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1. [bookmark: _Toc168656296]Introduction
The objective of this research project proposal is to carry out a comprehensive study of the socioeconomic aspects affecting employee performance management in the hotel sector. With its reputation for constant change and significant influence on the global economy, the hotel sector has unique challenges in managing and assessing the productivity of its workers in various work environments. In conventional, hybrid, and flexible work environments, this study aims to examine how socioeconomic components affect employee performance management strategies. The study seeks to clarify the intricate link between local organisational behaviours and global economic trends by investigating how external socio-economic factors affect internal management practices. The study will concentrate on the ways in which the hospitality industry has handled issues, highlighting the creative management strategies used by well-known hotel chains to adjust to the ever-changing workplace. 

2. [bookmark: _Toc168656297]Mariott overview
Marriott International, a renowned global hotel firm, delivered strong performance and strategic expansion from 2022 to 2024. Marriott reported a large gain in adjusted EBITDA in 2023, reaching $4.6 billion, up 21% from 2022. The company's revenue for 2023 was roughly $23.7 billion, up 14.15% from the previous year (Marriott International, 2023). Marriott's expansion plan includes acquiring the City Express brand, which considerably increased its footprint in Latin America's midscale category. This acquisition brought roughly 17,500 rooms, extending Marriott's regional reach by 45% (Marriott News Centre, 2024). Furthermore, Marriott's premium segment expanded with major openings such as The Ritz-Carlton in Portland and the St. Regis in Chicago, as well as the signing of 58 new luxury hotel and resort partnerships throughout the world (Marriott News Centre, 2024). The business also concentrated on conversions, which accounted for 25% of room openings, and signed a record 184 conversion property agreements in 2023. Looking ahead, Marriott's development pipeline remains robust, with roughly 3,400 hotels and about 573,000 rooms under construction by the end of 2023, demonstrating continuing growth and resilience in the global hospitality sector (Marriott International, 2023). Marriott's strategic expansion and operational excellence equip it for long-term success.
3. [bookmark: _Toc168656298]Literature 
3.1. [bookmark: _Toc168656299]Industry trends 
The UK hotel business is having significant challenges hiring people, which is exacerbated by a combination of socioeconomic factors. The Office for National Statistics has noticed that hospitality firms are having greater difficulty filling employment openings than other industries, owing to a substantial scarcity of EU candidates. 30% of hospitality businesses reported having trouble filling positions between 2021 and 2023, well over the 13% industry average. Major obstacles faced larger enterprises; 41% reported difficulty filling employment vacancies (Office of National Statistics, 2021). Because of the coronavirus outbreak, people have spent less in this area, which has made such issues more serious and affected the whole supply chain. When limits were put in place in the spring of 2020, payments made by catering groups to suppliers and freelancers dropped by a lot. They still are above the levels they were at before the outbreak. (Raj et al., 2022). Just 51% of the payments made by food and beverage companies to their suppliers in May 2021 compared to February 2020, the month before the outbreak, occurred. Budgetary restrictions are most certainly the cause of the industry's hiring and retention problems (Ramuni, 2021). Employment of EU nationals in the UK fell significantly as a result of the epidemic, falling by 8.7% between January and March 2020 and April and June 2021. The loss of EU labour has made it harder for these industries to fill positions, especially in transportation, storage, and hospitality. The number of EU drivers of heavy goods vehicles decreased by 43% in the  2021 as compared to the prior year, showing the particular effects of fewer EU applications in this sector (ONS, 2021).

3.2. [bookmark: _Toc168656300]Socio-economic influences 
This sector has been greatly influenced by the shift to remote and hybrid working arrangements. Obi et al. (2020) say that the outbreak  has made these types of work arrangements more common. This has had a big effect on guests' needs and how they behave in the hotel industry. This change is very important to the socioeconomic aspects because it affects both social links and business activities. The increase of workcations, in which individuals combine work and recreation, emphasises the need of good places to work from outside, like hotels and spas with fast internet and quiet offices. This shift in customer choices indicates a need for flexibility and the integration of work and play (Lufkin, 2022). The shift in work patterns has an economic impact on the hotel industry's operational procedures and revenue generation (Johnston, Clark and Shiulver, 2012). Demand trends for hotels and restaurants may change, and daily usage rates may go up as people who work from home look for new places to work or temporary offices away from home. To attract this growing group of buyers, the industry needs to make changes to the way it does business. For example, it needs to invest in infrastructure that makes working from home easier for workers and even change how it sets prices. (McKinsey, 2021). Additionally, there is a notable effect on jobs in the hotel sector. Because of the necessity for adaptability in distant and mixed work situations, workers who want the same amount of freedom in their jobs may have trouble finding work. To stay ahead of the competition when it comes to finding and keeping good employees, an employee need to regularly look at how they hire people and what benefits they offer. From a social point of view, the shift to remote and mixed work habits has both pros and cons for the hotel industry (Davidescu et al., 2020). To meet the changing needs of clients and workers, it is important to change the services  offered, how leeaders run their businesses, and the rules about hiring people. The industry needs to handle these changes well if it wants to take advantage of possible benefits like bigger market shares and better business performance.

3.3. [bookmark: _Toc168656301]Working modes
The hotel industry has seen significant changes in the previous five years, owing mostly to altering client expectations and technological advancement. Numerous work modes, such as adaptive, hybrids, and working from home, have emerged, and this has changed the employment and operational environment in the hotel business. The pandemic has sped up the adoption of remote and flexible work arrangements, which has an impact on the hotel industry's service delivery model as well as its physical location (EHL Insights, 2024). This transformation has necessitated a shift towards digital technology and solutions in order to service a more dispersed and tech-savvy consumer base. Robotics and artificial intelligence, for example, are becoming increasingly significant as they address labour shortages, improve operational efficiency, and boost consumer happiness (Green, Peters and Young, 2020). Backend operations and guest interactions are being revolutionised by the rising usage of mobile ordering apps, chatbots that use artificial intelligence, and service robots (Bughin et al., 2018). Additionally, the combination of virtual reality and video data analysis has formed chances for buyer contact and service delivery by providing virtual experiences that enhance real ones. These technologies have expanded the definition of hospitality by offering virtual booking tours and interactive travel experiences (Green, Peters, and Young, 2020). The way the organisation hires people has also changed. To keep up with changes in technology, they ought to now put more emphasis on being flexible and able to adapt. The arrival of digital technology has made the business world more creative and robust, able to adapt to changing customer and employee needs. It has also solved major problems, such as the limitations caused by diseases.(Aleem et al., 2023). Hotel companies need to develop a complete digital transformation plan in order to address these changes. Understanding changing visitor habits, developing clear and quantifiable goals, expertly managing the transition, and ensuring staff technical competency to exploit innovative technology are all part of it. Such strategic reorientations are critical for enterprises wishing to thrive in today's hotel sector, which is typified by rapid technological development and fluctuating client tastes.

3.4. [bookmark: _Toc168656302]Examples from industry
Marriott International has effectively responded to changing work patterns by introducing a number of initiatives to meet the increasing demands of its workers. One of the important efforts is the implementation of hybrid work arrangements, which allow workers to work remotely while still being able to participate in on-site events. This hybrid model has benefited many employees, including Christie G., a Market Revenue Management Leader at Marriott, who discovered that working from home improves work-life balance and reduces commute time, resulting in increased productivity and personal well-being (Marriott, 2022). Marriott has also developed the FLEX Talent Community, which offers temporary and flexible career options geared to individual lifestyles and interests. This programme allows employees to select tasks that meet their schedules and tastes, catering to a wide range of demands, from students searching for summer employment to seasoned professionals seeking new challenges (Marriott, n.d.).  The FLEX Talent Community not only improves job happiness, but also provides special perks such as cheap hotel stays, wellness programmes, and career development tools, making it an appealing alternative for people seeking professional flexibility. Marriott's dedication to employee wellbeing goes beyond flexible work arrangements. The organisation prioritises a friendly and inclusive workplace culture, making employees feel appreciated and empowered. Marriott's employee engagement and development strategy includes detailed performance reviews, chances for career growth, and programmes intended at creating a happy and inclusive working environment (Wesley et al., 2024).  Through these efforts, Marriott has established itself as a pioneer in responding to global developments and creating a workplace that prioritises its workers' well-being and development.

4. [bookmark: _Toc168656303]Conclusion 
In conclusion, several strategic efforts have helped the hotel sector adjust to shifting work habits and socioeconomic problems. One of these is the growing use of hybrid work arrangements, which provide employees with additional flexibility and improve work-life balance by mixing remote work with required in-person contacts. The emergence of "workcations" shows the increasing desire for combining vacation and work, prompting hotels to provide specialised services for remote workers. To address labour shortages, which have been compounded by the pandemic and Brexit, hotels have implemented flexible job programmes, such as temporary and part-time work choices, to attract a wider spectrum of employees. Technological breakthroughs, such as the usage of artificial intelligence and robots, have altered operations, increasing efficiency and customer service. These measures jointly assure the industry's resilience and ability to address changing customer and staff requirements while maintaining high service standards.

5. [bookmark: _Toc168656304]Recommendations 
The hotel sector confronts several problems and possibilities in managing employee performance and retention, demanding novel approaches to increasing staff engagement and satisfaction. One successful strategy is to use Green Human Resources Management practices, which not only promote environmental sustainability but also boost staff morale and organisational commitment. Hotels that include GHRM may foster a healthy work environment that honours employee contributions while also aligning with wider corporate social responsibility objectives. This method can result in higher work satisfaction and lower turnover rates, therefore improving organisational performance (Albrecht et al., 2015).  Another significant tactic is to improve recruiting and selection procedures in order to attract and retain outstanding personnel. The use of data-driven recruiting tools can assist in identifying individuals that are not just talented but also culturally compatible with the organisation (Abbas, Shah, and Othman, 2021). Additionally, providing thorough training and development programmes is critical. Continuous professional development opportunities ensure that workers feel appreciated and have a clear route to career growth, which may dramatically improve retention and performance. In today's fast-paced workplace, flexible work arrangements, such as hybrid and remote work choices, are vital (CIPD, 2024). These arrangements meet the different demands of employees, promoting a healthier work-life balance and enhancing job satisfaction. Hotels should invest in strong digital infrastructure to facilitate remote work, guaranteeing clear communication and cooperation across staff. Furthermore, developing successful staff well-being programmes is critical. Employee health and productivity may be improved by conducting regular well-being exams and implementing measures such as wellness programmes, mental health assistance, and ergonomic workplaces (CIPD, 2023). Recognising and recognising employee achievements through performance-based incentives and recognition programmes is also important for keeping employees motivated and engaged. Finally, building a strong organisational culture that values cooperation, respect, and diversity may contribute to a positive work environment. Empowering and participatory leadership styles encourage employee engagement in decision-making processes, which may result in more inventive ideas as well as a better sense of ownership and commitment among employees (Liu and Liu, 2022). 
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