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The purpose of this study is to evaluate the effects of socio-economic characteristics on employee performance management and monitoring in various work modes within the hospitality industry. More specifically, the study focuses on Marriott International, which is a famous hotel chain situated in the United Kingdom (Marriott International, 2024). Across the world, Marriott has a network of more than 7,000 places, with a substantial presence in the United Kingdom. These facilities cater to both leisure and business tourists. The Marriott brand is well-known for its exceptional service standards and its emphasis on the health and happiness of its employees. The organisation is aware of the significance of having the ability to adapt to shifting work styles while simultaneously controlling and monitoring employee performance in an efficient manner.
There have been several socio-economic elements that have contributed to the significant advancements that have been made in the hospitality business in recent years. A few examples of these reasons are the progression of technology, the changing preferences of customers, and the changes in the demography of employees. These shifts have resulted in the development of a wide range of painting styles, which have made their way into the mainstream (Stewart and Brown, 2019). Some examples of these painting styles are hybrid arrangements, flexible scheduling, and alternate painting styles that are further distant. In your role as Human Resources Manager at Marriott, it is of the utmost importance to have a complete awareness of the ways in which socio-economic variables and work patterns influence employee performance management, and to establish methods to cope with the challenges that arise because of these factors.
The goal of this proposal is to examine whether or if it is possible to adopt distinct painting styles within the hospitality business, as well as to investigate the repercussions that these painting styles have for the management of staff performance at Marriott. Specifically, the project will focus on the hospitality industry (Inman, Nuala O'Sullivan and Murton, 2014). The objective of this proposal is to propose recommendations that will improve the overall performance of workers, as well as their engagement and retention, in the face of changing socio-economic contexts where they are employed. To establish these guidelines, an analysis of industry trends, excellent practices from renowned resort brands, and capacity solutions will be conducted.
[bookmark: _Toc165065221][bookmark: _Toc167959751]Socio-Economic Factors as a part of PESTLE
Socio-economic factors are a crucial component of the PESTLE (Political, Economic, Social, Technological, Legal, and Environmental) study framework. These elements include many social and economic issues that have a substantial impact on the operations, general performance, and decision-making processes of organisations and industries (Reid and Sanders, 2019). Socio-economic aspects encompass population trends, income distribution, levels of education, consumer behaviour patterns, and cultural standards.
Demographic characteristics, such as population growth, age distribution, and workforce composition, have a substantial impact on both market demand and labour availability. An ageing population can lead to a rise in demand for healthcare services and retirement homes, while an expanding millennial workforce may choose flexible work arrangements and prioritise a healthier work-life balance. The distribution of income and consumption of energy directly affects the purchasing behaviour of consumers and market segmentation (Marchington, M. and Wilkinson, A, 2016). In this respect, the businesses must change their approach in such a way that there would be the application of needs and preferences of different economic groups.
Educational degrees and skill sets present a wide range within a team of workers and are important socio-economic considerations (Gallagher, 2016). An exceptionally well-informed and skilled team can stimulate innovation, increase productivity, and foster competitiveness despite the possible obstacles of talent gaps and shortages that may restrain business growth and advancement. Furthermore, cultural norms, beliefs, and ideals influence the behaviour of patrons, patterns of verbal communication, and practices within the business. It is crucial for firms operating in diverse markets or with multicultural teams to have a comprehensive comprehension and high regard for cultural disparities.
In the hospitality sector, the demand for travel and accommodation services is significantly influenced by socio-economic factors. Customer spending on leisure and company travel is influenced by economic factors such as GDP growth, employment costs, and disposable income (Friedman, 2019). Societal features, from the rise of experiential journey to eco-tourism, have developed new market niches and changed customers' expectations. Other than that, new opportunities for cheap and versatile tour choices exist because the sharing economy and internet platforms have revolutionised traditional structures of companies.
Efficient examination and observation of socio-financial factors allow corporations to expect adjustments within the market, alter their strategies, and make informed choices. By taking into consideration how these factors affect employee productiveness, patron behaviour, and industry dynamics, agencies can enlarge targeted initiatives to enhance innovation, competitiveness, and sustainable growth. Frequent PESTLE analysis enables businesses to be aware of the changing socio-financial landscape and respond proactively to new opportunities and challenging circumstances.
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The hospitality industry is renowned for its high personnel turnover rates, which may be both expensive and damaging to the level of service offered. Research from the Bureau of Labour Statistics (2021) observed that the hotel and entertainment sector noted a 2020 turnover of 137%, very far above the mean turnover of all the industries, which was fifty-seven percent (Holston Okae, 2018).
According to Fridriksson et al, there are several factors that contribute to excessive turnover, including poor compensation, long and atypical work hours, limited opportunities for career progression, and stressful working environments (Fridriksson et al., 2017). According to Zeytinoglu et al, the seasonal nature of the sector, taken together with the very high proportion of part-time and temporary work, conspires to make a hard job even tougher in the retention arena (Zeytinoglu et al., 2015).
To combat turnover and improve retention, hospitality organizations have implemented various strategies, such as:
Competitive Compensation and Benefit Packages: Soodchai suggested compensation and benefit packages that offers full benefit packages and a fair salary to go along with their bonuses, which are to be offered on a regular basis throughout his employment (Soodchai Ting Phonsanam, 2023).
Employee recognition and reward programs: According to Bustamam, Teng and Abdullah this practice of acknowledging and rewarding employees' achievements to enhance morale, commitment, and loyalty in them should be both monetary and non-monetary (Bustamam, Teng and Abdullah, 2014).
Training and development opportunities: Providing training and development opportunities can facilitate the growth of individuals inside the organisation, hence decreasing employee turnover resulting from a lack of career advancement.
Work-life balance initiatives: A mix of all these schedule options, paid time off, and help with personal and family obligations could probably be realized not only in terms of increased employee retention but also by improved job satisfaction (Budhiraja, Varkkey and McKenna, 2022).
Employee engagement and feedback mechanisms: The above approach will improve the creation of a healthy work environment and reduce staff turnover through regular employees' feedback mechanisms, addressing problematic issues that will permit open lines of communication.
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Over the past few years, the hospitality industry has experienced the birth of a variety of different work modes as a response to shifting socio-economic landscapes and the opportunities available to workers. Included among these are:
Hybrid work arrangements: This version combines the best of on-site and remote work: an employee performs his duties and functions remotely if the distance is more than 10 m and being present in the workplace when required (Friedman, 2013). Such an option secures flexibility and a well-rounded work-to-life ratio without interruptions in regular operations.
Flexible work schedules: People can better manage their job and personal responsibilities when they are given the freedom to choose their own work schedules or hours. Employee retention, productivity, and satisfaction can all be increased with flexible scheduling.
Job sharing: This can be achieved by reducing rigidity and cutting down on hours of painting, dividing the duties of the one full-time position among two or more employees (Armstrong and Taylor, 2020). Job sharing could be one of the strategies to effectively convince a range of new skilled people to join and, in addition, help in the retention of already proven professional and seasoned staff who otherwise would be required to leave because of responsibilities to their own or their family.
Gig work: By engaging the services of independent contractors or freelancers for certain projects or tasks, a company and its employees can benefit from more flexibility. Gig work allows resorts to modify their personnel in response to fluctuations in demand and advantage get admission to specialised competencies as required.
These portray strategies, whilst coupled with operational necessities, customer service requirements, and techniques of coping with employee performance of a hospitality employer. To ensure a positive guest experience and uphold elevated logo standards, hotels must strike a balance between flexibility and rigidity in their artwork layouts.
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Prominent hotel companies have devised multiple methods for overseeing and controlling performance across various work environments. An integrated performance management system established by Marriott International places significant emphasis on ongoing feedback, development, and coaching. The "Take Care" organisational initiative is dedicated to meeting the physical and mental well-being of its employees, as well as enhancing their quality of life through flexible work arrangements.
Marriott's performance management system, referred to as "Performance Excellence," places emphasis on the establishment of objectives, regular progress evaluations, and dialogues regarding growth. Marriott provides an open opportunity for learning and, in this case, giving feedback for the managers in the company so that these persons can bring their best to the table. As for modern-day technology and advancement, there are state-of-the-art internet platforms and mobile applications that have given room for great collaboration, communication, and performance monitoring to be done remotely.
Radisson Hotel Group and InterContinental Hotels Group (IHG) have implemented similar performance management systems, alongside other lodge chains (IHG, 2019). Humanly speaking, IHG enables its employees to collaborate and undertake activities even remotely through the "my IHG" mobile app, while Radisson Hotel Group preserves activity by launching the "Balanced Leadership" initiative that is meant to uphold an environment of responsibility, empowerment, and trust (Sabre Hospitality Solutions, 2023).
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Marriott may additionally do not forget the use of one-of-a-kind methods to efficaciously screen employee performance in awesome work modes. The focus should be to develop clear performance objectives and metrics with reference to hotel strategic objectives and core value so that there is clarity among employees of their respective responsibilities and expectations in various work modes (www.linkedin.com, 2023).
In addition, the integration of a non-stop feedback and education gadget, alongside periodic overall performance tests and dialogues, can facilitate the development of employees and efficaciously tackle any boundaries that may emerge because of variations in work processes. This methodology encourages open and honest verbal exchanges of information, which empowers managers to promptly identify and resolve concerns directly.
Furthermore, in this modern digital time, it is so much important that companies’ direct resources towards technology breakthroughs that support telecommuting in terms of collaboration, communication, and performance tracking. The utilisation of mobile applications, video conferencing platforms, and comprehensive performance management software facilitates the optimisation of plans and guarantees seamless communication among geographically dispersed team members.
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The presented research examines how socioeconomic factors affect the monitoring and management of worker performance during different painting preparations in the hospitality sector, with a particular focus on Marriott International. The principal findings encompass:
These are influential and firm factors that directly affect the hospitality industry: socioeconomic trends, technological changes, demographic profiles, and global events. The costs of losing such workers are high and have become chronic problems for organizations, and hence the need for effective strategies of retention (Otoo, 2019). These strategies may include staff engagement, competitive compensation, employee recognition, training and development, and work-life balance initiatives.
Hybrid preparations, flexible schedules, method sharing, and agreement labour are examples of emerging portray strategies which have gained prominence within the resort enterprise. Although these modalities provide advantages such as flexibility and work-life balance, they also give rise to challenges in the realm of performance management.
Marriott International has performed an all-encompassing strategy for overall performance control, which centres on non-stop coaching, comments, and development. This approach is reinforced by technological advancements and endeavours aimed at fostering the welfare of employees.
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This study suggests Marriott International manage employee performance across work modes as follows:
Create an employee performance management system that aligns with the inn's long-term aims and values. The structure should enable employees to work flexibly, with the support of coaching, development opportunities, and feedback. With the support of up-to-date generation solutions in remote collaboration, communication, and tracking of performance. The technology will provide an opportunity to make decisions and give enough room to apply data-driven strategies in every possible way. Work-life balance and flexible scheduling are focused on, while maintaining operations and customer satisfaction through effective procedures, training, and performance review. Foster trust, empowerment, and responsibility to encourage people to own their work and success, regardless of how they prefer. Provide tailored training to help people learn flexibility, digital literacy, and remote communication to flourish in various work contexts.


[bookmark: _Toc167959758]References:
Armstrong, M. and Taylor, S. (2020) Armstrong’s Handbook of Human Resource Management Practice. 15th edn. London: KoganPage.
Budhiraja, S., Varkkey, B. and McKenna, S. (2022) 'Work–life balance indicators and talent management approach: a qualitative investigation of Indian luxury hotels', Employee Relations: The International Journal. Available at: https://doi.org/10.1108/er-05-2021-0206 (Accessed: 21 May 2024).
Bustamam, F.L., Teng, S.S. and Abdullah, F.Z. (2014) 'Reward Management and Job Satisfaction among Frontline Employees in Hotel Industry in Malaysia', Procedia - Social and Behavioral Sciences, 144, pp. 392–402. Available at: https://doi.org/10.1016/j.sbspro.2014.07.308 (Accessed: 23 May 2024).
Fridriksson, J.F., Tómasson, K., Midtsundstad, T., Mehlum, I.S., Hilsen, A.I., Nilsson, K. and Albin, M. (2017) Working environment and work retention. Nordic Council of Ministers. Available at: https://books.google.com (Accessed: 25 May 2024).
Friedman, A.L. (2013) Continuing Professional Development. Routledge.
Friedman, B.A. (2019) 'Hospitality, Tourism, and Events Industry Competency Model: Human Resource Management Implications', in Kavoura, A., Kefallonitis, E. and Theodoridis, P. (eds.) Strategic Innovative Marketing and Tourism. Cham: Springer, pp. 49–56. Available at: https://doi.org/10.1007/978-3-030-12453-3_6 (Accessed: 21 May 2024).
Gallagher, K. (2016) Essential study and employment skills for business and management students. 3rd edn. Oxford: Oxford University Press.
Holston Okae, B. (2018) 'The Effect of Employee Turnover in the Hospitality Industry: Quantitative Correlational Study', International Journal of Learning and Development, 8(1), p. 156. Available at: https://doi.org/10.5296/ijld.v8i1.12513 (Accessed: 27 May 2024).
IHG (2019) 'How our business works', InterContinental Hotels Group PLC. Available at: https://www.ihgplc.com/en/about-us/how-our-business-works (Accessed: 21 May 2024).
Inman, M., O'Sullivan, N. and Murton, A. (2014) Unlocking Human Resource Management. Routledge.
Magova, G.B. and Kessy, S.S. (2020) 'Effects of human resources management practices on supply chain flexibility: evidence from tourist hotels in Tanzania', Business Management Review, 23(1), pp. 31–53.
Marchington, M. and Wilkinson, A. (2016) Human resource management at work. 6th edn. London: Chartered Institute of Personnel and Development.
Marriott International (2024) 'About Marriott International | Corporate Information'. Available at: https://www.marriott.com/marriott/aboutmarriott.mi (Accessed: 23 May 2024).
Otoo, F.N.K. (2019) 'Human Resource Management (HRM) Practices and Organizational Performance', Employee Relations, 41(5). Available at: https://doi.org/10.1108/er-02-2018-0053 (Accessed: 23 May 2024).
Reid, R.D. and Sanders, N.R. (2019) Operations Management: An Integrated Approach. John Wiley & Sons. Available at: https://books.google.com (Accessed: 27 May 2024).
Sabre Hospitality Solutions (2023) 'InterContinental Hotels Group (IHG) Case Study'. Available at: https://www.sabrehospitality.com/resources/article/intercontinental-hotels-group-ihg-case-study/ (Accessed: 27 May 2024).
Soodchai Ting Phonsanam (2023) 'Total compensation practices and their relationship to hospitality employee retention'. Digital Scholarship@UNLV. Available at: https://digitalscholarship.unlv.edu/thesesdissertations/561/ (Accessed: 25 May 2024).
Stewart, G.L. and Brown, K.G. (2019) Human Resource Management. John Wiley & Sons. Available at: https://books.google.com (Accessed: 23 May 2024).
LinkedIn (2023) 'Marriott - A heaven on earth for its employees!'. Available at: https://www.linkedin.com/pulse/marriott-heaven-earth-its-employees-susmitha-m (Accessed: 29 May 2024).
Zeytinoglu, I.U., Lillevik, W., Seaton, B. and Moruz, J. (2015) 'Part-Time and Casual Work in Retail Trade', Relations Industrielles / Industrial Relations, 59(3), pp. 516–544. Available at: https://doi.org/10.7202/010923ar (Accessed: 23 May 2024).

