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The largest hotel company in terms of the number of rooms is Marriott International. It is found in 32 brands and has 8,785 hotels with 1,597,380 rooms across 141 countries and territories. The Growing Forward strategy of Marriott captures the company's initiatives and best practices in line with the vision, mission, and goal of the company as it brings the Marriott experience to life in various parts of the globe (Marriott, 2024). Furthermore, the company's mission statement is to make the travel experience better through great service and advanced hospitality, one which is apparent in was evidenced by the various brands that were existent to target the different markets from the high end to the low end. This dedication to quality output has allowed Marriott to deliver superb customer experiences, which translates to healthy consumer preference and market influence (Marriott, 2024a).
The hospitality industry has always been selected based on flexible working modes and customer interfaces, which makes it difficult to implement new flexible working modes. Even so, with changing social-economic environment and development of technology have raised concerns on more flexible working conditions (Bolton et al. 2018). Because of COVID-19 pandemic, the remote working model surged almost in all sectors including the hospitality business as mentioned by Verma et al. 2023). For Marriott, striking the balance and achieving an effective mix of various work modes, including hybrid, office-based, and flexible, is not only possible, but has become essential for companies in terms of staff attraction and retention, output optimization, and business survival. Blended work arrangements mean that employees work partially from home and partially at the workplace, which can be useful for professional careers including marketing, human resources, and finance (Marriott, 2023). Other flexible working models that include flexible working hours can also be used in operational positions, allowing employees more freedom in planning their work time. Industries, wherein employees are tasked with prominent front-line duties like housekeeping, front desk, and food services, entail physical availability, even these industries can allow flexitime and other flexible work scheduling options (Kossek and Lautsch, 2016).
Socio-economic factors, as part of the PESTLE analysis, are thus critically influential in Marriott's employee performance management. In this way, such factors as economic stability, wages, and cost of living impact the level of employee satisfaction and turnover. Demographic changes and expectations of the workforce require flexibility in managing working conditions and performance. Advancements in technology make work flexible and collaborative but also entail a constant need to learn and invest in technology. Another challenge pertains to politics and the legal environment where each country or state has different sets of laws for labour. Managing the above-mentioned factors is crucial in enhancing staff utilization, commitment and loyalty.
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Socio-economic factors in line with PESTLE analysis (Political, Economic, Social, Technological Legal and Environmental) play a crucial role in shaping employee performance management in the hospitality industry. For Marriott International, such factors are critical in determining how best to manage employees’ performance to enable the organization to adapt to future work arrangements in the industry.
Political Factor: The laws and standards for the operation of businesses in the hospitality industry are provided by the UK government. For example, shifts in immigration policies may affect the supply of qualified personnel in the industry. This is particularly because laws such as taxation policies, licensing, and health and safety standards influence the hospitality industry. Also, political stability is crucial to the hospitality industry because it helps in creating a favourable environment for business. The trade relations between the UK and other countries may also affect the hospitality business. For example, the Brexit vote weakened the pound; this in turn made travelling to the UK cheaper.
Economical Factor: The economic factors impact employment opportunities, wages and salary, and occupational satisfaction. For example, during a recession, people are likely to spend less on travelling and hence, hotels, resulting in closure or layoff of employees. According to the graph mentioned below, the hotel industry in The United Kingdom is from 5-star and luxury brands to national brands of value hotels. According to the Figures from 2023, the market scope of the hotel business in the UK was esteemed at about 24.7 billion British pounds, up from the earlier year's total of 16.42 billion British pounds (Statista, 2024).
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Figure 1: UK hotel industry market size 2013-2024
(Statista, 2024)
According to the below graph, Inbound tourist visits to the UK in September 2023 was approximately 3. 1 million, which was higher than September of the previous year and was only slightly below the pre-pandemic level for the same month. In the UK, this type of tourism reached a high of 4.4 million throughout the given period of observation in August 2019. (Statista, 2024a).
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Social factor: Employee management is also affected by problems like demographic shifts and social changes. The hospitality workforce is gradually young whose demands include flexibility in working hours, career growth opportunities, and a healthy organizational culture (Figueroa et al. 2019). These concerns are increasing societal pressure to establish work-life balance and improve employee mental health, making Marriott change its policies. These are flexible work and working arrangements, skills training and development as well as support for a positive organisational culture.
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Figure 2: Number of overnight stays by inbound tourists in the UK 2004-2022
(Statista, 2023)
From the above graph, it is clear that the number of nights people from other countries spent in the UK resumed in 2022 after being reduced sharply because of the coronavirus (COVID-19). Still, the annual growth rate of inbound overnight stays in the United Kingdom was in the pre-pandemic level, with more than 263 million in 2022. While the overseas arrivals in the United Kingdom exceeded 30 million that year.
Technological Factor: Technology can promote different work modalities and improve performance evaluation (Montargot and Ben Lahouel, 2018). Leadership, IT, and performance management solutions help Marriott provide employees with the necessary tools for effective work, regardless of their physical location. But to unlock these benefits, management needs to invest in technology and staff training on a sustained basis.
Legal Factor: Hospitality enterprises and establishments also have to conform to employment laws that promote workers' rights and welfare as well as workplace safety. This comprises wages and hours of work, anti-discrimination, and health and safety laws (Barth and Barber, 2017). Furthermore, the sale and distribution of alcohol are strictly controlled in the UK. This means that hospitality businesses need to secure all legal licenses by licensing laws and regulations (Vanclay & Hanna, 2019). Furthermore, food businesses, including hospitality businesses, are bound by legal requirements regarding the safety and hygiene standards of foods provided to the general public.
Environmental Factor 
The business environment in the UK influences the hospitality industry in several ways. Issues such as climate change and sustainability issues have continued to gain attention in the hospitality industry within the UK (Legrand et al. 2022). The society is gradually embracing the need to conserve the environment and expects organizations to do the same. Hence, practising sustainable concepts like utilizing renewable energy sources and minimizing waste has become more valuable for companies in the hospitality industry. (Hosta and Zabkar, 2021).
Industry Trends: Retention and Turnover Rates
The hospitality sector has always faced high employee turnover situations that continued to have an indirect influence on performance management and subsequent service quality. Some of the reasons include long working hours, customer service job demands, and rarely any promoting prospects (Ayodele et al. 2020). The Bureau of Labor Statistics stated that the turnover rate in the US hospitality industry was approximately 73.8% annually, stressing the challenge of retentive talent (BLS, 2024).
Retention Strategies: Many hotel chains such as Marriott have adopted elaborate plans aimed at increasing client retention. These include issues such as remuneration, training and development, and opportunities for promotions and career progression. The "Take Care" program in Marriott is an example of such support offering various healthcare services, staff promotion and development, and staff appreciation (Marriott, 2019).
Turnover Mitigation: About turnover management, Marriott utilizes a comprehensive strategy to retain, engage and develop its employees. Some key feedback structures include staff questionnaires and performance appraisals that can facilitate the early detection of a problem and subsequent intervention (Koo et al. 2021). Moreover, Marriott’s consequent themes of creating a positive corporate culture and a diverse workforce enhance customer loyalty and decrease employee turnover.
Emergence of Different Work Modes in the Hospitality Industry
In the last five years, the hospitality industry has witnessed the development of different work modes due to technology and workers' attitudes. COVID-19 ramped this up, emphasizing the importance of adaptability and tenacity in managing human capital.
Hybrid Work Models: Working from home and coming into the office occasionally arrangement has become common, especially for jobs that do not need the employee to be physically present always. Marriott has offered hybrid work schemes according to corporate functions, including marketing, human resources, and finance (Marriott, 2023). This model means that for several days of the week, employees can work from home, thus boosting their contentment and efficiency, but still ensuring sufficient face-to-face communication.
Remote Work: While not as widespread in hospitality due to the importance of on-site services, remote work has been implemented for certain positions, especially within corporate and administrative positions. Marriott’s use of digital technologies has made it possible to have workers work remotely for those who can do that thus maintaining business flow (Marriott, 2023).
Flexible Work Schedules: The options of working hours can be changed within a certain range, which increases the quality of life for employees. It is most helpful for working-line positions as having set shifts may not be ideal (Xu et al. 2021). Another strategy used by Marriott is flexible planning which decreases the degree of exhaustion and enhances satisfaction causing better productivity and lower turnover rate. For instance, HG has supported the teleworking model and adopted sound IT applications to monitor and assess performance. The Flexible Work programme helps to realize such work models as home and hybrid to ensure the company's talent attraction and retention. (IHG, 2021).
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In conclusion, as evident from the discussions above, the hospitality industry and more so Marriott International has close relations with the Socio-demographic factors which are analyzed through the PESTLE framework. These factors define employee performance management and require the adaptation of various work types to address emerging challenges. Therefore, wage levels and cost of living, economic stability influence employee satisfaction and retention. Performance management should be responsive to social changes, demographic dynamics, and demographic expectations in career and employment opportunities. Communication technology allows people to work and collaborate from different places but requires consistent spending on technology and skill enhancement. Another factor that needs to be considered is legal and political factors such as labour laws and regulations so as not to violate any laws as well as to treat employees fairly. Concern for environmental issues also rises as consumers look for companies that actively show their environmental concern.
Marriott International has been prepared for the above-mentioned socio-economic factors by developing elaborate plans and measures that will focus on increasing retention rates and decreasing turnover. The main strategies for improving employee satisfaction include the "Take Care" program, attractive compensation and benefits, offering a comprehensive training system, and career opportunities. These are complemented by regular feedback mechanisms and a positive corporate culture. In the context of the modern hospitality industry, the trends in the work modes applied in the last five years can be discussed as the following. Marriott has adopted such strategies as hybrid work and car concepts, telecommuting in some positions, and flexible working hours. These measures have led to improved employees' satisfaction and workflow contributing to organizational sustenance and functionality.
Recommendations for Marriott International:
· Enhance Technological Infrastructure: Buy sophisticated HR solutions and instruments that will help manage feedback and performance, and support employees’ remote work.
· Expand Training and Development Programs: Provide constant professional development, including digital literacy, working from home, and management skills.

· Implement Flexible Work Policies: Adopt hybrid type/working schemes like the dual site and flexi-time with appropriateness for various organizational positions to increase the morale and productivity of the staff.
· Strengthen Employee Engagement: Build on previous practices like the “Take Care” program that focuses on support and recognition of employees.
· Adapt to Legal and Regulatory Changes: Always review and revise the policies to correspond to the local labour laws and industry guidelines to avoid violations and unfair treatment of the employees.
These recommendations will help Marriott International maximize employee engagement, productivity, and retention to support long-term growth and competitive position in the rapidly changing environment.
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