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Abstract
The current research proposal critically examines how forces within the socio-economic environment impact performance management for employees within the hospitality industry, focusing on Marriott International. Further, PESTLE analysis considers how economic stability, the advancement of technology, and changes in social life impact employee performance. The study involves a case study of best practices by the leading hotel brands of InterContinental Hotels Group and Radisson. Recommendations will be made regarding the alignment of Marriott' s HR practices with current socio-economic realities, as well as industry trends.

1. Introduction and Background
Introduction to the Hotel Brand
This paper, therefore, narrows down to the socio-economic factors that determine the feasibility of performance management of employees within the Marriott operational settings. This is the world's largest hospitality entity, with over 7,000 properties in 131 countries and territories. The diversified operational spectrum of the brand has since set its feet on holding excellence and a touch of innovation in service delivery.
The breadth and depth of the hospitality sector, therefore, remain driven by a variety of external forces, including fluctuating economies, the rapid emergence of new technology, and changing social expectations and behaviours (Armstrong and Taylor, 2020). Taken cumulatively, all these do take a huge toll on how the hospitality sector would address its people management and hence consequently call for flexibility within the strategies to best assure that low performance standards are not upheld. Marriott International, in its wide expanse, would offer one of the best-case studies through which to examine these dynamics.
Feasibility of Different Work Modes in the Hospitality Industry Now, work in the industry can be hybrid or flexible, all thanks to the increased access to telework despite hospitality being a hands-on industry, which means when COVID-19 did fast-track the adoption of remote work technologies, especially by the likes of Marriott, which stand to gain the most in terms of employee satisfaction and retention. However, the implementation of work modes needs adaptation to the socio-economic framework and the unique requirements of the hospitality workforce (Boxall, Purcell, and Wright, 2007).
The Contemporary Issues in Employee Performance Management Further problems noticed in the company's employee performance management include high current staff turnover, differences in employee engagement, and the level of training and development within Marriott. It is impacted by socio-economic factors such as pay inequalities and statutory employment control. In dealing with all these, there is a need for a clearer understanding of all those factors originating from the internal and external environment that impact employee performance. Effective performance management strategies need to be tailored to the socio-economic environment in which each location operates while assuring that every employee gets the support and motivation that they need to do and become the best (Marchington et al., 2020).


2. Literature Review
Overview of Socio-Economic Factors (PESTLE Analysis)
Application of the PESTLE analysis, however, provides a broad-based framework that ascertains socio-economic influences on the hospitality industry. These elements include political stability, economic conditions, social trends, technological developments, legal regulations, and environmental concerns (CIPD, 2021). Each mentioned factor decisively influences employee performance and management operations at Marriott International (Martocchio, 2018). Political stability influences the morale among the employees and their confidence in job security. Economic factors, for example, inflation and unemployment, impact wage rates and the availability of jobs. Social factors, for example, changing demographics and cultural expectations, which influence employee commitment and continuity. Technological factors, which provide for, on the one hand, telecommuting and performance appraisals but, on the other hand, for constant training and re-skilling of workers. Legal factors, e.g., labor laws, require compliance and affect HR policies. Environmental factors, which require a business to act responsibly and therefore affect corporate policy and worker behaviour.

Industry Trends: Retention Rates and Turnover 
Employee turnover in the hospitality industry is very high due to many difficulties in retaining employees. Employee turnover in this industry may be job dissatisfaction, lack of opportunity for career growth, and a tight labour market. More hiring and training costs interfere with the quality and efficiency of operations. Marriott International has taken various steps to reduce the turnover rate through the implementation of career development programs, employee engagement activities, and provision of appropriate competitive pay packages (Walker and Miller, 2019) but socio-economic such as period economic depressions and fluctuations in the labour markets have not been leaving the organization. Indeed, effective retention measures require predominantly putting the grips on these outside pressures while getting a congenial environment at work and understanding industrial trends will help Marriott to prepare relevant programs for the reduction of turnover and enhance employee commitment.
Emergence of Different Work Modes in Hospitality
For example, over just these five years, there seems to have been a consistent trend towards more flexible work practices within the hospitality industry. Hybrid work modes, telecommuting, and flexitime have indicated they might potentially improve employee satisfaction and performance (Enz, 2009).
The primary enablers of this trend are technology development and changing employee expectations. Hybrid work models allow employees to work in both the office and home environments, and thus, they will be able to balance work matters with personal issues. Flexible work allowed by digital communication tools is work of all flexibilities but with the prerequisite of efficient monitoring systems (Martocchio, 2018). 
Flexible scheduling supplements multifaceted needs and work-life balance, reducing burnout cases (Armstrong and Taylor, 2020). Now Marriott has started to examine working styles in this manner, realizing that it can significantly increase staff engagement and productivity, but at the same time—requires a customized implementation for the operational requirements of the hospitality industry.

3. Case Studies and Industry Examples
Marriott International
Marriott International has embarked on specific strategies for keeping employee performances in all the work modes. The organization ensures a stable workforce by initiating investments in training and development programs during an economic slump. The motive of these programs is to enrich employee skills and adaptability and thus improve performance in totality. Marriott also practices flexibility in scheduling and allows remote options for administrative roles through advanced technology in performance monitoring systems that ensure accountability and productivity (Tillery, Sheppard, and Ayoun, 2023).
IHG (InterContinental Hotels Group) 
IHG has adopted the most innovative HR practice, as in the above case, to be able to manage performance in a dynamic work environment. They have advanced in the technological innovations and practices that make it possible to have remote options for administrative roles; however, their performance monitoring system is also robust and ensures accountability and productivity. Attention has also been accorded to the formation of a supporting work culture that enhances the engagement of employees and fosters the retention of the employees. IHG's initiatives are inclusive of extensive training, career development, and flexible working hours that match up to the changing needs of the employees in the enterprise (Martocchio, 2018).
Radisson Hotel Group
The Radisson Hotel Group has created a flexible work culture that suits the different needs of employees; this includes working with flexibility and telecommuting, mainly due to the performance management programs in place. They have also resulted in a better workforce in terms of satisfaction and lower turnover. As part of the people policy, Radisson continuously invests in learning and development to make employees stay relevant in the skills demanded by work and the rapidly changing work environment to remain effective. The company's commitment toward its employees' well-being and professional growth has undoubtedly placed it at the apical end in terms of innovative HRM practices in the hospitality industry (Tranter, Stuart-Hill, and Parker, 2013). 

4. Discussion
Analysis of Socio-Economic Impacts on Employee Performance
The socio-economic factors that have a bearing on the performance of the employees in the hospitality industry include economic stability, wage levels, and technological advancement. Economic stability affects job security and general morale among the employees, while wage levels directly influence the issue of job satisfaction and retention. Technological advancement facilitates remote working, as well as supervising the performance of people, but employees must continuously up-skill. It must deal with these challenges through the implementation of adaptive performance management strategies that cater to its variegated employee categories (Armstrong and Taylor, 2020).
For example, improving employees' skills through continuous training and development programs will make them better and more flexible, hence improving performance in general terms. Even outsourced employees have varied performance needs, though Marriott can design interventions to meet its performance requirements and ensure achieving desired organizational goals by understanding the social-economic environment (Jackson, Schuler, and Jiang, 2014).
Comparison of Different Work Modes
Both the hybrid and flexible work modalities have advantages and disadvantages. There are chances that for both a hybrid work model and a flexible work model:
· Satisfaction levels of the employee with the company might increase with increased balance.
· The chance for the employee to seek an equilibrated path in confronting personal and professional responsibilities.
In both cases, smooth running of the performance tracking and control systems need to be in place so that the workers are kept on their toes and productive. Much as remote work allows independence and flexibility, it creates a sense of distancing and being separated from the other members of the team to which one belongs. Hybrid models strike balances between remote and on-premises work, but careful managerial supervision should be given to maintain the level of communication and collaboration. This use of work mode by Marriott International shows that it can increase employee satisfaction and employee productivity and, at the same time, put significant pressure in terms of performance standards in a flexible work environment that the company must work out to stay afloat (Kotler et al., 2017).
Hybrid work models enabled by advanced performance monitoring technologies should be favoured as the best practices for Marriott International. It could also lead to a rise in the level of engagement at the workplace and in retention due to the cultivations of an inchoate culture displayed to be flexible and ever developing. Investments in remote tools and platforms make opportunities for remote teamwork, collaboration, and communication available to ensure better workflow among staff members (Armstrong and Taylor, 2020). It is claimed in the literature that continuous learning and development will increase the skills and adaptability of the employees and provide the employees with constant improvement regarding their overall performance for further job competencies (CIPD, 2021). By adopting best practices, Marriott remains well-informed on manoeuvring through the complex socio-economic landscape of effective performance in highly dynamic work environments.


5. Evaluation and Conclusion
Summary of Key Findings 
It selected some of the socio-economic significant factors that influence the management of employee performance within the hospitality field, and of Marriott International. Some key findings show the effect of economic stability in combination with technological advancement in the configuration of the workforce management practice. For instance, how economic stability impacts job security and employee morale, yet on the other hand, technological change makes it possible to work from a distance and to monitor performance but at a distance, thereby requiring constant up-skilling. In contrast, the literature review has pointed out further critical challenges to the hospitality workforce: high-level turnover rates driven by job dissatisfaction, a lack of career growth, and competitive job markets. In turn, hybrid and flexible working models are instead hypothesized to lead to increased levels of employee satisfaction and, therefore, improved retention, but at a trade-off with better management of performance-monitoring systems. Case studies of leading hotel brands, like InterContinental Hotels Group and Radisson, revealed that the use of cutting-edge HR practices, including remote work options, flexible scheduling, and robust training programs, paid off in terms of enhanced employee satisfaction and performance (Evans, 2019 ; Tranter, Stuart-Hill, and Parker, 2013). The practices improve the satisfaction of employees and performance.
Implications: Marriott International 
Marriott International has a lot to borrow from the findings of this research. The company must make human resource practice more customized to integrate the various work modes and different socio-economic situations (Armstrong, and Taylor, 2020). Last but not least, the hybrid and flexible work models can later bring satisfaction and retention about the employees to the firm, with the help of advanced technologies in monitoring performances (Morrison, 2022). Investing money in continuous learning and development programs is also appropriate to upskill the workforce and keep the performance high (Martocchio, 2018). By solving these socio-economic issues, Marriott shall leverage its workforce management style and reach new zeniths of operational excellence, which it has so far been unable to achieve.
Recommendations 
Based on the above analysis the following are some of the recommendations provided to Marriott International:
1. Hybrid Work Models: Implement Hybrid Work Models, as and where possible, that allow, facilitating greater flexibility in work locations, meaning that employees can work, for at least a portion of the week, away from the office (Walker and Miller, 2019).
2. Invest in Technologies for Performance Monitoring: Introduce advanced digital tools that facilitate remote working by embedding strong performance monitoring and accountability technologies and strategies (Armstrong and Taylor 2020).
3. Encourage a Learning Climate: Create an environment where learning becomes appealing to the workforce and provide them with enough opportunities and resources for their professional and personal development, which will keep them competent and adaptable (CIPD 2021).
4. Stronger Workforce: Employee engagement programs and designs for career progress, recognition, and well -being to overcome turnover and staff satisfaction.
By following these steps, Marriott can effectively weather the socio-economic scenario and get maximum employee performance.
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