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[bookmark: _Toc223519476]ELEMENT ONE: JOB VACANCY
HOTEL MANAGER AT HILTON HOTELS
Location: Swansea, Wales. UK
Position Type: Full-Time Permanent
Job description
Hilton Hotels & Resorts is a large international hotel company that operates in a very competitive industry. In hospitality, people are very important because service quality depends on employees. In addition to our famous brand, Hilton Hotels & Resorts, the family of brands includes Waldorf Astoria, LXR, Conrad, Canopy, Curio Collection, DoubleTree, Hilton Garden Inn, Hampton and many others.
We are seeking a highly competent and driven Hotel Manager to oversee one of our hotels and ensure that Hilton brand standards, financial performance targets, and high levels of guest satisfaction are met.
The role
The Hotel Manager will be responsible for leading the hotel operations while ensuring that staffing, performance and employee engagement contribute to overall business objectives.
The successful candidate will:
· Hold regular meetings with the team.
· Overseeing daily hotel operations across all departments.
· Lead in all aspects of business planning.
· Leading, mentoring and developing department heads and team members.
· Ensuring compliance with Hilton brand standards.
· Promoting a culture of service excellence and professionalism.
· Set short- and long-term strategic goals for the business and make sure the hotel budgets are reasonable.
· Monitoring KPIs related to occupancy, guest satisfaction and staff retention.
· Supporting talent development, succession planning and cross-training initiatives.
What we are looking for
To successfully fill this role, you should keep the following attitudes, habits, skills, and values:
· Hospitality: you are passionate about delivering exceptional guest experiences.
· Integrity.
· Ability to solve problems and make decisions under pressure.
· Ability to manage teams effectively and support department managers.
· Emotional intelligence and people-centred leadership.
· Teamwork: being a team player in everything you do.
· Commitment to continuous learning and development.
· Strong communication and management skills.
· Strategic thinking and commercial sense.
Essential requirements
· Degree in Hospitality Management, Business Management or related discipline.
· Minimum 2-3 years of relevant experience in senior hotel leadership.
· Proficient in Microsoft Office.
· Strong knowledge of HR practices, performance management and team development. 
· Resourceful, creative and maintain flexibility.
Why work with us
At Hilton, we understand that onboarding, development and career progression are interconnected. We provide:
· Structured leadership development programmes.
· Ongoing professional training.
· Clear succession planning pathways.
· Performance-based incentives.
· Global mobility opportunities.

As part of our commitment to workforce development and retention, we offer:
· Competitive salary with annual performance-based bonus of up to 20% of base salary. 
· Pension scheme with employer contribution of up to 8%.
· Private healthcare insurance for you and immediate family members.
· 33 days annual leave.
· Global staff travel discount, up to 50% off room rates worldwide, plus discounted food and beverage in participating properties. 
· Free meals on duty.
· Internal promotion priority across Hilton global properties.
· Wellbeing initiatives, including gym discounts and mental health support workshops. 

APPLY NOW!
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Onboarding process for a new Hotel Manager at Hilton Hotel Swansea
At Hilton Swansea, onboarding should not be treated as a simple administrative procedure. It should be understood as an important part of strategic human resource management. Onboarding refers to the process through which newcomers move from being organisational outsiders to becoming effective insiders (Bauer and Erdogan, 2010). This means that the new Hotel Manager should not only learn operational tasks, but also understand the culture, values and expectations of the organisation.
Effective onboarding improves newcomer adjustment and performance (Bauer et al., 2007). For a senior position such as Hotel Manager, this is especially important because the role has a direct impact on business performance, employee engagement and service quality. Therefore, onboarding at Hilton Swansea must be structured, clear and well planned.
Pre-Boarding Phase
Onboarding should begin before the manager’s first working day. Structured onboarding practices help reduce uncertainty and support early adjustment (Klein, Polin and Sutton, 2015). Providing information in advance allows the new manager to feel more prepared and confident.
Before arrival, Hilton Swansea will provide:
· Welcoming to Hilton brand standards and service values.
· A clear explanation of role responsibilities.
· An overview of the organisational structure.
· Access to relevant digital systems and internal documents.
· A structured tour of all hotel departments and key facilities to provide a comprehensive understanding of operations and infrastructure. 
The resources provided on the first day can positively influence long-term adjustment (Bauer et al., 2021). This shows that early preparation is not only practical, but also strategically important.
Digital tools can also improve the onboarding experience when they are used to provide structure and clear communication (Petrilli, Galuppo and Ripamonti, 2022). Especially after COVID-19, organisations need onboarding processes that combine digital support with personal interaction (Scott et al., 2021).
First Week
During the first week, the focus should be on organisational socialisation and role clarity. Onboarding is closely connected to organisational socialisation, which helps newcomers understand how the organisation works in practice (Bauer and Erdogan, 2010).
The new Hotel Manager should:
· Attend structured orientation sessions.
· Learn Hilton’s service standards and operational procedures.
· Review financial performance and strategic objectives.
· Meet the executive team and department heads.
· Be introduced to key team members in each area.
Clear expectations are essential. When responsibilities and performance standards are defined early, newcomer adjustment improves (Bauer et al., 2007). In addition, organisational support plays an important role. When newcomers feel supported, their commitment to the organisation increases (Perrot et al., 2014).
First 1–6 Months and Probation Period
After initial orientation, onboarding should move towards deeper integration and leadership visibility. Newcomer adjustment develops over time (Bauer et al., 2007). Therefore, the first three months are critical, but they form part of a broader probation period.
At Hilton Swansea, the Hotel Manager will complete a formal six-month probation period. This period allows the organisation to evaluate performance, leadership behaviour and cultural fit, while also giving the manager time to fully integrate into the role.
During the first six months, the Hotel Manager should:
· Spend time in key departments such as Front Office, Food and Beverage and Housekeeping.
· Observe operational workflows and identify areas for improvement.
· Hold structured meetings with department heads.
· Participate in business planning meetings.
· Build relationships with employees at different levels.
When newcomers experience support and development opportunities during this period, organisational commitment increases (Meyer et al., 2002). This is particularly important in hospitality, where employee retention and engagement directly affect service quality.
Onboarding must adapt to modern working conditions, including digital communication and hybrid practices (Scott et al., 2021; Petrilli et al., 2022). Even in a hotel environment, digital systems can support performance monitoring and communication during the probation period.
Professional development
Professional development should be aligned with the hotel’s strategic goals because HR systems that strengthen service climate, work engagement and employee outcomes contribute to stronger service-oriented behaviours and better organisational performance in hotels (Kloutsiniotis and Mihail, 2020; Dorta-Afonso et al., 2021). 
Leadership is also a critical part of development in hospitality, managers’ commitment to service quality influences service climate through empowering leadership, and this in turn strengthens employees’ service-oriented behaviours in hotels (Lin et al., 2021). For this reason, Hilton Swansea will provide structured leadership development, including leadership workshops, conflict management training, emotional intelligence development and strategic decision-making sessions. These initiatives would strengthen managerial capability and support long-term competitiveness. 
Hilton’s Management Development Program is designed to develop leadership capabilities and hotel operations acumen, and includes cross-departmental rotation across different hotel functions before progression into managerial responsibility (Hilton, 2025). This shows that best practice in hospitality development is not limited to short training sessions, but involves structured and progressive management preparation. 
Training and development also influence retention in the hotel industry. Mirić and Slavković (2023) found a statistically significant relationship between training and development and employee retention, with organisational commitment playing a mediating role. Therefore, when managers see clear opportunities for growth, they are more likely to remain committed to the organisation. 
Hilton Swansea will offer annual development reviews, cross-departmental projects, participation in corporate initiatives and clear succession planning pathways. This is further supported by Huang et al. (2021), who show that many hospitality skills are transferable across roles, meaning that cross-functional development can improve internal mobility and organisational flexibility. In addition, effective HRM practices help hotels compete through high-quality service, particularly when employees are trained, empowered and actively involved in service delivery (Greasidou and Valachis, 2022). 
Digital capability should also form part of managerial development. Hospitality managers increasingly need digital transformation and digital business management competencies, so Hilton Swansea will support the Hotel Manager in developing data analysis and digital management skills alongside operational and leadership capability (Busulwa et al., 2022). 
Finally, professional development should be monitored and evaluated. High-performance work systems are associated with stronger work engagement and service-oriented organisational citizenship behaviour, which means development activities should be assessed against indicators such as employee engagement, turnover, guest satisfaction and financial performance to ensure continued alignment with strategy (Kloutsiniotis and Mihail, 2020).

SWOT analysis 
Strengths
· Structured and planned integration: the structured approach of the onboarding process reduces uncertainty and supports faster adjustment.
· Clear performance expectations from the beginning: providing early access to role responsibilities helps the manager understand what is expected and reduces confusion.
· Departmental tour and relationship building: the structured tour of departments and facilities helps the manager understand operational processes and meet team members.
· Alignment with organisational strategy: the onboarding process connects operational knowledge with strategic objectives, ensuring early alignment with business goals.
· Two-way communication and feedback.
Weaknesses
· Risk of information overload: during the first weeks, the manager receives large amounts of information which may reduce retention and effectiveness.
· Dependence on senior staff support: the success of onboarding depends on the quality and availability of mentors and department heads.
· Time and resource intensive: a structured onboarding process requires planning, coordination and management time.
Opportunities
· Improved organisational performance: strategic development aligned with business goals can strengthen service quality and operational results.
· Higher retention and commitment: continuous development increases organisational commitment and reduces turnover risk.
· Digital transformation and data-driven leadership: investing in digital skills prepares the manager for modern hospitality challenges and improves decision-making.
Threats 
· Budget limitations: economic pressure may reduce training and development budgets.
· High industry turnover.
· Rapid technological change: digital systems evolve quickly, requiring continuous learning and adaptation.
· External competition: competitors may attract developed managers with better financial incentives.

WORD COUNT: 1,620
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