[image: ]





Module Name: Personnel Resourcing and Development
Module Code: BMIH5005




Lecturer:Jemma Smith
Student Name: Abul Fozol Oliullah
Student ID: 2226836






Table of Contents
Research title	3
Introduction and background of the research	4
Literature review	6
Evaluation and Conclusion	10
Reference list	12



[bookmark: _Toc168512292]Research title
Analyse the impacts of socio- economic force on employees’ performance management and monitoring in different work modes: Hospitality HR’s perspective, A case Study on Hilton Hotel
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Hilton Hotels & Resorts is considered as the full-service hotel chain in the world. The company is multinational and the headquarter of the Hilton Hotels & Resorts is at Cisco, Texas, USA. The company has more than 584 hotel all over the world and the company in the 2024, made more than 10.24 billion compared to 8.88 billion in the last year (A. Lokeshwara et al., 2023).
[image: C:\Users\USER\AppData\Local\Microsoft\Windows\INetCache\Content.MSO\A59A0C03.tmp]
Hilton's primary concern in this global marker and competitive industry of the hospitality is employee performance management according to the customer demand. The goal of the current study is to analyse and look at how the performance management system affects employee performance. In addition, the performance management systems are a positive means of assessing and analysing workers in relation to the aims of any hotel (Ben-Porath, 2020). As a result, PMS of Hilton removes obstacles to confirmation from both the company and the personnel, guiding them toward high performance. Due to shifting socioeconomic conditions and customer demands, industry trends are always shifting. There are more employment openings in the hospitality sector in the UK, but the high employee turnover makes things unpredictable and difficult.
Employees are required to perform work in accordance with the set goals throughout the duration of the contract. All employees of the company are subject to the PMS and must act accordingly. Enhancing mutual understanding between employees and supervisors is crucial for effective performance management. Information sharing and feedback seeking will improve employees' abilities and motivate them to perform better (Abidan, 2017).
This research is going to be conducted on the Hilton Hotel. The research is going to explore the effects of the socio-economic forces on employees’ performance management and monitoring in different work modes. The socio-economic forces indicate the social income level, education, employment opportunities, safety of the community, perception of the social status, social class, social business opportunities and others. Socio-economic factors are the combined total measure of the social experiences and the family access to the economic resources and social position compared to other people (Beyene, 2018). Now the political factors are stable and conducive to the hotel business organisation but a bit problem is prevailing such as political turmoil, wars, middle-east war can impact over the hotel business and employee performance over. On the other hand, the social factors have been improved because people or customers are looking for natural service regarding the hospitality service and people are looking for fresh, premium quality of products. In addition, the economic factors of the EU might have impact over the business activities of Hilton Hotel because the inflation has risen, unemployment rate increases and purchasing power also decreases of the people.
For example, the turnover rate of the Marriott is 30%, it is less than the industry average (63%). The company has been able to improves the turnover rate by proving, training facilities, personal development programme and others in promotion work mode. 
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However, middle-class people have enough access to resources; as a result, their safety net is smaller and more valuable, and it is more vulnerable to fluctuations in the economy, job, or health. In addition, the middle class is susceptible to upward mobility since they have just a little safety net. This is because middle class families have a strong desire to maintain their current status and are afraid of moving upward or downward (Abidan, 2017). Last but not least, there is typically little to no vocational flexibility among the lowest socioeconomic classes due to their restricted access to resources, which results in little to no safety net in terms of finances or mental health. Although the hospitality sector is one of the few with low entry barriers and great career potential for people from lower socioeconomic backgrounds, families from these backgrounds typically prioritize the safety net—both financial and psychological—when choosing a career path rather than aiming higher. Furthermore, a number of earlier researches shown that parents from higher socioeconomic backgrounds could anticipate that their kids will select a high-profile, high-paying vocation (Elena and Tatiana, 2015).
The socio-economic factors are expected to impact on the social economic activities. The socio-economic factors impact on the employee management in the hotel industry because the socio-economic factors determine how the employee behave in the societies based on their educational level earning, social status and others. Education is important aspect of the socio-economic factors that influence over the multiple socio-economic factors (Elena and Tatiana, 2015).
According to Abu Rahma, et al, 2001, the service quality, food and beverage management skills are determined by the socio-economic factors through which the employees are going through. The research also demonstrated that the employee status, earning, social association increases the performance of the employee working in a hotel (González, Sánchez and López-Guzmán, 2016).
The services, which are entirely produced by the employees, are the end products of the service trade. The hotel business, which is typified by other service and industry sectors, is a small, unending world that only a select few with an unwavering sense of dedication can succeed in. The features of employee engagement and disengagement would be most accurately represented by the service process (Holzner, 2017). Researchers are also interested in the service sector, specifically in relation to employee engagement (John, 2020). The employment opportunities, inflation rate, buying power, and social income of the populace are all correlated with the socioeconomic parameters. Different working modes, such as inventory management, food and beverage, conference, and room division management, are prevalent in hotel organizations. Employee performance is a critical factor in determining the overall quality of the food and services provided to customers. It has been observed that employment opportunities in the hotel business are becoming more-scarce globally. However, the lack of personnel makes it difficult for the hotel chain to handle the increased employee turnover rate (Lee and Yu, 2023).
The potential impact of hotel units on the socio-economic development of communities, particularly in developing nations, is closely associated with the calibre of jobs they generate, the proportion of purchases they can make locally, and the level of commitment they can forge with the local population. Mrema (2015) also emphasizes how crucial it is for the hotel sector to encourage initiatives with farmers in order to assist local development. 
The weak local community's financial capacity to support hotels, their lack of professional training and educational qualifications to benefit from professional opportunities that ensure, in addition to a significant wage improvement, occupy positions with decision-making capacity, and finally an inadequate link between the hotel sector and other activity branches like agriculture or fisheries that allow the local community to easily drain their products, enhancing their endogenous resources, are highlighted by the author as barriers to the hotel sector's effective contribution to the socioeconomic development of the host community (Matarrita-Cascante, 2020).
Job happiness is not impacted by educational attainment. It does, however, have the opposite effect on organizational commitment; that is, the more committed personnel are, the less educated they are. Given that work satisfaction is correlated with more transient factors and organizational commitment is correlated with job security, this finding is consistent with the temporal component of both variables. According to the study, workers with poorer educational backgrounds are more likely to show thankfulness for the job they have been able to secure and hold onto, as well as to be more impacted by the lack of job prospects. Understanding this link can help with the development of more effective hiring practices, job descriptions, and training programs, among other human resource tactics (Nair and Choudhary, 2019).
Workplace structures in the hospitality sector are distinguished by varying educational prerequisites and employee job performance. Each hotel has basic but also more difficult tasks to be done in terms of personnel performance, knowledge, and skill levels. A foundation in hospitality management education is the first step on the path to becoming a hotel manager. Generally speaking, a bachelor's or master's degree, substantial job experience, and specialized hospitality or business courses are needed for a career as a hotel manager. All occupations demanding specific talents or skills and involving direct client contact welcome the combination of practical experience and secondary or higher vocational education (Rahman et al., 2023). 
The chain and independent hotels may have different employee turnover rates, but they do not always have to. Numerous independent, family-owned hotels exist that have a sophisticated staff stabilization mechanism. Whether it is an individual hotel or a chain, it is crucial to configure the system to satisfy specific and local demands. Causes of turnover account for the differences. Up to 5,000 hotel employees may go due to a lack of opportunities for professional growth, cumulative work, shift work, and a work-life imbalance (Sarwar and Muhammad, 2020).
Turnover in the hospitality sector is difficult for both individual and chain hotels. It is advised that managers comprehend the elements that might lead to employee attrition and provide a stable work environment where all staff members feel inspired and encouraged. A global survey found that good perceptions of a responsible employer's brand and degree of participation are positively correlated with employee happiness. Excellent workers should be recognized for their contributions and given the chance to develop. While it is not impossible, meeting these requirements is challenging for independent hotels with a lean organizational structure and a high degree of employment accumulation (Sharikov et al., 2021). Thus, in order to work in hotels, one must be internally motivated and personally dedicated. Education is also vital, but it loses priority when it isn't connected to the task at hand. 
Organizations can reduce the perception of incivility among workers by removing work-related stresses; nevertheless, as people have varying perspectives of their workplace, it is hard to completely eradicate all stressors. Finding and fostering personality traits that can prevent workers from forming unfavourable opinions is one strategy to deal with organizational pressures. Psychological capital is one such personality trait that might improve workers' favourable psychological responses to pressures (Castro, Martín Armario and Martín Ruiz, 2018).
The indicator of the socio-economic factors is expected to impact on the employment opportunities of the social people too. In this connection, the education being a strong indicator of the socio-economic factor impacts on the social status of the people. The industry trend is highly sensitive to the touch of the new technology, new information, social trend and others. For example, change in the social factors change the way of the hospitality industry growth and hospitality activities, marketing and promotion (Briedenhann and Wickens, 2018). 
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The work is going to explore and examine the impact of the socio-economic factors have on the performance of the employee in different modes of working an hotel organisation. The research has found that the employee performance is related to better working condition of the hotel. In addition, the social factors and socio-economic factors such as education, social security, employment opportunity and earning level is expected to impact on the employee performance and engagement at the hotel they are currently working on (Shyam Hanumanapura Rajanna and Raju Heggadadevanakote Hanumanthaiah, 2018). The study background and a review of the literature on the impact of socioeconomic factors on employee performance and management practices across the range of work arrangements in the hospitality industries have been included in the proposal. For this reason, developments in the UK's hospitality industry have been noted and examined.
The low level of education, unfavourable working conditions, inadequate job security, and social poverty are all related by socioeconomic pressures. Consequently, these circumstances make employees in the hotel business more susceptible to subpar performance. Employee performance affects fair compensation, equitable opportunities for advancement, equal access to decision-making authority, a safe and healthy work environment, and all of these factors (Tang and Tan, 2015). Employee performance management is required as the hotel organization handles food and beverage management, room division service, bars, conferences, and Boquete. This is done to guarantee that clients receive better service and high-quality products. More significantly, socioeconomic factors have an impact on Hilton Hotel employees' performance from a variety of angles because workers are aware of social security, income levels, and other people's social incomes, and this influences their motivation, engagement, and retention in the hotel where they work (Sierzchula et al., 2020). 



Recommendation 
The internal hotel organisation is suggested to consider the strategic talent management in recruiting the talented employees at the workplace. This connection, the worker having conscious regarding the socio-economic factors and its implication on the performance of the employee at the hotel organisation. The level of education in the society leads the level of employees being skilled and strategically developed man power. For this reason, level of income of the people, educational level should be considered in recruiting the employees to the hotel organisation. The lack of income leads lower level of motivation of the employees at the workplace and the socially disadvantageous situation is also expected to lead the poor motivated employees (WINTERBOTTOM, 2019).
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