aspects on which Marriott's management faces challenges in forming workforce planning and retention (Neupane & Khanal, 2022, p.63). At the same time, Starbucks is suffering from a highly intense struggle to attract new employees, especially in big cities. Besides, they face a public outcry around the ethical issues of their labour force, wages, and benefits (Donner and Loh, 2019, p.3).
Similarly, both organizations' financial performance and strategic priorities induce resource allocation and emphasis on human resource management practices. Marriott's concentration on global market access and asset development may force it to concentrate on the recruitment and training segments, where cost optimisation and operational efficiency should be prioritized (Zhang et al., 2023, p.34). On the other hand, Starbucks's brand positioning on social responsibility will likely result in rising employee development outlay, hiking workplace policies, and other humanitarian partnerships, which might affect the bottom line. (Turner et al., 2019, p.129)
[bookmark: _Toc164021365]3.2 Differing Approaches by Size/Sector 
Although both Marriott and Starbucks belong to the service industry, they tend to have differing people management styles, which have been impacted by variables such as the size of the company, the nature of the workforce, and their respective industries.
Marriott, being a tremendous multinational with operations in diverse places, must be able to handle employee diversity complications of all types, positions, cultures, and rules/regulations, as each is of a different origin. Their HR strategies embrace the need for uniformity in processes, compliance, and brand unification throughout the countries. They also recognise the need for localized adaptations, resulting in the countries' unique mentality, cultures, and traditions (Krupskyi et al., 2019, p.3). Marriott allocates excellent resources for training classes, emerging leaders scheme, and concise performance management, which are carried out in all its hotels, thus continuing to provide the best level of service all the time.
The opposite of this is Starbucks', more specifically, unified retail operations, which allow them for more excellent uniformity in people's management processes. The company's approach to hiring leans towards a high proportion of front-end and employee-level roles, requires the attractiveness of service-type individuals, deep, immersive training for drilling the company's culture and standards, and a teamwork approach to the whole process (Liu and Zhang, 2019, p. 128). Nevertheless, Starbucks faces hurdles such as heavy turnover and varying customer experiences at stores across the brand's extensive network. The technology supporting workforce planning, recruitment, training delivery, and employees is the same for the two enterprises. On the contrary, the tremendous scale of operations requires even more sophisticated methods and approaches adapted to the local contextual conditions (Drummond et al. 2021, p.239).
The differing talent requirements also impact the people management priorities of the two entities. One of the significant challenges faced by Marriott after the merger is to find and keep competent professionals that are specialised in lines of work of group executives such as finance, marketing, operations, and asset management together with the jobs front-desk type. Contrary to that, only a certain number of employees' admissions and advancements in their retail workforce are focused on fast-track hiring and training of retail employees and store managers who can perceive the specific brand smoothly (Xu 2020, p.135). The result of Starbucks' uniqueness is the ability to narrow the talent scope; thus, employing and training within its narrow scope is much simplified, even though Marriott has to utilise extended human capital management strategies to manage the depth of its needed resources.
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Marriott and Starbucks may have differing settings, but they have familiar people management problems that are strategically crucial to overcome. These include:
[bookmark: _Toc164021367]Employee Engagement and Motivation: The staff in the service industry is an asset that reflects the company's values and image. Attentiveness and positivity are two qualities that should be sought during the hiring process. Similarly, both companies have tackled this issue by putting their money into events like awarding programs, allowing for professional development, and building a rightful workplace image (Samola 2022). Nevertheless, multiple reasons, including heavy workloads, long working hours, and constant customer interaction, often lead to employee stress and early exit of the employees.
[bookmark: _Toc164021368]Diversity, Equity, and Inclusion: Having a profound reach to global operations, the strategy revolves around embracing diversity and ensuring an inclusive culture to be a good employer and associating with the consumer base. At the same time, both companies have made public promises and tried to mushroom-themed initiatives in this area from a universal perspective, assigning evitable implementation and accountability in these organisations different than today's issues. (Hassanein and Özgit, 2022, p.15365).
[bookmark: _Toc164021369]Corporate Social Responsibility (CSR): The social and government sectors are being particularly hard-pressed in this regard, with customers and employees becoming increasingly focused on the environmental, social, and ethical issues that businesses deal with. Marriott Hotel has made its name criticized due to environmental concerns and its responsible tourism initiatives being overlooked (Wickham et al., 2020, p.77). Starbucks, as its missionary and CSR-oriented company, has received positive reviews and annoyed customers for its decisions on employee benefits, ethical sourcing, and involvement in social justice (Turner et al., 2019: pg. 131).
[bookmark: _Toc164021370]Training and Development: Putting in human resources development of good quality stands is the most imperative drive for service firms to uphold the brand's congruity and client's experiences (Pratiwi and Sudiarta, 2019). Despite these differences, the four companies have very similar operations. They all go international and deal with many individuals at a time, which leads to the development and implementation of appropriate training strategies across their workforces. It's where innovative methods and incremental improvement make the necessary adjustments.
Both Marriott and Starbucks have put considerable effort into problem-solving and have been witty about the changing dynamics in the business scene, which always demand all-around evaluation and adjustments of people management strategies. The employment picture will most likely become more complex over the next several years due to novel technologies, altered expectations from team members, and stepped-up public scrutiny.
[bookmark: _Toc164021371]4.0 Conclusions 
The analysis presented here includes reviewing the HR features that determine people management as applied to Marriott International and Starbucks, two famous multinational service-providing organisations. Working in the same industries may differ from one company to another in roles, workforce, and strategic priorities, accounting for the different HR strategies and focus areas.
However, their similar and equally noteworthy problems about the human factor are inherent to the service industry, for example, creating high employee engagement, promoting diversity and inclusion, adhering to social and environmental responsibilities, and scalable training in scope. On the other hand, Marriott's business's enormous scale and dimensionality create new puzzles that take a lot of work to solve in cultural integration policy standardisation and technology authentication. Although Marriott and Starbucks have leveraged several projects to deal with these issues, evaluation has shown that employee training and development is still the critical area for focused improvement. The organization's capacity to discharge timely, accurate, and customer-centric functions is tied to the availability of an appropriately trained, skilled, and minded workforce like its organisational goals.
Marriott, the excellent hospitality conglomerate, is expected to improve its training programs regularly to teach the same fundamental business values, develop leadership skills, and build a common perception, thus maintaining these global standards across the chain of the hotels. It is imperative for Starbucks to consistently deliver engaging and experiential training to prompt its employees' cultural acclimatisation into the specific retail environment and values so that swift, positive, all-around customer experiences from each branch can be ensured (Xu, 2020, p.137). Therefore, developing training and practices is crucial for the sustainability of competitive advantage and the long-run success of a service sector. The subsequent section presents actionable Recommendations that should be tailored to each organisation's needs.
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Based on the analysis, the following recommendations are proposed to enhance employee training and development efforts at Marriott International and Starbucks: Based on the analysis, the following recommendations are proposed to improve employee training and development efforts at Marriott International and Starbucks:
Apply different interactive, experiential learning methods (Chang, 2020, p.221). Organizations should innovate more on interactive/experiential training techniques, which involve putting employees through exercises that allow them to practice live behaviour cases in realistic environments. To train hotel employees, Marriott can arrange model hotel/facility rooms complete with visual and audio props for engaging role-play. For Starbucks, these mock retail spaces would offer its baristas the chance to improve customer care, the production process, and operational procedures.
Such profound learning environments have more pronounced effects than physical (classroom) or online training since they develop practical skills and align an individual with the organisational culture/values. They create a safe environment where mistakes can be made, feedback can be obtained, and desired behaviours can be learned. Generate a humanised sentence for the given sentence:
· Striking a delicate balance between the diverse needs of our inhabitants.
· Promoting a sense of community.
· Fostering a sustainable environment for generations to come.
Consider investing in specialized training programs. The future of training is in Virtual reality (VR), Artificial reality (AR), and (AI) adaptive learning platforms that Marriott and Starbucks should consider. VR means moving a learner into artificially created settings for instances with the highest possible realities of the scenes. AR can add digital instructions/content to physical settings to give people proper directions. Empowering systems individually adjust levels/paths according to each learner.
These tools can reduce training costs, enhance scalability and consistency, and have a better knowledge retention rate, offering an appealing experience to the current workforce (Drummond et al., 2021). Conversely, providing upfront investment, getting the implementation done correctly, and overcoming the acceptance barrier of employees must be considered.
The two enterprises should emphasize sustainability and socially responsible matters in their training programs (77, Wickham et al. 2020). As consumer and employee expectations grow, an ethical, environmentally conscious workforce culture will spread over time. In this case, organisations must cultivate this culture and embody these principles.
For Marriott's hospitality industry employees, some of the training should include sustainable tourism management, energy conservation in hotels, and responsible sourcing. Starbucks may consider involving modules on ethical sourcing, waste reduction, community relations, and employee volunteer programs catered to the core public positioning.
Establishing such a culture for a sustainable brand creates a healthy brand reputation, employee fun, effectiveness, and societal impact. However, potential challenges include the extra expenses for employee training, the supply chain complexities, and the fact that customers may be reluctant to pay the price they could pay.
Social and collaborative learning can be supported by formal education, mentorship programs, communities of practice, and knowledge-sharing platform social releases, which provide employees an opportunity based on other person experiences, best practices, and insights.
Marriott would be the business that opens the online platform where all the hotel team members from around the globe could meet, discuss, share, and bring in their thoughts on negative and positive situations, creative solutions, and innovative ideas. A way Starbucks could proceed in this case is to match new employees to the best partners for hand-to-hand support and demonstration.
Social learning is a good money-saver; it lets the firm turn to the company's own experts, develops a feeling of belongingness, and increases employees' capacity. The hindrances involved are assessing the quality of content, controlling knowledge flows, and altering ingrained thought patterns (habits).
Continuously evaluate training impact and obtain feedback. From the measurement standpoint, both organisations need to analyse the effectiveness of the training and obtain massive employee feedback to find ways to improve. Indicators for the program response can be shown using picometers such as customers' satisfaction, productivity, retention, and revenue. Implementing employee surveys, focus groups, and pilot testing helps to discover areas for improvement in terms of adding more information, practicing delivery methods, and improving learning experiences.
Based on the data-driven approach, developers can refine the algorithms on the go and track ROI. Research-based online platforms will be capable of giving staff customized, dynamic training that is focused on real-time requirements. On the other hand, it requires infrastructure, alignment, and a will to learn repeatedly to continue optimizing the model.
However, implementing these measures would undeniably face bottlenecks and subtle costs. Consequently, the two companies should use the appropriate resources to train their employees to become the employers of employees' dreams. We will strengthen the role of the company's global workforce, allowing them to provide the best customer service possible, maintain sustainable business standards, and always protect the corporation's beliefs – this way, we will make the company an unshakable market leader.
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