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Four Seasons

Four seasons was arguably the top operator of luxury hotels and resorts in 2002. During that time, it operated in 24 countries and managed 53 properties (Hallowell et al., 2002). It rose to the top due to the exceptional services that it offered, its HR strategies and its corporate culture. It successful acquired and maintained clients because they saw value for their money. 

Analysis

The exceptional services that Four Seasons offered played a critical role in its success. They provided high quality and customized services to their clients (Hallowell et al., 2002). Clients felt valued, mainly due to the personalized services. People were able to distinguish those services from the rest of the companies. The quality services were described by one of the managers as intelligent, anticipatory, and enthusiastic. That gave the company a competitive advantage. It managed to acquire and retain as many clients as possible due to their uniqueness. Intelligent services came from its employees who were distinguishable, just like the guests. 

HR strategies also played a crucial role in Four Season's success. It had an HR strategy, which began and ended with "The Golden Rule." According to the rule, a person was required to treat another, the way they expected to be treated. Many people in around the world appreciated this rule. Four seasons also treated its employees with dignity, respect, and valued them. For instance, they were given several uniforms to change whenever one got dirty (Hallowell et al., 2002). The employees reciprocated the excellent treatment they received by treating the customers well. Customers, therefore, became loyal. The company also invested in distinguishable and diverse employees who offered intelligent services to the clients. Employees from different backgrounds effectively attended to clients from different cultures. 

The corporate culture at Four Seasons also played a vital role in the company's success. It had services standards culture that all employees were required to adhere to (Hallowell et al., 2002). The standards, however, acted as a minimum requirement when offering services to the clients. The standards were also in conformity with the locale of operation. For instance, rules in France could be different from those in Chicago. Four seasons also had a culture of treating people with dignity and respect. That is important, particularly to the clients. When the clients are respected and treated with dignity, they become loyal to a company, leading to a company’s success. Four seasons not only put its culture on paper; they went further to operationalize it. The employees learned the culture, nurtured it, and put it into practice, leading to success. 
Four seasons used an effective strategy when entering Paris. They incorporated the Paris business culture into their culture. That made it easy for them to be accepted by the people in the city as well as the tourists who wanted to experience the Paris culture. The hotels were also described as "palaces" since they were luxurious, historic, and grand (Hallowell et al., 2002). They thus developed an excellent reputation, which increased the loyalty of the existing customers and attracted new ones. While doing the renovations in the George V hotel, they preserved its soul, making the people feel it was made for Paris.

Conclusion

Four seasons was successful because of the quality and personalized services that it offered its clients. The clients were satisfied since their expectations and desires were met (Cameron & Quinn, 2011). Its human resource strategy, as well as its corporate culture, also played a significant role in its success. The employees were qualified, and they were treated with dignity. They did the same by treating the clients well. The clients, therefore, felt satisfied and remained loyal. The hotel entered Paris successfully due to its effective strategies.  
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