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[bookmark: _Toc164154304]Executive Summary 
The consulting report is further explored in terms of staff diversity and inclusivity at New York Marriott Downtown in New York, which is the core of its leadership within the hospitality industry. Through comprehensive analysis and strategic recommendations the report aims to tackle the main issue which is the inappropriate integration of inclusion and diversity policies in the hotel’s working force. The report highlights the far-reaching importance of the recognition of a diverse and inclusive work culture by enhancing the engagement of employees, raising the level of customer satisfaction, and finally maintaining the business competitiveness in the competitive market of hospitality.
Diversity and inclusion among workforce is the main problem which is being demonstrated in under-representation of various demographic groups in Marriott Hotel. At the end, the gaps jeopardize employee morale and engagement, and ultimately put the hotel at the risk of not meeting the dynamically changing requirements of its diverse visitors. This is the very important point that facilitates in creating a positive working environment and also helps preserving the prestigious position and the competitive edge of Marriott in hospitality.
Analyzing the Marriott staff structure indicates a large degree of difference in terms of demographics and leadership positions. Throughout the ethnic, gender and age demographics, the current situation lack a proper diversity as minority groups are underrepresented in a disproportionate manner. Further to consider the leadership role, the major disparity is the dominance of leadership positions being taken by people with no diverse backgrounds. Take for instance, the great majority of leadership positions are occupied by people from the dominant ethnicity or gender. The outcomes of the research, hence, reaffirm the great concern about diversity and inclusion in the hotel’s workforce, which incites the comprehensive initiatives. Also, the investigation finds that lack of diversity in leadership positions limits the hotel from utilizing different perspectives and talents, what is needed for innovation and for continued strong market performance. Through the business’s consideration of these outcomes and the development of tailor-made solutions, The Marriott can create a more inclusive culture that includes everyone and makes use of their specialized skills.
The findings on diversity and inclusion in the workforce at Marriott have considerable effects on the various performance elements of the organization and competitiveness in the hospitality industry at large. First, the shortage of diversity in the workforce and the leadership poses a problem to the employee engagement and job satisfaction. Individuals belonging to the underrepresented groups might see few opportunities for career progression, and this particular situation may cause low job satisfaction and high staff turnover. Similarly, a massive workforce experience problems relating to the creation of an atmosphere of belonging and inclusion which can culminate in the reduction of employee engagement.
And also the lack of diversity in the workforce can affect customers’ satisfaction level and loyalty. Since the hospitality industry deals with multiple groups of customers, the companies that do not represent this diversity when hiring employees may find it hard to understand and fulfil the special needs and demands of their target groups. Research has proven that teams with diversity are more able to understand and meet customers' needs and should therefore experience higher customer satisfaction and loyalty. Regarding the wider view, the hospitality sector is highly dependent on workforce diversity and inclusion as the key elements of innovation and performance improvement. Firms that prioritize diversity works with more points of view and more ideas, thus becoming more creative and innovative. On the other hand, diverse teams are able to handle the dynamic markets and industry trends, thus, they are stronger as a result in the marketplace.
In order to derive the essence of workforce diversity and inclusion at Marriott, a set of actionable recommendations is proposed here. Therefore, the hotel should proactively implement recruitment strategies that will be appealing to all available talent pools. Such forms can include setting up partnerships with community organisations, attending diversity-oriented job fairs and using the social media to reach out to underrepresented candidates.
Additionally, Marriott should set up clear diversity measures to track the progress and measure the accountability. Additional KPIs on inclusion of diversity in recruitment, retention and promotion processes should be set to help the implementation of these initiatives.
Besides this, training regarding diversity and inclusion has to be provided for both employees and leaders. These programs have to be structured in a manner that seeks to inform the population about the unintentional biases, cultural competence, and institutionalization of inclusive behaviors. Also, the diversity modules should be included into onboarding programs and ongoing professional development courses which will definitely support the culture.
Besides, the establishment of the employee resource groups (ERGs) as on-site interest groups which bring together varied employees in an organization is a critical platform where the members can share their life experiences, organize inclusive events and influence the organization to adopt inclusive policies and practices. Finally, the review of the policies and procedures to ascertain the consistency with the objectives of inclusion and diversity. This includes the enactment of policies that actually create equal career opportunities and reducing the procedure for reporting and dealing with the complaints of discrimination and harassment. Through the implementation of these recommendations, Marriott, New York will establish a broad and inclusive work environment to make employee engagement, innovation and organizational performance possible.
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Marriott Downtown an entity of Marriott International is the unbeatable symbol of luxury and impeccability in the hospitality industry; it is famed for its grand rooms, refined service and everlasting grandeur. Exactly located at 85 West Street in New York, this most well-known hotel bears a torch of elegance and hospitality for the most demanding visitors. Marriott, which is over a century old, being open since 1981 in New York, is a beacon of sophistication and elegance that depicts the deluxe hotel experience (Marriott.com, 2016).
However, amidst its illustrious legacy, Marriott Downtown faces a pressing challenge in today's rapidly evolving business landscape: the work of increasing the diversity and inclusion in workforce. The hotel claims that the topmost priority for it is to deliver matchless guest experience but the staff profile should reflect the diverse fabric of guests. Through diversity and inclusiveness being the principal key factors of industry success, Marriott Downtown must embark on that journey to create a more diverse and inclusive work environment.
The solution of this important problem is the engagement of PwC, a well-known consulting firm whose world-class expertise in organizational development and change implementation will help find innovative solutions for this situation. PricewaterhouseCoopers (PwC) is a company which offers enterprises to succeed more effectively by providing important insights and recommendations that work with any problem that the company may encounter. Hence, this company has proven its worth of working with Marriott Downtown in the handling of the complicated issues of workforce diversity and inclusion.
Different approaches and models will be employed for the consultancy report to analyze the problems of Marriott Downtown and provide key recommendations. These Frameworks are STEEPLED, SOAR and TOWS which concentrate on different point of view, tools and way of making decisions and bringing about positive outcomes.
STEEPLED analysis is a thorough evaluation of the outside elements affecting the inward-diversity efforts and inclusion initiatives of Marriott. By the use of PESTEL model which simply describes the social, technological, economic, environment, legal, ethical and demographic dimensions that give important insights into socio-economic environment within which organizational strategies are implemented.
The key difference is that SOAR analysis considers the internal factors, namely strengths, opportunities, aspirations, and outcomes which Marriott managed to achieve in diversity and inclusion. Through the identification of both existing strengths and untapped opportunities, this framework serves as the basis for the establishment of strategies that capitalize on organizational strengths and are in line with the long term goals.
Ultimately, TOWS analysis helps strategic planning by identifying the intersections between internal weaknesses and external threats and internal strengths and external opportunities. PricewaterhouseCoopers (PwC) will undertake an analysis to identify strategic initiatives to improve workforce diversity and inclusion at New York Marriott Downtown in alignment with organizational goals and market dynamics.
This report is a scene setting of a full study of staff diversity and inclusion management at Marriott. Thus the report is backed up by the consultancy knowledge and use of analytic that PricewaterhouseCoopers (PwC) provides. The report provides, based on the premise of the consultancy knowledge, market intelligence and our current competitive analysis as well, and analytic frameworks and the data, the actionable insights and recommendations.


[bookmark: _Toc164154306]Analysis 
The hospitality industry workforce diversity and inclusion plays a crucial role as pillars for organizational performance, innovation, customer experience and competitive advantage (Jonsen et al., 2021). With the consumer segment and tastes being dictated by globalisation, hotels such as New York Marriott Downtown appreciate the importance of diversity and creating a staff environment that is inclusive. Being in the very centre of New York, one of the most cosmopolitan places in the world, New York Marriott Downtown has a long tradition of providing the best hospitality. Its quest for perfection incorporates not only luxurious décor and fabulous service but its people too. The hotel may be very popular, however, recent surveys have revealed that there are inadequate diversity and inclusion in the staff.
Diversity consists of many different aspects that include ethnicity, gender, age, religion, sexual orientation, and social status (Rios and Cohen, 2023). Diverse communities do not only recognize but also create a level playing for all people to achieve success and express their different faces and skills. Regrettably, New York Marriott Downtown finds itself facing a pressing challenge: the lack of diversity and inclusion in the employment. The hotel prides itself on crafting remarkable experiences for its guests and is determined to reflect the diversity of its customers in its workforce. The current workforce in the hotels is not representative of the New York’s multi-cultural society and does not tap on the positive aspects of a multicultural team.
This no doubt is the starting point of the more thorough examination of diversity and inclusion of New York Marriott Downtown. For that purpose, the hotel strives not only to comply with good practices in the industry, but also to create an employee-friendly environment where all employees feel they are valued, respected and motivated to do their best in order to contribute to the objectives of the hotel.
Demographic Analysis: The actual starting point in this undertaking complexity of workforce diversity is a comprehensive demographic analysis of New York Marriott Downtown staff body composition. The workforce of the hotel consists of individuals who come from many walks of life, but the loser scrutiny reveals the gaps in diversity on multiple levels.
Ethnicity: Whilst New York is very diverse, however the staff at the hotel is less racially diverse (Platt and Nandi, 2020). The major ethnic group very numerous represented while the minor ethnicity are objectively absent from specific departments and ranks.
Gender: Gender diversity in the workforce is a second factor that should be given more attention. The gender balance is roughly the same in the front office and administration occupational group, but from the point of management positions, it looks very different (Chen et al., 2021). Although women are the equally competent as men in leadership positions, they still experience underrepresentation in leadership positions. This says a lot about the persistent gender gap in decision-making and management positions.
Age: There is a blend of old and young, with old pros and young guns, in the workforce at New York Marriott Downtown (Calinaud et al., 2021). Older workers might suffer from an age-related discrimination with that while they could get proper career advancement, they can face the problem of having not enough opportunities in terms of the access to the training and the promotion path.
Representation in Leadership: Equal opportunity for leadership and decision making positions is one of the main points of ensuring diversity and inclusion promotion. The main occupiers of New York Marriott Downtown are the same people and thus there is a shortage of multiple viewpoints at the top (Shehawy, 2022).
The analysis of the hotel's leadership structure reveals the absence of women and minority ethnicities in the executive and managerial positions. Diversity initiatives that have been implemented recently are not sufficient to speed up the process (Manoharan et al., 2024).
Assessment of Existing Policies and Practices: Diversity and inclusion initiatives that are effective and transformative must have good policies and practices that deal with the recruitment, retention, and promotion process (Griffin et al., 2020). The review of Marriott’s policies reveals that there are both strengths and weaknesses.
Recruitment: Hotel’s recruitment model is to bring people from all backgrounds, but unintentionally, the unconscious biases may sway selection decisions (Yusoff et al., 2020). Opportunities could be in enhancing diversity candidate sourcing, expanding outreach to underrepresented groups and implementing structured interview process to decrease bias.
Retention: Creating a supportive and inclusive work environment is the employee retention strategy at New York Marriott Downtown. These initiatives include diversity training, mentorship programs and employee resource groups which are intended to increase the retention rate of the diverse employees (Ghani et al., 2022). Although these concerns about workplace culture and inclusivity still exist, minority employees still resignation.
Promotion: Fair and transparent promotion system in New York Marriott Downtown has to be analysed. Despite the fact that promotions are on merit-based criteria, the unconscious biases may affect the evaluation process of the candidates and hence, the unequal opportunities to move ahead. Establishing a career ladder with targeted development programs can reduce the promotion barriers to underrepresented groups (Thabet et al., 2023).
[bookmark: _Toc164154307]Impact on Organizational Performance
Employee Satisfaction: Employee satisfaction is a vital measure of the health and success of the organization. Literature has repeatedly demonstrated that there is a positive linear relationship between the workforce diversity, inclusion, and employee engagement (Alshaabani et al., 2021). New York Marriott Downtown can impact employee engagement by creating a diverse and inclusive environment.
Diversity teams unite people with different perspectives, backgrounds and experiences that result in creativity, innovation and collaboration. Moreover, diversity efforts that focus on fairness and equity in terms of career advancement opportunities are perceived by employees as a sign of organizational justice which supports their contentment and loyalty.
Customer Experience: In the hospitality industry, the customer experience is very important to business performance. The diversity of teams at New York Marriott Downtown has a big influence on customer service quality and customer satisfaction and loyalty (Abuelhassan and AlGassim, 2022).
A diverse workforce represents the different tastes, wants, and backgrounds of the clientele and the staff will be able to understand the needs of diverse customers (Thirumalesh Madanaguli et al., 2023). The case is the multilingual staff members who can easily communicate with international guests but also culturally competent employees who can offer personalized service that will match various cultural norms and expectations.
Besides, diverse teams promote the innovation in the service delivery and product offerings through the different perspectives and ideas (Nachmias et al., 2022). With diversity and inclusion, New York Marriott Downtown can create experiences that are unimaginable and inclusive for a wide range of customers, which will ultimately lead to higher customer satisfaction, retention, and positive recommendations.
Overall Performance: The impact of diversity across the organization goes beyond employee satisfaction and customer experience and covers productivity, innovation, and financial outcomes (Huang et al., 2024). Teams that are diverse at New York Marriott Downtown can pull off accompanying organization’s effectiveness and competitiveness by diverse ways.
In the first instance, diversity of the group members at various level of skills, knowledge and experience is very crucial for the diverse approach of problem-solving and decision making. Through the technique of sharing different points on view in their teams, the teams can discover new ideas, generate creative solutions, and respond to the fast changing markets effectively (Farmanesh, et al., 2020).
In addition, diversity provides a culture of innovation and a perpetual learning attitude, which enables the organization to achieve success and remain relevant to the environmental changes and be adaptable (Senbeto and Hon, 2020). People of diverse cultural and socioeconomic backgrounds can give you new points of views on a particular topic, which can be a great source for improvement in creativity and innovation.
In addition, the studies have been proved that the organizational financial performance has been increased along with the diversity in the workforce. Companies headed by a diverse leadership team and an organization that enables inclusiveness outdo their competitors in terms of profitability, market share, and shareholder value.
[bookmark: _Toc164154308]STEEPLED Analysis
STEEPED in the analysis the external factors can be differentiated in the way they influence the diversity and inclusion operations of the hospitality industry.
	Factors
	Analysis

	Social Factor
	Social factors such as the society's attitude towards diversity and inclusivity that affect the perception and expectations within the workplace and between clients. (Alberti and Iannuzzi, 2020).

	Technology Factor
	Technology supports inclusion through remote work provision and inclusive communication channels that make teams to be able to express and share ideas (Gonzalez et al., 2020).

	Economic Factor
	Economic factors add to the business argument for diversity, bringing more revenue and market share through improved customer satisfaction and reputation (Eikhof, 2020).

	Environmental Factor
	Regulatory requirements and industry standards along with other business practices are some of the environmental pressures that influence the ways organizations operate as well as the sustainability measures they take regarding diversity and inclusion (Fatima and Elbanna, 2023).

	Political Factor
	Political factors encompass government policies and regulations favoring diversity in workforce, legislation changes and industry-wide initiatives (Mooney, 2020).

	Legal Factor
	The legal aspect ensures the organization follows the labor law and regulations as well as fairness and equality in recruitment, discipline, and promotion of employees (Tamunomiebi and John-Eke, 2020).
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	Factors
	Analysis

	Strengths
	Marriott is a role model for other businesses in terms of joining employee resource groups, participating in diversity training programs, and also establishing inclusive leadership practices that promote greater employee engagement and positive guest feedback (Mistry et al., 2021).

	Opportunities
	Inversely, the hotel may expand its diversity efforts by bringing in recruitment from the minority groups, establishing mentorship programs for career advancement and using diversity through diverse events and programs. Integrating technology for remote options of work and communication channels that favour the inclusion of more diverse people are some of the strategies that can create accessibility and participation for diverse people (Zhou et al., 2024).

	Aspirations
	In the long run the diversity and inclusion strategy of the hotel will include improving the minority presence in leadership positions, having more inclusive organizational culture and becoming a symbol of excellence in the area of diversity in hospitality industry (Patel and Feng, 2021).

	Results
	The current diversity initiatives at New York Marriott Downtown have generated positive outcomes such as increase in the employee morale, customer satisfaction, and lively and inclusive working culture, which will act as the foundation for future planned proposals (Garg and Sangwan, 2021).
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	Threats
	Opportunities
	Weaknesses
	Strengths

	Resistances to change, unconscious biases, and limitations of diverse talent pools constitute the internal and external barriers to diversity programs (Kwok, 2022).
	Utilizing diversity can be strategically beneficial in terms of increased innovation, better customer satisfaction, and wider market appeal (Lodhi et al, 2024).
	Internal constraints may include outdated rules, absence of top management commitment, and insufficient diversity trainings, which will impede the achievement of the diversity targets (Ioannou and Dukes, 2021).
	The existing strengths such as a positive brand reputation, employee engagement programs and a broad network can be used to deal with diversity challenges effectively and, at the same time, the potential growth will be maximized (Im and Chung, 2023).
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Promoting diversity and inclusion at New York Marriott Downtown requires re-engineering the hiring system and recruitment for people in all walks of life. A proactive recruitment strategy should be in place to attract a talent pool that is diverse. It requires using non-traditional recruitment media by seeking out candidates from minority groups through targeted outreach activities and partnerships with organizations that focus on diversity (Jooss et al., 2023).
An important aspect of the candidate pool development is the outreach to minority communities and professional networks. Through partnerships with community groups, diversity career fairs, and online platforms that are popular with professionals of all backgrounds, the organization can gain access to a pool of qualified candidates from diverse ethnicities and races.
Implementing blind recruitment procedures would eliminate subconscious biases in the selection process. The masking of information such as name, gender, ethnicity during the initial screening stages ensures that hiring is done on the basis of merit and qualifications only – thus promoting impartiality and fairness (Dashper, 2020). The critical role of setting diversity objectives and metrics is one of the most important aspects of measuring recruitment progress. Data-driven diversity goals combined with the candidate pools and hiring outcomes will permit the company to measure its efficiency, understand the reasons for underperforming and hold all stakeholders accountable for achieving the diversity objectives. This enables for an easier recruitment process that favors variety of the applicants from different backgrounds and guarantees the organization culture is built to ensure long term success (Daskalaki, 2020).
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Leadership development plays a significant role in the advancement of diversity and inclusion in organizations. Diversity and inclusion should be key priorities for New York Marriott Downtown when creating a pipeline for future leaders and promoting inclusive leadership. Diversity and inclusion education must be a part of leaders’ training so that they can have a chance to use their skills and knowledge to advocate for the organization’s diversity agenda by providing a platform for the leaders. Programs in the form of workshops, seminars, and executive coaching sessions that discuss critical issues like cultural competence, inclusive decision-making, and mitigation of biases would be introduced.
It becomes fundamental for leaders to take undergo the training on inclusive leadership practices and unconscious bias awareness to be able to get the ultimate tools to increase the inclusiveness at the workplace. Through educating the leaders about the unconscious biases and developing behaviours that sets the tone of inclusion and subordination, the leaders can build a culture of respect, belongingness and collaboration within their teams (Gebbels et al, 2020). The central task of the diversity promotion in leadership levels of the organization is finding the HIPOs (high potential) members from the underrepresented group. Additionally, we should not forget to identify and cultivate leaders with various origins, which is another way to ensure leadership diversity. In doing so, we will also demonstrate the responsibility to fair chances for staff development.
Mentoring and sponsorship programs form the vital pillars of a diverse talent pool's career development process (Scerri et al., 2020). Peer/executive mentoring is a key resource which can provide guidance, connection, and advocacy that will assist in breaking such impediments and lead to an accelerated career progression. The leadership development initiatives centered around diversity and inclusion will result in having an army of inclusive leaders who will not only lead the change, but also create an environment where each employee can grow and excel.
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The induction and training is the heart of creating a culture of diversity and inclusion of New York Marriott Downtown. Through such a full continuum of learning and training the organization aids this action in the mobilization of diversity, the building of cultural competency and the creation of an inclusive workplace. The basic level of comprehension of key notions and principles is attained for all the corporation’s personnel through compulsory diversity and inclusion training (Thakur et al. 2023). Trainings should be built around diversity issues (i.e. implicit bias, microaggressions, inclusive language and diversity as a promoter of organizational success). The stand-out characteristic of diversity training at New York Marriott Downtown hotel is that it is incorporated into all areas of the establishment and it is done in such a way that equality and inclusion are the basic values that are common to all.
Culturally specific trainings that encompass the competence and sensitivity of employees are the key in providing them with the right skills and information to successfully function several cultural environments Cross-cultural communication skills will be developed through training, and employees will be able to identify and respect others’ cultural differences, as well as build positive relationships with co-workers and customers of different backgrounds (Hsiao et al., 2023). Diversity training is not just a separate module but it is now included in all stages of the employee development as it should be a part of the onboarding process, existing training programs and other employee progress. (Järlström et al., 2024). New York Marriott Downtown can ensure that learning culture is cohesive and fluid though diversity education is embedded into the current training frameworks. Educating and training employees to be able to dive deeper into diversity issues becomes important to make sure the inclusion of culture. There can be online tools, guest speakers, employee networks, self-directed learning and others like that. New York Marriott Downtown exhibits its dedication to fostering a learning culture by rendering a specific diversity education program that serves as a positive response to the issues of diversity, creating a more inclusive working environment.
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ERGs are crucial tools to foster an inclusive work culture, enable employees’ development and to amplify diverse voices. With ERGs in place at New York Marriott Downtown, the employees belonging to different affinity groups will have their own space where they can meet, work together, and foster more acceptances in the workplace (Dogru, 2023). The first step is to put in place ERGs that will represent diverse affinity groups such as LGBTQ+, women, persons of color, veterans, and persons with disabilities. These groups provide the employees with a platform for building a community, linking with each other, and encouraging diversity and inclusion in the workplace (Sharp et al., 2022). Resources and support are the keys to the success of ERGs. This involves dedicated funding; meeting rooms, communication channels and administrative support which can help ERGs organize events, workshops and initiatives that promote diversity awareness and cultural competence (Cheung et al., 2021).
Featuring opportunities to participate and lead in ERGs will go a long way towards employee engagement and empowerment (Randle, 2022). New York Marriott Downtown practices diversity in teams by involving employees in the ERGs and offer them to become involved. Employing ERGs to develop platforms that allow for a 360 degree feedback process, ideation and community building certifies the performance and innovation in the organization. ERGs are an important tool in evaluating the effectiveness of diversity and inclusion strategies and can be of great help to managers as far as decision making, policy formulation, and practice implementation are concerned (Gould et al., 2022).
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The essence of the organization is built on the policies and procedures. Either way, they form the norms and the culture of New York Marriott Downtown. For the aims of diversity to be realized, there is a need for the policies to be revised and changed in line with the vision.
The first action is to conduct an exhaustive audit of existing procedures (such as recruitment, performance management and promotion) and then discover the spots where they need to be improved so as to advance the slow process of diversity and inclusion ( Yadav and Lenka, 2020). This could even extend to more inclusive language modifications, undressing the hurdles for the underrepresented groups, and diversity considerations in the decision making.
Shaping the policies, that help in equality of career development and progression, is the key to get the multi-cultural workforce (Dimitriou, 2022). What should be included in these measures are the mentoring programs, leadership positions, and promotion processes that are merit based and not biased and favoritism. Reporting and handling of discrimination and harassment incidents needs to be reinforced to guarantee that the workplace is safe and conducive. This also covers setting the proper channels through which workers can report and the investigation of such complaints thoroughly. Then, disciplinary actions should be taken against the offenders. In addition to that, the organization needs to empower the victims of discrimination and abuse while providing them with the necessary resources. Through this, it will create the desired trust and accountability. (Vara-Horna et al., 2023).
Introducing diversity and inclusion philosophy in performance evaluation criteria encourages employees to being recognized and rewarded for the culture of an ideal workplace. After understanding the meaning of diversity, equity, and inclusion, and recognizing the effects this brings to the performance of organizations, we can achieve this (Santos and Almeida, 2022).
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The key to success in diversity and inclusion initiatives at New York Marriott Downtown implies a good change management. Thus, the organization will be able to manage the changes smoothly, involve the stakeholders in a meaningful way and leave a legacy (Shulga, 2021). The first step is to design a comprehensive change management plan. This strategy should entail determining the critical stakeholders, their roles, responsibilities, timelines, and communication strategies to govern the implementation stage. Clear objectives and milestones should be set to measure the progress and encourage accountability.
The senior leadership involvement as sponsors for the diversity and inclusion initiatives is critical for organizational change. Leaders start from the top by setting the tone, modeling commitment to diversity goals and allocation of resources for implementation (Hogan et al., 2023). Their visible sponsorship and advocacy can engender confidence and self-organizing throughout the entire organization. It is important to communicate the logic and the benefits of the proposed changes at all employee levels for creating understanding and acceptance among the employees. There must be clarity on the need for change, the expected results and the role of each individual in the process so that team members can trust and be motivated to work towards a common goal (Baquero, 2023). The continuous feedback and input of employees on the change process is essential in terms of producing the buy-in and ownership. Workers need to participate in open discussions about their opinions, concerns and suggestions for change. Employee's engagement in decision-making can increase the sense of ownership and commitment to the realization of diversity and inclusion goals (Bhutto et al., 2021).
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To evaluate if the diversity and inclusion initiatives at New York Marriott Downtown are effective, detailed performance metrics should be formulated. The organization should start by developing KPIs that specifically measure progress in diversity and inclusion. These KPIs may include metrics that are the representation of under-represented groups in leadership positions, employee satisfaction scores on diversity and inclusion, and the retention rate of the diverse talent (Nisar et al., 2022). Diversity objectives and targets should be monitored and assessed regularly to understand what we excel at and where improvement is possible. This involves the collection and analysis of data on a regular basis to know the impact and make adjustments where necessary. Through employee surveys and focus groups, valuable information regarding the perception and experience of diversity and inclusion in the organization can be obtained (Manoharan et al., 2021). Active participation of employees will help New York Marriott Downtown assess the impact of their work and to identify improvement areas.
[bookmark: _Toc164154319]Benefits and Costs
The implementation of the planned diversity and inclusion policies at New York Marriott Downtown will have many benefits. Staff dedication resulting from a more all-inclusive and equitable work environment will lead to higher productivity, morale, and retention rates (COPELAND, 2020). Customer satisfaction also increases as diverse teams can easily understand and serve the large number of different customers. In addition to that, promoting a diversity and inclusion culture drives innovation and creativity because different views and experiences result in better problem-solving and decision-making processes (Shao et al., 2022). The costs of implementing such measures could be high at the start due to training, hiring, and infrastructure requirements. Despite the cost of these projects being very insignificant in comparison to their long-term benefits. Through a more diverse and inclusive workforce New York Marriott Downtown improves the company’s performance, stimulates innovation and guarantees the company’s sustainability for the future.
Top of Form
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	Number
	Recommendation
	Desired Outcome
	Time Scale
	Completion Date
	Planned Budget

	1
	Recruitment and Hiring Practices
	Add to diversity in candidate pools and hiring outcomes
	Ongoing
	Continuous
	£10,000 annually for outreach efforts and blind recruitment tools

	2
	Leadership Development
	Cultivate a diverse and inclusive leadership pipeline
	1 year
	21/02/2025
	£15,000 for leadership development programs and mentorship initiatives

	3
	Training and Education
	Enhance awareness and understanding of diversity and inclusion
	Quarterly
	Ongoing
	£5,000 annually for training materials and resources

	4
	Employee Resource Groups
	Foster a sense of belonging and community among diverse employees
	6 months
	21/08/2024
	£3,000 for ERG support and events

	5
	Policies and Procedures
	Align organizational policies with diversity and inclusion goals
	9 months
	21/11/2024
	£8,000 for policy review and updates

	6
	Change Management Strategies
	Ensure successful implementation of diversity initiatives
	1 year
	21/02/2025
	£20,000 for change management planning and communication efforts

	7
	Performance Measurement
	Monitor progress and effectiveness of diversity initiatives
	Quarterly
	Ongoing
	£5,000 annually for data collection and analysis

	8
	Benefits and Costs
	Assess return on investment and long-term benefits of diversity efforts
	3 months
	21/05/2024
	£2,000 for cost-benefit analysis

	9
	Action Plan Review
	Evaluate progress and adjust strategies as needed
	Bi-annually
	Ongoing
	N/A (internal review)



The action plan will indicate the precise steps, schedules and costing options to be tapped into upon the execution of the recommended diversity and inclusion strategies at New York Marriott Downtown (Khalifa and Scarparo, 2021). Each recommendation has a development outcome attached to it, as well as a schedule for accomplishing it, a budget, and the responsible units organized into it. Those reviews and amendments periodically will monitor the plan's success in bringing about organizational change process and developing a culture of diversity and inclusion.

[bookmark: _Toc164154321]Conclusion
From the point of view of PricewaterhouseCoopers (PwC)' consultancy report, promoting workforce diversity and inclusion has been one of the core aspects of New York Marriott Downtown’s focus. Through a thorough assessment of the current situation and strategic suggestions, one thing is clear which is creating a mixed and tolerant work environment has two sides, one such is moral and another is strategic directions of the hotel development into sustainable operation.
One of the solutions is recommending solutions such as recruitment, leadership development, training, and policy on diversity and inclusion to fill the deficits and to prevent rather than remedy the gap. The suggested practices, which are the basic principles of the functioning of New York Marriott Downtown, transform its environment into a place where any member of the staff feels encouraged, knowledgeable, and valued to share their personal contribution with their unique view and talent.
Moreover, the report also gives a convincing point for business argument about diversity and inclusion as evinced by the workforce engagement, satisfied customers and accelerated innovations. By firmly embedding itself as core values, New York Marriott Downtown may become a role model for the hospitality industry and win both clients’ loyalty and selection based upon its standards characterized by excellence and inclusiveness.
Thanks to Pwc, New York Marriott Downtown has entered a new rewarding collaboration which made it privileged having worked with this respectable organization and contributing in turning that environment into an infill of tolerance where there is reconciliation. The tiring of New York Marriott Downtown in the process of testing indicates that the hotel is interested in self-perfection and is always in search of the new level of service.
The situation where the current challenges which need to be overcome and the growth goal of the organization are in concern raises several collaboration areas in the future between PricewaterhouseCoopers (PwC) and New York Marriott Downtown. By remaining open and communication channels alive through asking integration of the available knowledge integration; the company shall partner to overcome industry trends, opportunities, and challenges allowing the business to stay ahead.
In closing, the report restates that PricewaterhouseCoopers (PwC) assures to remain supportive of Marriott’s ambition to achieve diversity, inclusiveness, and outstanding services. Together it can construct an environment where all people are treated as ought to be, with the dignity they willingly deserve, and prosper.Top of Form
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