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Human Resource Management in Diversity, Equity and Inclusion Developing for the future
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)A LITTLE BIT OF BACKGROUND
· Marriott is a worldwide operator, licensor, and franchisor of hospitality properties under a wide range of different brands targeting different
customer segments (luxury, premium, select )
[image: ]

· Till 2021, Marriott ranks second as the leading hotel company in terms
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Diversity, equity, and inclusion in Marriott

- For the past decade, Marriott has pledged to diversity, equity, and inclusion. However, the expectations have deviated from reality, as it has ignored the equity and inclusion dimension but solely focus on
the diversity dimension.
-	- Resulting in highly diversified labor, but continuously conflicts
and complaints in the workplace

Deviation
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Data technologies to uncover DE&I patterns
· The identification of demographical patterns in DE&I to make more informed decisions in key HRM decisions, such as recruitment, selection, promotion, etc.
· The use of data technologies to uncover DE&I patterns through the collection, analysis, and prediction based on massive and multi-dimensional data of employees


Data technologies to generate DE&I intelligence
-The continuous monitoring and benchmarking of DE&I through identifiable attributes of DE&I, such as work style and mindset of single individual, of specific working teams, of departments, of branches, of the company.
-The integration of employee voices ( from social media, from work forums, etc.) to integrate DE& intelligence generated by data technologies with primary feedback to propose DE&I initiatives and promote overall DE&I emotions.
-The use of data technologies (neurological analysis, artificial intelligence, etc.) to study the DE&I biases and get rid of some hidden underlying DE&I subjectivity and biases.


-
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The current status quo of HRM professionals

· HRM professionals in Marriott Hotel have been specializing in the traditional six modules of basic HRM administration functions.
· HRM professionals’ proficiency in data technology remained at the basic workplace software and HR management system. So far, there have been no specific data technologies being used in the DE&I issues
· HRM professionals have low or even bare proficiency in relatively advanced data technologies, such as big data analytics, artificial intelligence, etc.
· HRM professionals have a low understanding of how data technologies can be a potential facilitator in promoting DE&I
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The development of technological awareness

· [image: ]The development of digital and technological awareness of HRM professionals to perceive the necessity and significance of data technologies in DE&I management
The development of technological embedding
· The digitalization of basic HRM functions to generate digital data sources for inputs, as well as the use of automation to promote HRM effectiveness and efficiency
· The proficiency of people analytics to generate DE&I insights and intelligence developed through a wide spectrum of training and development initiatives, courses, webinars, seminars, on-the-job coaching, etc.
The development of digital culture
· The development of a technology-first culture in the HRM to optimize DE&I experiences through engaging with employees and other departments
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Cross-department collaboration
· The embeddedness of technologies in DE&I and other HRM functions requires cross-department collaboration and coordination in data collection, analysis, and data-facilitated decision-making.
· Interdepartmental alignment can ensure the overall embeddedness of data technologies in DE&I
Cross-market collaboration
· The geographical presence of Marriott requires the application and integration of data technologies across different branches of Marriott located in different places
· 	Developing cultural awareness and competencies in communication and coordination to fully leverage data technologies through a virtual team setting is required

Active listening
· Data technologies only provide insights and intelligence gained through the existing data, but do not reveal a comprehensive DE&I picture.
· HRM professionals should actively and proactively listen and communicate with DE&I to establish a secure and reliable environment where employees are comfortable voicing any DE&I issues .
· Active listening skills require HR to develop well-being evangelism by advocating for employees, and solve any potential problems which may be threats of DE&I development in the future.
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The transparency of DE&I	The reporting of DE&I



· [image: ]Traditional DE&I management is being criticized for lack of transparency and
reliability in reporting
· The lack of transparency and attention on DE&I data directly leads to a lack of
insights into DE&I progress and engagement of other stakeholders in DE&I
· 
The intervention of data technologies in
DE&I afford new insights that should be monitored and communicated to stakeholders (typically employees, investors, managers, etc.)
· The skills of reporting key patterns observed and key intelligence generated by data technologies should be developed in HRs
( such as DE&I visualization, etc.)
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	Jan
	Feb
	Mar
	Apr
	May
	Jun
	Jul
	Aug
	Sep
	Oco
	Nov
	Dem

	Digital proficiency
	
	
	
	
	
	
	
	
	
	
	
	

	Virtual team working skills
	
	
	
	
	
	
	
	
	
	
	
	

	Active listening
	
	
	
	
	
	
	
	
	
	
	
	

	Digital reporting
	
	
	
	
	
	
	
	
	
	
	
	





· The development of these skills will be though a combination of different approaches, such as distance learning through lectures and courses, seminars and workshops, on the job coaching, exercise, and simulation
· Digital proficiency is perceived as hard to master, and will take around 8 months to develop.
· The development of the digital reporting of DE&I is based on the development of digital proficiency
· All newly absorbed knowledge will be used in the workplace through practical cases
· Multi-source feedback will be provided for continuously improvement
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