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The hospitality industry is international, customer service is represented in every country around the world, however, the industry is more diverse than just customer service (Slattery, 2002). Pizam and Shani (2009), investigate the constant pressure for corporate companies in the service industry, which is due to the expectations of keeping up with modern trends and opposition growth; quality of professional life and socio-economic factors are the latest modern threats. Continuous success in the hotel market requires dominance in all threatening aspects of the hospitality industry, Hilton Hotels and Resorts cemented their leading position with their innovative international operations and adaptive strategies in the whole company from customer service to human resources (Zeng, 2021). Hilton Hotels and Resorts have created a company that can grow with the times and situation of the world, now with 17 hotel chains generated from the organisation which reaches 7000 destinations around the globe offering various retreats and experiences (Hilton, 2024).
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Enhancing product performance and minimising the impact of threats requires effective risk management from the human resource department of any and every company, examining external factors which can generate obstacles for the business can be analysed through PESTLE (Political, Economical, Social, Technological, Environmental, and Legal) (Rastogi and Trivedi, 2016). The purpose of PESTLE analysis is to examine external marco environmental factors posing risks to the corporation where strategies and risk assessments can be modified and put in place (Business To You, 2019), socio-economic factors are the current and adapting threat for establishments within the PESTLE analysis. Unemployment rates, educational attainment, living conditions and employment opportunities are a few of many socio-economic factors pressurising human resource management and individuals, social and economic factors within the PESTLE analysis generate a complex obstacle compromising the evolution of the corporate world and humans (Rahman, 2023). Human resources are responsible for the continuous awareness of industry and lifestyle trends to ensure employees feel valued and perform to company standards in the work place, risk assessment strategies will be introduced to match HR’s latest data to enhance employee performance. Den Hartog et al (2006), continues to suggest how employee performance management can negatively or positively affect the ultimate goal of the company. 
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Mononen (2017), indicates within his research that navigating the causes of negative socioeconomic factors whilst conducting a PESTLE analysis of the company reveals key factors requiring more attention, then re-allocation of resources can be practiced suiting more beneficial needs for management and the progress of their employees. Mononen continues to suggest how additional research can be performed to analysis the reasoning behind the detrimental effects on human resources strategies and the efficiency of the methods of the establishment's performance management and work modes. Equivalently Glasson (2017), states the importance of understanding the wide range of direct and indirect elements interfering with the business before the impact on company projects becomes unreversible, socioeconomic factors are not industry trends but people's lifestyles and to ensure and maintain high employee engagement and performance, adaptable work modes must be a strategic human resources norm. Researchers continuously found and stated how monitoring employee performances in connection to socioeconomic factors can generate a successful approach from strategic management where the implementation of work modes is appropriate and beneficial. Furthermore, understanding the concept of both social and economic factors in a business and then the impact of them together allows room for corporate growth in all departments and the industry. 

Pressures to continuously develop and reform strategies fit for the business is always increasing for hospitality companies due to the constant rise in industry trends. The steady emergence of global industry trends allows the human resource department to be fully equipped with all necessary resources, Waddock et al (2002), describes how tackling industry trends like retention rates, turnover rates and even unemployment and artificial intelligence produces a strategic advantage over competitors. The human resource department and performance managers can control how retention and turnover rates are affected in their business, both factors can be affected by the other in any corporation in any industry. Cicerale (2020), discovered that the hospitality industry has the most common and continuous themes for high turnover and low retention rates than any other industry, lack of training or attention to employees develops into employees having negative perceptions of their leaders and management team thus affecting retention rates. Jagun (2015), researched the leading factors of the hospitality industry's high turnover of employees, and three crucial features became apparent as the leading cause of employees abandoning job roles in the industry; work-life balance, inadequate employee motivation, and insufficient wages for assigned job roles. 

Socioeconomic factors can influence individuals to be less lenient regarding manager attitudes toward the workforce, the surrounding environment for employees automatically affects the workplace especially when the business has a high negative foundation. Human resources are unable to successfully assess performance management and a variety of appropriate work modes when staff are destructively withdrawing from the job role, therefore, HR must counterattack and adapt to evolving lifestyle problems to translate it into a positive environment in the office (Kristensen, Borg and Hannerz, 2002). Productivity and success ultimately depends on the company's human resource department's strategies in dealing with indirect challenges, embracing socioeconomic factors to generate new work modes enhances employee motivation and performance (Herasymenko, 2023).

Successful employee performance management relies on HRM (human resource management) providing information and generic evidence to apply a suitable work mode which generates a newfound motivation In the team, however, every applied work mode must continuously be reviewed and adapted accordingly to the needs of the business and its employees (Hughes, 2008). Employee engagement:  Kular et al (2008), justifies the lack of a universal definition of engagement however describes it as employees simply performing their job role with a sense of passion and pride in their own skill set which produces professional climb. 

Maximising employee engagement and performance can be completed through varied work modes, the hybrid work mode seeks to enhance performance management by providing a fair work-life balance. Human resource members and business managers saw increased engagement and efficiency in staff when implementing the hybrid work mode, allowing employees to have options of part-time telework facilitates a relaxed yet amplified performing company (Naqshbandi et al., 2023). Alternatively depending on the needed requirements to improve workplace productivity office work arrangements can be an efficient addition, this is the incorporation of flexible work weeks, and part-time in the office environment. Changing work modes in the office can be due to low financial performance and labour production, considering socioeconomic factors impacting each employee to determine how they can constructively perform in the office setting increases HRMs chance of witnessing high employee engagement and performance (Giovanis, 2018). Similarly, the flexible work mode can be introduced to industry staff to benefit engagement and relieve stress, flexible work practices are attractive to a handful of segments due to its promotion of adaptability to personal needs (Burkinshaw, 2018). Alongside the evolution of the corporate world and human rights, new industry work modes emerge to advance employees and businesses, human resource management's priority is to assign strategies to tackle socioeconomic factors impacting staff and produce a high-performing work environment. Cheng-Hua et al (2009), elaborates on this matter further by discussing how focusing on the general needs of employees through understanding the effects of socioeconomic factors can contribute to a rise in retention and a fall in turnover rates and most importantly increase employee work place performance.  
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Human resource management is designed to navigate all leading issues for employee relations, customer complaints and company work modes and legislations, the higher and more intense determination from the HR team will significantly impact each segment (Rohim and Sujana Budhiasa , 2019). Hilton is one of the most dominate international hotel brands therefore they constantly need to review and monitor employee management in various work modes to successful stay on top in the industry. Jarva and Mäkinen (2014), continue to suggest how Hilton in the past used to put all resources into one major issue for the company, however with the evolution of the industry and corporate factors human resource departments now develop strategies to counter attack all challenging aspects. An adaptive business strategy now means Hilton Hotels and Resorts can interrogate the socioeconomic factors affecting their employees and personally adapt to each individual's needs generating new formal arrangements and increasing overall worker engagement and performance (Fachada, 2023).

To remain as a leading international brand potential solutions for any incident must be at hand, the corporate world is adapting continuously at a fast pace, and business risk falling behind if strategies aren’t in place to consider solutions to emerging problems. Holbeche (2022), demands the only solution for lacking human resource departments is to learn and become flexible in all areas regarding employees and company rules. This inherently generates a personal form of interaction however benefits the company with its business strategy to be observing for solutions to fix all problems. 
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Marriott Bonvoy is an international business portfolio with over 30 personal brands with 8700 properties around the globe, maintaining there reputation for caring for customers, employees and the planet it is mandatory for the human resource team to stay updated with strategies handling socioeconomic factors and employee management (Mariott International, 2024). An advantage for Marriott International company is the scale of it, meaning they have the ability to combine different work modes to produce an affect work process for its employees. Socioeconomic factors are avoided within the human resource strategies and therefore can focus on managing employee performance and engagement, unlike any other company Marriott International focuses on the impact of employee performance at the beginning of the recruitment processes and this is why they provide on-job, off-job, and online training. This automatically makes new employees feel appreciated and worthy of the position and will only progress to respect their leaders bit have confidence in the job role.
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Socioeconomic factors have an impact on employees within every industry however the hospitality industry will witness these elements more frequently with its enhanced daily customer interactions. Over the years human resource management has developed strategies to assist them with overcoming various obstacles inside business dealings and employee relations to positively improve the organisation. Proven through international brands like Marriott and Hilton Hotels and Resorts analysing employee performance and engagement regularly benefits the progression of the brand as changes and more appropriate work modes can be integrated to fit the flow of the work force. The impact of socioeconomic forces and the factors themselves will automatically change with the development and evolution of the world meaning human resources need to be monitoring and preparing for occurrences in the near future. Additionally, human rights and views will increase and decrease with new generations joining the employment scheme so strategies and legislation will need to keep up to date simultaneously.
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· Continuously review all direct and indirect factors affecting employees and the flow of management and performance through regular employee interviews or analysing data from the industry as a whole. 
· Regular personal employee catch-ups – discussing work schedules.
· Reviewing competitor retention and turnover rates to compare to their own company. 
· Embrace the evolution of artificial intelligence. 
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