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Executive Summary
The primary aim of this report is to evaluate the importance of cultural intelligence in the HR department of Marriott in the UK. It has been identified that the components of cultural intelligence are able to help in increasing the performance of all the employees in the HR department of the firm. The employees in the department of different cultural backgrounds are gaining similar opportunities and values, which is increasing the culture in the firm. The cultural dimensions of Hofstede’s cultural theory are also improving the culture in the firm’s HR department through the implementation of cultural intelligence. 
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The main purpose of this report is to critically evaluate the importance of cultural intelligence and sensitivity in the HR department of Marriott. The evaluation of the effect of cultural intelligence on the performance of the HR department of Marriott in the UK is the primary aim of this report. Cultural intelligence is one of the effective aspects for the employees in the HR department of hospitality firms to improve the experience of employees in the workplace (Thompson, 2018). Moreover, the improved experience of the employees is able to provide effective services to manage the satisfaction of guests. The guest experience in Marriott, UK improves based on the culture maintained by the HR managers. 
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	Cultural intelligence in the workplace is determined by the specific ability to relate to others from different cultural backgrounds. Cultural intelligence allows individuals in a firm to interact with others across multiple cultures (Paparoidamis, Tran and Leonidou, 2019). The HR department of Marriott in the UK is able to gain opportunities and advantages with the help of cultural intelligence. Cultural intelligence enables the HR managers of hospitality companies to adopt a particular culture in the firm to respect other cultures as it is operating on a global scale (O’Byrne, 2018). Cultural intelligence is able to help the HR department of Marriott in the UK to manage the performance of individuals from different locations. Moreover, cultural intelligence is able to help the firm to appoint HR managers to different locations and maintain the employees, along with their performance to provide accurate services (Van der Horst and Albertyn, 2018). Cultural intelligence in Marriott is able to manage the performance and satisfaction of the HR managers in the UK that are from different cultural backgrounds, which is vital to improving the overall productivity of the firm. Furthermore, communication is one of the effective aspects, which could be improved with the adoption of cultural intelligence in the HR department of Marriott in the UK. 
	The components of cultural intelligence consist of several aspects, which are vital for the expansion of an improved culture and gaining advantages. One of the primary components of cultural intelligence is cognitive skills, which is able to help HR managers to improve their skills in the firm (Caputo et al., 2019). On the other hand, it is also able to allows them in maintaining the culture in the HR department, which influences the other employees and their operations. Another component is the emotional understanding among the HR managers. It is able to help the HR managers in Marriott in the UK manage an improved culture to increase their satisfaction, which is able to improve the workplace culture and the employees could increase the guest experience in the firm. It is also essential to increase the overall performance of Marriott in the UK by gaining advantages and competing with other firms (Alon et al., 2018). In addition, the HR department of the firm is able to manage the culture in the firm with the help of cultural intelligence, as it allows them in working with individuals from different cultural backgrounds. The inclusion of HR managers from different cultural backgrounds is also able to increase the knowledge and innovative ideas related to the operations, such as training employees, recruiting, providing rewards, managing satisfaction, increasing skills and others. 
[bookmark: _Toc107084653]Theory of Cultural Intelligence
Hofstede’s cultural dimension theory is able to influence the culture in the HR department of Marriott in the UK with all four dimensions. The first dimension of the theory is the power distance index, which evaluates the adoption of social inequality among individuals of different cultures. The dimension is essential for the firm to provide all the employees in the HR department with similar power and ability (Wenxin and Yue, 2022). It is essential to improve the culture in the firm and improve employee performance to increase guest satisfaction. The second dimension is individualism vs collectivism, which evaluates the similar opportunities and importance for individuals of different cultural backgrounds. This particular index is able to allow the HR managers to provide all the employees with similar needs and increase their satisfaction in the workplace. It is essential for the HR department to allow HR managers from different cultural backgrounds to work in the firm and focus on meeting the organisational goals (Gallego-Álvarez and Pucheta-Martínez, 2021). Furthermore, the third dimension is determined as masculinity, which evaluates cultures and genders with different roles. The dimension allows all genders of different cultures with similar opportunities and values. The HR department of Marriott in the UK is able to influence employees of different cultures and genders to manage the operations of the firm. The dimension in the firm is allowing the HR department to provide a similar value to all gender and cultures, which allows the HR managers to operate accurately. 
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	Do’s
	Don’ts’

	Recruiting employees based on their skills
	Hire employees by focusing on the culture

	Providing employees with appropriate training 
	Provide training to employees based on gender

	Allow all the employees to present their innovative ideas regarding the operations
	Providing the opportunity to specific employees to provide ideas

	Communicate with employees to identify their challenges and mitigate them
	Force employees to meet their weekly or regular goals

	Providing rewards to employees to increase their motivation
	Allow rewards for employees based on their ability
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	It was concluded from the report that cultural intelligence is essential in the Hr department of Marriott that is functioning in the UK. The cultural intelligence in the firm is allowing the HR managers to implement an improved culture and allow all the employees of the department of different cultural backgrounds with similar values. It is also increasing the satisfaction of HR managers in Marriott in the UK and the employees are gaining an improved workplace culture, which is allowing them to meet the needs of guests. It is helping the HR managers to improve the performance of employees and increase guest experience with cultural intelligence.
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