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[bookmark: _Toc222948530]HOTEL MANAGER at Hilton & Resorts Garden Inn Malaga
Hilton Hotels & Resorts
Location: Málaga, Spain. Costa del Sol
Position Type: Full-Time, 40 h/week, permanent
About Hilton
Hilton Hotels & Resorts is one of the most well-known hotel brands in the world. It operates in more than 100 countries and territories. The main goal of Hilton is to provide a very good experience for guests while keeping high service standards and good financial results. At Hilton, employees are very important for the success of the company, and good workforce planning helps the business grow in a stable and sustainable way.
The Role
Hilton Málaga is looking for a professional and motivated Hotel Manager to manage the daily operations of the hotel. This role requires good leadership skills and knowledge of workforce planning to make sure that staffing levels, employee skills and performance standards match Hilton’s business goals.
The successful candidate will be responsible for making sure the hotel runs efficiently, achieves good financial results and provides high-quality service. At the same time, they will need to build and support a strong team that helps the hotel achieve its long-term objectives
Key Responsibilities
· Manage the daily operations of the hotel in all departments, including Front Office, Housekeeping, Food and Beverage, and Maintenance.
· Plan staffing levels carefully, based on hotel occupancy and busy or quiet seasons.
· Control labour costs and make sure they stay within the hotel budget and revenue targets.
· Take responsibility for recruitment and selection to hire and keep good employees.
· Make sure the hotel follows employment law, health and safety rules, and Hilton brand standards.
· Identify employees with potential and prepare them for future leadership roles.
· Use performance management systems to check that employees are meeting company goals.
· Encourage employee engagement and wellbeing through supportive and fair management.
· Keep employee records updated and use HR systems to help make better decisions.
Person Specification
We are looking for a candidate who shows:
· Good understanding of workforce planning and how to organise staff in an effective way.
· Ability to plan staffing needs and manage the number of employees according to business demand.
· Experience in performance management and supporting employee development.
· Basic understanding of financial performance and business results.
· Good problem-solving skills and ability to analyse situations.
· Strong communication skills and ability to lead a team.
· Respect for employment law and ethical management practices.

Essential Requirements
· Degree in Hospitality Management, Business Management or related field.
· Minimum 5 years’ experience in hotel management or operational leadership.
· Demonstrated experience in workforce planning and budget control.
· Knowledge of Spanish employment law and HR best practices.
· Proficiency in HR systems and Microsoft Office.
· Fluent in English and Spanish language.

Why Join Hilton?
We provide:
· Annual salary between €42,000 and €48,000, depending on experience.
· Performance-based annual bonus of up to 20% of basic salary.
· 30 days of annual leave.
· Global team member travel programme with up to 50% discount on room rates worldwide.
· 30% discount on food and beverage in participating Hilton hotels.
· Free meals during shifts.
· Ongoing professional development, including leadership training and management workshops.
· Wellbeing support including access to confidential counselling services, mental health support resources and gym membership 20% discount.
Apply now and join a global hotel company that focuses on high service standards and effective workforce management.





Onboarding is a very important stage in the Employee Life Cycle. This cycle includes attraction, recruitment, onboarding, development and retention. In the hospitality sector, onboarding is especially important because there is high employee turnover and a lot of operational pressure. Jeske and Olson (2022) explain that onboarding should be seen as a process in which both the organisation and the new employee learn from each other. It helps the employee integrate into the organisation and understand performance expectations.
For Hilton Málaga, onboarding should not only explain daily tasks and operational procedures. It should also help the new Hotel Manager understand the importance of workforce planning. CIPD (2022) explains that workforce planning makes sure the organisation has the right people, with the right skills, at the right time, to achieve business objectives. Because of this, from the first day, the Hotel Manager needs to understand how staffing decisions influence service quality, labour costs and financial results.
Before the first working day, Hilton should send clear information about the hotel. This can include the organisational structure, number of employees, staff turnover levels and occupancy forecasts. Godinho et al. (2023) argue that structured onboarding documents help reduce uncertainty and make managers more effective more quickly.
During the first weeks, the Hotel Manager should receive a formal induction programme that includes not only operational and organisational information, but also support from line managers and colleagues, as effective onboarding is strengthened by corporate, managerial and coworker welcoming practices (Cesário and Chambel, 2019).
Another important part of onboarding is learning how to use HR information systems. These digital systems help managers check absenteeism, employee turnover, overtime and labour costs. Huang et al. (2021) explain that understanding how skills are distributed across hospitality roles helps managers make better staffing decisions and support internal mobility.
Between one and three months, onboarding becomes more practical. The Hotel Manager should analyse staffing levels in each department, considering seasonal demand and occupancy forecasts. Deery and Jago (2021) explain that employee retention and work-life balance are strongly connected to fair scheduling and good workforce planning. If workforce planning is poor, employees may experience burnout and leave the organisation.
It is also important to have regular meetings with HR and department managers. These meetings should discuss workforce forecasts, recruitment needs and succession planning. Garavan et al. (2021) explain that workforce sustainability depends on connecting talent development with long-term organisational strategy. This means that workforce planning is not only about solving short-term problems, but also about planning for the future.
Performance management should start early. CIPD (2023) explains that employee engagement and performance are influenced by clear leadership, good feedback systems and fair workload distribution. The Hotel Manager should have clear and measurable objectives related to labour cost control, guest satisfaction, employee retention and productivity.
Employee wellbeing is also very important in hospitality. CIPD (2021) highlights that wellbeing is closely connected to organisational performance and absence levels. In hotels, where work can be stressful, good workforce planning helps reduce excessive workload, improve work-life balance and increase employee morale.
After onboarding, professional development becomes very important. Mirić and Slavković (2023) found that structured training and development programmes can help improve employee retention in the hotel industry. For a Hotel Manager, development should focus on important areas such as staff planning, financial management, talent development and key HR decisions. Continuous learning is also important because employees’ career commitment can change at different stages of their career, so organisations should provide suitable development opportunities and long-term support for growth (Zhu et al., 2024).
Finally, succession planning is important for developing internal talent. Garavan et al. (2021) explain that sustainable organisations combine employee development, engagement and workforce planning to remain competitive in the long term.
Overall, onboarding and professional development at Hilton Málaga should combine operational learning with strategic workforce planning. If Hilton invests in structured onboarding, HR data analysis, talent development and employee wellbeing, the organisation can improve retention, productivity and long-term sustainability.














SWOT Analysis
	Strengths

	Weaknesses


	· Clear link between workforce planning and the hotel’s business goals.
· Organised onboarding process as part of the Employee Life Cycle.
· Use of HR systems to help make decisions based on real information.
· Focus on performance management with clear and measurable targets.
· Attention to employee engagement and staff wellbeing.
· It needs time and money to be implemented properly.
· It depends on having correct and updated employee information.
· It can be difficult for managers who do not have strong knowledge in HR.

	· It needs time and money to be implemented properly.
· It depends on having correct and updated employee information.
· It can be difficult for managers who do not have strong knowledge in HR.




	Opportunities

	Threats


	· Better control of labour costs and more efficient hotel operations.
· Improved employee retention by planning staff in a fair way.
· Better development of internal talent for future roles.
· More positive reputation as an employer.

	· High employee turnover in the hospitality industry.
· Lack of staff and shortage of important skills.
· Economic pressure that may reduce training budgets.
· Risk of legal problems if workforce planning is not handled properly.
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