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Executive summary
This report analyses the People Management strategies of Hilton Hotel and Marriott Hotel, which specialise in key regions, such as engagement, typical performance control, range, and the function of technological improvements, especially AI. Both businesses undertake specific strategies tailor-made to their length, attain, and place, emphasizing centralized regulations for Hilton and flexibility for Marriott. The file highlights the importance of aligning HR techniques with organisational desires and market dynamics, leveraging AI gear for recruitment, training, and general performance evaluation. Recommendations embody enhancing employee engagement, strengthening standard overall performance control systems, selling diversity and inclusion, and ensuring moral use of AI technology in People Management approaches.
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1. Introduction
The hotel industry is seeing rapid global growth. The hotel business contributes to the economic growth of multiple countries. This area of the business is distinguished by its provision of services such as shelter, food, and drinks to consumers. The success of hospitality companies is contingent upon their adeptness in managing their staff resources (Akbar and Tracogna, 2018). The report will highlight people management at both Hilton Hotel and Marriott Hotel and the problem that is influencing the people management process. The report will also present several recommendations to address the identified problem.  

In the dynamic environment of the hospitality industry, effective people management plays an important role in organisational growth, employee satisfaction and overall performance. This report comparatively examines the people management strategies of Hilton Hotel Cardiff/Wales/UK and Marriott Hotel Cardiff/ Wales/UK. The insights of this study will pave the way for potential practitioners ready to improve the HR practices of these companies. According to Armstrong (2020), strategic human resource management (HRM) is key to employee engagement, improving familiar performance and solving organisational challenge’s role. Furthermore, Henderson (2017) highlights the importance of aligning HR strategies with organisational desires to achieve sustainable competitive advantage. This record aims to offer a review of the People Management strategies of Hilton Hotel and Marriott Hotel, highlighting their strengths, weaknesses, and areas for development. Drawing insights from scholarly literature and industry first-class practices, this analysis will provide valuable suggestions to optimize HRM practices in each company, which will, in the long run, contribute to ideal worker pleasure, productivity, and organisational success.
[bookmark: _Toc8348]2. Organisational overview
[bookmark: _Toc27088]2.1. Hilton Hotel Cardiff/Wales/UK:

Hilton Hotel Cardiff/Wales/UK is part of a prominent hotel chain renowned for its luxurious accommodations and pinnacle-notch hospitality offerings. Catering to numerous purchasers, including commercial enterprise tourists, vacationers, and event attendees, Hilton maintains a strong presence in the hospitality enterprise. The HRM feature at Hilton Hotel Cardiff/Wales/UK operates with a devoted HR organisation overseeing all factors of human belongings control. This crew, which includes HR professionals, managers, and coordinators, is accountable for recruitment, education, everyday overall performance management, and worker members of the family. Notably, the HR department holds strategic importance inside the business enterprise, as evidenced by its instance on the director stage. This positioning lets Hilton simultaneously use its HR suggestions and practices with international necessities and address them efficaciously.
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Figure 1: Organisational chart of Hilton hotel
(Source: Theorg, 2024)


[bookmark: _Toc24381]2.2. Marriott Hotel Cardiff/Wales/UK:

With almost six hundred resorts and motels in over sixty-five nations and territories global, Marriott Hotels keeps elevating the artwork of hospitality – setting people first is the emblem's legacy – ensuring guests usually feel deeply cared for throughout their live. Marriott Hotels increases the bar by means of always turning in heartfelt service with present day, snug areas and by using providing reports elevated beyond the ordinary. As international travellers’ desires and expectations evolve, so do Marriott Hotels, main the enterprise with innovations, such as the Great room foyer and Mobile Guest Services that embody style, layout, and technology. This institution consists of HR professionals, managers, and administrators who oversee recruitment, education, preferred usual overall performance assessment, and employee engagement tasks. The HR branch's instance of the manipulated diploma underscores its strategic significance within the employer. Marriott aligns its HR hints and practices with worldwide requirements at the same time as tailoring them to fulfil close by requirements successfully.
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Figure 2: Organisational chart of Marriott Hotel
(Source: Databahn, 2023)
[bookmark: _Toc163755407]People management at Hilton and Marriott Hotel  
People management helps business firms to create a positive and inclusive working environment that empowers employees. Marriott Hotel emphasises prioritising employees and their well-being which helps in career growth and advancement. Marriott fosters an environment that values diversity and inclusivity. Whereas Hilton Hotel also believes that employees are the heart of an organisation. Therefore, Hilton undertakes several initiatives to sustain the interest of employees including training, rewards, compensation, etc (Gajjar, and Okumus, 2018). Both Marriott and Hilton emphasise on empowering employees to enhance their job satisfaction. To ensure a collaborative working environment they ensure open communication and feedback at the workplace. 

3. [bookmark: _Toc13257]Main discussion
3.1. [bookmark: _Toc24538]Influence of Internal and External Environmental Changes:

The consideration of the depth which exits between Hilton Hotels and Marriott Hotels and some of the factors that affect this depth, call for the evaluation of the human resources strategies that are employed within the two organisations. One of the most vital advantages on the side of Hilton is the organisation of its solid culture, management systems and the overall development of its' employees. As the employee-centric subculture of Hilton, creating a stimulating working environment is one of the main principles and offering the employees the opportunity for continuous learning is the other principle. Apart from this, it results in more engaged staff which gets translated into a good client experience and new product (Schaufeli and Bakker, 2004).

Opposite, Marriott concentrates its attention on methods that are mostly targeted to the realization of business objectives, within the company's organisational strategy, mostly optimization of operational process and customer experience. On the other hand, while the Marriott approach has an edge in focusing more on customer engagement the Hilton's culturally oriented employment may also be used in this regard to achieve employee engagement and more sustained consistency in service quality and innovation.

While externally impacts that may be created by market dynamics and regulatory stipulations influence those organisations, these factors apply to both Hilton and Marriott. Through adaptation to local conditions and cultural sensitivities, Hilton stresses diversity, inclusion, sustainability, and digitization, all taken together, following the market trends and cultural trends in the world they operate. Being able to do that, Hilton will set the pace to the industry-related changes and satisfy customers (Zhang, 2023).

On the other hand, Marriott's approach toward strategy is anchored on effectiveness with standardized HR practices across its market operations. This methodology undoubtedly brings operational uniformity, but simultaneously, it offers an opportunity to evict Hilton's agility to bolster responsiveness of the company to unpredictable market conditions and consumer demands.
The central thing to shed the light on, in this situation, is how Marriott will be influenced if it doesn't create solutions for the areas where Hilton succeeds. The use of a standardized HR approach by Marriott, however, could become a challenge if its transactions fail to adjust to the ever-changing trends of the market and cultural changes. A band of ignoring issues such as staff engagement and diversity just as shown by Hilton can lead to lack of competitiveness, restricted innovation, and lower staff satisfaction in Marriott (Michael and Fotiadis, 2022).

3.2. [bookmark: _Toc17916]Approach to People Management Based on Size, Reach, and Sector:

Hilton Hotels and Marriott Hotels strategically tailor their People Management strategies according to their organisational length, worldwide attain, and quarter-specific wishes. As a larger entity with a massive worldwide footprint, Hilton adopts centralized HR recommendations and practices to ensure consistency and compliance in several regions (Armstrong, 2020). This centralized technique permits Hilton to correctly control HR methods, recruitment, education, and performance assessment while maintaining standardized practices globally (Engage for Success).

Despite having a worldwide logo in assessment, Marriott exhibits a more excellent and bendy HR method for relocating neighbourhood market dynamics and cultural variations (Covey, 2020). This flexibility allows Marriott to conform its HR techniques to meet the unique wishes of different regions and immediately reply to marketplace adjustments and purchaser expectancies (Stanford, 2018). By aligning HR practices with neighbourhood contexts, Marriott can beautify employee engagement and pleasure, ultimately contributing to stepped-forward consumer reviews.

Sector Influence on People Management:

Furthermore, the arena wherein every hotel operates appreciably affects their People Management strategies. With its attention to luxury and top-class services, Hilton emphasizes skills development and purchaser-centric training packages (Henderson, 2017). This investment in expertise improvement guarantees that Hilton's employees possess the capabilities and capabilities crucial to delivering brilliant careers and upholding the brand's popularity for luxury (Ulrich, 2010).

Conversely, catering to a broader market consisting of employer tourists and households prioritizes operational efficiency and issuer high quality. By focusing on operational excellence, Marriott can meet its client base's diverse desires and expectations while optimizing sources and maximizing productivity (Henderson, 2017).

3.3. [bookmark: _Toc24129]Key People Management Concerns:

Employee engagement, overall performance management, and variety constitute vital additives of People Management for the Hilton Hotel and Marriott Hotel. These issues mirror the middle attention on nurturing a lovely painting environment, maximizing worker potential, and promoting inclusivity in the organisational subculture.

Employee Engagement:

Hilton Hotel strongly emphasises worker engagement tasks to foster a sense of belonging and commitment among its workforce (Engage for Success). This includes various applications, and career development opportunities that empower employees to develop and advance within the organisation (Armstrong, 2020). Prioritising the engagement of workers, Hilton enhances employee pleasure, increases morale, and improves retention expenses, ultimately contributing to an extra recommended and effective workforce.

Similarly, Marriott Hotel recognizes the significance of employee engagement and implements strategies to beautify worker motivation and task pleasure (Covey, 2020). This can also contain tasks encompassing normal feedback instructions, team-building sports, and leadership improvement applications to create a supportive and attractive painting environment (Stanford, 2018). By fostering a way of life of engagement, Marriott seeks to boost worker loyalty, reduce turnover, and stress organisational fulfilment.

Performance Management:

In terms of overall performance control, Hilton focuses on imposing sturdy systems that align employee and organisational goals (Armstrong, 2020). This includes setting clean standard performance expectations, imparting ordinary feedback and education, and providing opportunities for skills development and career development (Henderson, 2017). By aligning a person's overall performance with strategic dreams, Hilton's goals are to enhance regular organisational universal performance, force productivity, and benefit excellence in customer support transport.

Marriott Hotel adopts a comparable technique to usual performance management, emphasizing the importance of performance metrics, goal-setting, and overall performance appraisal strategies (Covey, 2020). This entails regular overall performance opinions, recognition of achievements, and improvement plans tailor-made to individual worker dreams (Ulrich, 2010). By specializing in performance excellence, Marriott Hotel desires to decorate worker accountability, pressure non-prevent improvement, and gain commercial organisation targets effectively.

Diversity and Inclusion:

Both Hilton and Marriott apprehend the crucial function of diversity and inclusion in fostering nice painting surroundings and using innovation (Engage for Success). Hilton implements a range of obligations across its recruitment methods, training packages, and place of work rules to sell variety and create a lifestyle of admiration and equality (Henderson, 2017). This consists of initiatives collectively with diversity schooling, mentoring programs, and range networks to applicable resource personnel from diverse backgrounds (Ulrich, 2010).

Similarly, Marriott prioritizes diversity and inclusion efforts via focused recruitment strategies, a variety of training, and inclusive workplace practices (Covey, 2020). By embracing range, Marriott's goals are to leverage the specific perspectives and capabilities of its diverse frame of employees, beautify creativity and innovation, and help worker engagement and retention (Stanford, 2018).

3.4. [bookmark: _Toc22623]Role of Technological Advancements in People Management:

Technological upgrades, especially Artificial Intelligence (AI), have revolutionized People Management strategies at Hilton Hotel and Marriott Hotel, allowing those corporations to optimize HR techniques and beautify worker reviews.

Recruitment:

AI-powered equipment has extensively transformed the recruitment system for each Hilton and Marriott. Hilton uses AI algorithms to investigate vast numbers of candidate statistics, perceive pinnacle skills efficiently, and healthy applicants with appropriate roles based on their talents and experience. This streamlines the recruitment method, reduces time-to-hire, and improves the quality of hires (Pilbeam and Corbridge, 2010). Similarly, Marriott leverages AI in abilities acquisition, utilizing predictive analytics to forecast hiring needs, investigate candidate fit, and make data-pushed hiring picks (Morgan, 2014). This information-driven approach lets Marriott find candidates who align with the agency's way of life and business goals, which enhances recruitment effects in the long run.

Training and Development:

The AI-pushed era is critical to education and improvement tasks at Hilton and Marriott. Hilton uses AI-driven analytics to assess employee engagement stages, discover education wishes, and customize development plans (Cook, 2016). This statistics-driven method permits Hilton to deliver focused education programs that address precise skill gaps and beautify worker standard overall performance (Pilbeam and Corbridge, 2010). Similarly, Marriott leverages AI-powered studying structures to deliver customized educational content material cloth, track employee progress, and provide real-time feedback (Morgan, 2014). This allows Marriott to enhance learning effectiveness and worker talents and pressure non-prevent reading and improvement.

Performance Evaluation:

AI technology moreover decorates performance assessment procedures at Hilton and Marriott. Hilton uses AI-pushed analytics to display employee performance metrics, become privy to overall performance trends, and offer actionable insights to managers (Cook, 2016). This facts-pushed method permits Hilton to conduct extra correct typical overall performance reviews, become aware of immoderate-appearing personnel, and understand regions for improvement (Pilbeam and Corbridge, 2010). Similarly, Marriott leverages AI-powered equipment for usual overall performance comments and training, allowing managers to provide nicely timed remarks, set ordinary performance goals, and track development successfully (Morgan, 2014). This fosters a tradition of non-prevent feedback and improvement, improving fundamental overall performance control practices.

Challenges and Considerations:

While AI greatly benefits people's management, traumatic situations, and concerns must be recollected. These include the potential for bias in AI algorithms, records privateness and protection worries, and the want for ongoing schooling and upskilling of HR professionals to effectively leverage AI technology (Taylor, 2014). Ethical issues include transparency in AI choice-making strategies and ensuring fairness in AI-pushed HR practices (Truss et al., 2012).
4. [bookmark: _Toc30834] Conclusions
The evaluation of well-known essential areas for development within the selected priority location of People Management at Hilton Hotel and Marriott Hotel. Every inn can enhance its techniques by addressing organisational way of existence, management styles, employee dynamics, marketplace dispositions, monetary situations, regulatory modifications, range and inclusion tasks, scalability, and standardized HR tactics. Specifically, measures targeting the body of worker turnover, recruitment desire strategies, and schooling deficiencies are recommended for immediate attention. This holistic method guarantees a far higher and more sustainable People Management framework, aligning with enterprise first-rate practices and organisational goals for prolonged-time period fulfilment.
5. [bookmark: _Toc10085] Recommendations
[bookmark: _Toc163755409]The problem in the Marriot Hotel 
Employee turnover is Marriott's liability that it both reduces its performance, employees' productivity, and profitability. The cost same is that rapid staff turnover leads to a loss of the invaluable resource - the assets and thus disturbs operational stability. Employee dissatisfaction happens when there is something lacking and is one of the drivers of staff turnover in the hospitality industry as it is influenced by how the manager relates to employees, conditions of work, task scheduling, working times, characteristics of work, compensation, and bonuses (Michael & Fotiadis, 2022). This is what makes Marriott's current system, where business efficiency is given credence over an employee-centred system such as that of Hilton, partly responsible for the poor frame of mind of their employees. Addressing these issues is critical for the organisation in order to avoid diminishing competitiveness, innovation, and quality of services provided at Marriott.

1. Enhanced Recruitment and Selection Process: Implement a comprehensive recruitment method comprising rigorous screening approaches, competency-primarily based interviews, and assessment centres. This guarantees the selection of applicants who align with the organisational manner of lifestyles and possess the favoured abilities and talents. The disadvantage of this approach is the capacity boom in recruitment costs and time, but the lengthy-time period benefits of hiring the proper candidates outweigh the drawbacks (Cascio, 2018).

2. Investment in Training and Development: Develop tailored training applications that deal with potential gaps and sell continuous reading. Utilize e-getting-to-know systems and on-the-activity education techniques to beautify worker skills. While this may incur initial fees and require committed sources, the progressed performance and retention of skilled personnel justify the funding (Marchington and Wilkinson, 2002).

3. Leadership Development Programs: Invest in management improvement tasks to cultivate influential leaders who can power employee engagement and overall performance. Offer management schooling, schooling, and mentorship applications to boom management talents. While this calls for financial investment and time willpower, it complements succession-making plans and organisational resilience (Gajjar and Okumus, 2018).

Ethical Considerations: Ensure all HR practices adhere to moral and legal requirements. Avoid discrimination, bias, or unfair treatment in recruitment, merchandising, and typical overall performance evaluation approaches. Regular audits and training on ethical behaviour are essential to mitigate risks and uphold the organisation's popularity.

In conclusion, even though the guidelines require funding for property and addressing ability challenges, they'll be essential for improving People Management at the Hilton Hotel and Marriott Hotel. The blessings of more potent recruitment strategies, intense training and development programs, inclusive practices, effective control, and ethical behaviour outweigh the associated dangers and costs, contributing to prolonged-term organisational achievement and worker pleasure.
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