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                                               Hotel  International: Hilton hotels and Resort's
Environmental analysis is a strategic tool that is used to identify internal and external elements that is affecting,  or has affected  The Hilton hotel and Resorts performance. The aim of the analysis is to assess the level of threats or opportunities that the hotel may encounter, by realising that even if some issues are beyond one's control others can be easily resolved. In order to do achieve this the most common method used by the hotel is the PESTLE analysis. Ultimately this is a birds eye view of how managers and strategy builders are able to see how well the business is doing when in comparison to other hotels within the industry. (Torrington, Hall, Taylor and Atkinson, 2009)
It therefore is vital to take the following six factors  into consideration:
· P – political factors:  is how the government is affecting the countries financial situation, and whether their decisions has an impact to revenue. A prime example of this could be Brexit. With the United kingdom no longer part of Europe the question here is whether Europeans would choose to come to  Cardiff, to stay at The Hilton hotel, and whether trading rules will affect the way the hotel runs. Therefore the hotel will need to be aware of all the government policies, tax laws and government rules and regulations, in order to achieve maximum sales. 
· E – economic factors:  Brexit   here is detrimental to the way the economy will function when the effects of leaving the European union will come into force. The possible negative impacts could be increasing inflation rates, interest rates, disposable income of buyers, monetary and foreign exchange rates, as well as credit accessibility and unemployment rates. 
(www.newsroom.hilton.com )
· S – social factors: with the current state of affairs it is important to understand that countries vary from one and another. Every country has it’s own mind set which can affect the attitudes towards the hotel. This could lead to cultural,  gender, social, domestic and educational implications. Would people from Europe want to come to Cardiff when Wales wanted to leave the EU.
· T – technological factors:  with the continuing advancement in technology the Hilton groups has a responsibility to keep up to date with the increasing  changes for the  success of the hotel. This can be achieved  by staying connected at all times, and integrating when needed in order to understand how consumers react to various  trends. Undoubtedly the hotel will benefit from new technological advances and discoveries. An example of this could be 5G internet service for consumers. Will customers wants this or are they content with the service that is already being  provided. Will other competitors provide this service? If so how can Hilton beat their competition, and be the first hotel to provide this  service to visiting customers. 
(www.swotandpestle.com/hilton-worldwide-holdings-inc/2020)
· [bookmark: _GoBack]L – legal factors:  it is important to note that legislation changes take place from time to time and may affect the trading practices of the hotel. Arguably is vital to be aware of product, employment , competitive  and health and safety regulations, in order to tackle any issues that may arise3
· E – environmental factors:  undeniably location will influence business trades. Factors that need to be taken into consideration here are geographical location, the climate and weather, waste disposal laws, energy consumption regulations, and most importantly the attitude people have towards the environment. 
(www.swotandpestle.com/hilton-worldwide-holdings-inc/2020 )
It is important to understand that even  though there are a variety of external elements other than the ones mentioned above, none of them are independent factors . They coexist together by relying on one another. It therefore is key to understand and take the following steps:
1. Collect relevant information regarding the hotel. 
2. Identify opportunities that will benefit not only the Hilton branch in Cardiff but internationally. 
3. Recognise any threats the hotel may face. 
4. Take action in order to achieve success. 
Environmental  analysis is very important for the hotel to determine what roles certain factors play within the hotel industry. The analysis allows the hotel industry an opportunity to analyse tools to promote the growth of the hotel in and effective and timely  manner, by providing an excellent  customer service experience . 
It therefore should be noted that such experiences can only  be achieved by an effective workplace. It is important to understand that unless good people can be “recruited and subsequently retained” (Torrington,Hall,Taylor and Atkinson, 2009, p.47)

 for a long period of time, it will become extremely difficult to increase high performance levels,  in order to maintain any competitive advantage in the hotel industry. ( Torrington,Hall,Taylor and Atkinson, 2009) 
During times of recession when the labour market is loose , unemployment rises and the skills which employers seek are readily available. During such times recruiting and retaining employees is unproblematic as individuals are in fear of losing their jobs and will work to the best of their ability to keep these jobs, primarily because they will have fewer alternative job opportunities available to them. However by contrast when the economy flourishes skills shortages arise. The more severe these issues  become the harder it is for the hotel industry to recruit and retain individuals  with the necessary skills. (Martin and Whiting, 2013) 
In situations like this, vacancies are often filed internally. However it is good practice to advertise any vacancies publicly by considering internal and external candidates equally. The advantage of filling the post internally would be costs. It would be a great deal less expensive as there would be no need  to spend money on advertisements and recruitment  agencies. Instead a message could simply be posted on the intranet or the hotels notice board. (Torrington,Hall,Taylor and Atkinson, 2009, p.49) 
Another reason could be that internal candidates are able to  take up new posts in a quicker and more efficient manner  as they have existing knowledge of the hotel and therefore would require less time to settle into their new jobs and work to their full capacity. ( Torrington,Hall,Taylor and Atkinson, 2009)
Additionally  by giving preference to internal candidates the advantage is that they will have an incentive to work hard and demonstrate their commitment to stay with the organisation, rather than look for employment elsewhere.  This in turn will demonstrate that the hotel values employees and that career enhancing opportunities are available to them. However the disadvantage of only advertising internally means that there will only be a limited amount of people applying. While it may mean that someone who “fits in well" is  recruited, it may also mean that the best external candidate is  not  being considered. (Martin and Whiting, 2013) 
Often for this reason internal recruitment may sit uneasily with the organisation as they may not be complying to equal opportunity rules, as well as the creation of a diverse and multicultural workforce. (P50) Talented candidates from under represented groups are often not appointed as they either do  not hear about vacancies or are the last ones to know. For these reasons in particular it is vital that care is taken when recruiting in order to ensure that the approach taken is both fair and seen to be fair. ( Torrington,Hall,Taylor and Atkinson, 2009)
On the other hand once the hotel has decided that external recruitment is necessary a cost effective and appropriate method of recruitment must be selected. There are a variety of different approaches such as advertisements in local papers, recruitment agencies, job centres as well as corporate websites.  (Torrington,Hall,Taylor and Atkinson, 2009)
Although informal methods are sometimes used such as hearing about a vacancy from someone who already works at the organisation. Informal recruitment such as this is  not generally considered as good practice. This is because by doing so the hotel will deny its self the opportunity go select the  best possible candidates from a variety of applicants. On ethical grounds this is strongly criticised as it may be seen as favouring friends and relatives over existing employees, as well as disadvantaged groups, hence perpetrating social inequality. From the perspective of the employer however  informal recruitment can employ individual quickly and cheaply, and in many cases research had found that such recruits are often stronger performers and are less likely to leave their positions. (P51) Why this would the case is a matter of debate but one reason could be that someone who is recruited via word and mouth is generally likely to have a better understanding of what working for the hotel would  be like. Moreover they are a group who would be more likely go enjoy the job simply because they will work alongside people they already know and trust. (Torrington,Hall,Taylor and Atkinson, 2009) 
With this in mind it is important to take into consideration the selection process. Popular methods include: interviews from the contents of the application form; structured panel interviews; competency based interviews; telephone interviews; pre interview references; group role play exercise’s and online tests. ( Marchington and Wilkinson, 2012) 
In order to find the best possible candidates the recommended practice for the hotel would be to  use the multiple methods screening, popularly used by retail companies. ( Torrington,Hall,Taylor and Atkinson, 2009)

 There are several stages for this, with the first being biographical screening which is a series of questions in order to check relevant qualifications, experience and educational background. Feedback may be also given here to advise them to apply in an area more suitable to their qualifications. Competency screening is when candidates are asked behavioural questions in regards to their previous experiences in order to be able to check whether their behaviour and skills match the competency framework set out for the role individuals apply for. Expectation matching is when candidates can be asked questions about what they expect from a career at the hotel. These specific questions will be matched against the reality of the role and candidates who are mismatched may be followed up at a later stage, ( Marchington and Wilkinson, 2012) 
From what has been mentioned above it can be said that candidates can be assessed  A (great candidate), B (possible candidate ) and C (not suitable candidates). The process here would be to hold telephone interviews with  group A candidates in order to hook them in and invite them to the panel interview, whereas B candidates will be more exploratory. ( Torrington,Hall,Taylor and Atkinson, 2009) 
It can  be said that this particular process has the largest effect on organisational culture as it highlights and governs how employees behave within an organisation.  One needs to be aware that this process is a system of shared assumptions values and beliefs. This is an influential factor as it can  dictate how employees dress, behave and perform their jobs. It is important to remember that any organisations including this hotel is composed of the recruitment and selection process as well as four other  characteristics that provide guidelines and boundaries for the way one behaves. They are as follows: 
1. Leadership -  A good leader is required in order to set rules for employees in order to deliver the best possible service for the hotel. 
2. Nature of business –  The purpose, market and operations of the hotel will have a impact on the way an employee behaves, as it will determine the way a product or services is provided to clients and customers. 
3. Company  values, policies and work ambiance –  Great emphasis is placed on trust and client advocacy, integrity in communication, growth and learning and  positive environment in order for employees to give 100 per cent in all that they do. 
4. Client and external parties –  customers are very important here as they directly affect the employees well being. If customers are satisfied with the service they will be pleased and thank the employee in question. However in contrast of the customer is upset, they may take it out on the employee which in turn may mean that it will affect the hotels brand, with negative reviews. ( Martin and Siebert, 2016) 
Despite these difficulties it is important to remember that the hotel will be more effective if managers think strategically a out employment relationships and develop policies and practices which may help them achieve clear objectives, in order to maintain and coexist in a environment where employers and  employees want to work with each for the success of the hotel. 
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