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Introduction
The hotel brand selected for the following report is Marriott International. Marriott was founded by Alice Marriott and J. Willard in 1927 with principles that remained embedded in their culture. Regarding heritage and core values, Marriott uses four pillars such as pursuing excellence, embracing change, putting people first and acting with integrity (Marriott, 2024). According to Statista, 2023, Marriott is global leader in a continuous growing with over 8.7 thousand hotels around the world achieving the highest ACSI score in customer satisfaction. The report is highlighting current issues as part of negative impacts of socio-economic factors that include unemployment, underemployment, financial insecurity, the outcome of long hour shifts, the costs that businesses encounter and the reasons behind low salaries in hospitality industry. The models proposed below such as AON Hewitt Model that increase employee engagement and tools like IES enforce the understanding of factors that contribute to employee decisions in regards retention, turnover and loyalty. On other hand, the report includes benefits of adopting flexible working schedules beneficial for the organizations, industry trends that hospitality industry adapted in 2024 impacting positively the organizations and employees including activities and initiatives that increase employee performance and sustainable practices. 
Employee Performance Management is related to employee working activities, controlling levels of performance by maximizing the values that employee creates. The old methods of performance management are not compatible with current employees' needs and more businesses around the globe are searching for new ways of improving employee performance (Phin, 2022). To continue above phrase, the source mentions that to improve employee performance time management plays one of the key factors, followed by effective tasks delegation with clear lines for employee to follow, team efforts focus allowing employees to engage in teams, increasement of creativity by allowing employees to share ideas and be part of decisions, professional coaching using tech trainings and practice, recognition and most importantly flexibility.


Socio-economic factors, impacts and models of employee engagement
To approach socio-economic factors that influence employee's engagement, Bal, 2022 sustains that employee motivation is the result of socio-economic factors around and the work experience of the employee. Furthermore, the source argues that socio-economic factors “function as signals to employees” on their initiative at work versus financial benefits on retirement. According to Braveman, 2014, socio-economic factors include education, social support, community safety, income and employment. The article confirms that socio-economic factors are affecting the longevity and well-being of humans. A different source suggests that examples of negative impact of socio-economic factors include the unaffordability of medical care, stress management, housing insecurity, health activities, childcare, food insecurity and different essential needs (CDC, 2024). Highlighting needs and essentials, a perspective offered by Drew, 2023 is Maslow Hierarchy as seen below. Drew suggests that the top three needs are emotional for humans, while the bottom two are rational reasons.
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            Drew, H., (2024) Maslow Hierarchy of needs
Regarding economic factors, Boella and Turner, 2020 suggest that “many hospitality services do not lend themselves easily to significant mechanization” affecting hospitality industry remaining intensive as work, dominated by fixed and variable costs that affects the business functions. For instance, the source confirms that one employee from the hospitality industry generates £82 in the highest case while the regular rate goes to £41 per hour. Comparing the above with other industries such as gambling where employee produce a minimum of £120 per hour, hospitality industry is still at high risk of establishing turnover rate allowing seasonal employment to occupy a high part of their employment requirements. The above source confirms that high GVA is present and deducted from gross total income as seen below statistic.
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Boella, M.J. and Turner, G.S (2020) Gross Value Added (GVA) across the hospitality and tourism sector 

Continuing the above subject regarding Marriott International, to overcome the socio-economic factors as “unemployment and underemployment are some of today most pressing issues” (Marriott, 2024), the brand offers opportunities by employing youth, offering equity, inclusion and diversion, empowering women, veterans, people with disabilities, refugees by giving equal chances to all workers across the globe to achieve goals and career development.
Part of employee performance is employee engagement. Employee engagement is defined as “something that the people have to offer and cannot be required as part of the employment contract or objective-setting process” (Bridger, 2018, pp.6). The same source suggests that engagement can be intellectual, affective and social, although the expert highlight words synonyms to engagement like dedication, enthusiasm, vigour (energy at high levels), challenge, pride, inspiration.
According to Culture Amp, 2024, engaged people are committed emotionally to the organization they work for, suggesting that long staying employees are more efficient and productive. The source confirms that successful businesses and organizations have engaged workers.
As suggested by Satoto, 2023, multiple factors influence the decision and motivation of a potential employee to work for a certain organization, the factors include:
	Financial factors (salary)
	Non-financial incentives (performance, recognition, healthy positive environment)

	[bookmark: _Int_qAqskDyp]Colleagues teamwork
	Right Leadership

	Culture of the business (goals, ethics, mission, values, diversity)
	Opportunities for development and training

	Technological factors and company performance
	Work-life balance schedules

	Meaningful work and career prospectives
	Health and safety


However, although the suggested factors above are important for employees and their motivation, McKinley, 2024, sustains that motivation of the employees is dynamic and that all factors can change, influenced by current world situation.
On same subject, IES, 2003, suggests through the survey made, that clear benefits for the business can be observed once the engagement model is in place and adapted by employees. The IES model purposed below include key drivers for engagement such as allowing employee to be part of decision-making process, allowing employees to use their voice in sharing ideas and valuing contribution of the workers, offering opportunities for employees based on their effort through the business, the concerns that an organization must have for their employees wellbeing and health and safety.
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                   IES (2003) IES’s diagnostic tool 
As related by Sharma, 2019, Aon Hewitt Model focuses on “multiple drivers of employee engagement” including business practices, leadership style, branding, performance, job description versus characteristics and resources. The source sustains that those above drivers are linked with tangible outcomes reflected in customer satisfaction, operational and financial benefits, highlighting talent retention as the main tangible outcome. Furthermore, Aon website from 2015 suggests that the above model is the outcome of stay, say and drive psychological states in employee engagement. As confirmed below, measurement of validity and reliability are key factors on surveys for effective engagement, validating the above key drivers described by Sharma, 2019.
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             Aon (2015) The Aon Hewitt Employee Engagement Model
Continuing employee engagement related to Marriott International, the brand use engagement strategy named “Living our Core Values and Culture" with the focus to fuel the passion of employees by rewarding them financially, creating an inclusive and supportive environment including retirement plan, flexible schedules adapted to employee needs creating work-life balance, using “career-on-the-go" program where people can apply through Job-Seeker decreasing unemployment (Marriott, 2015). Furthermore, Leppla 2016, confirms that Marriott use “Take care Movement” focused on wellness, financials and happiness of the employees, suggesting that the brand is regularly using surveys to establish the level of happiness and wellbeing of his employees by taking in consideration suggestions of workers.
Retention and Turnover Rate
According to Hotel Speak, 2024 employee turnover is creating a high challenge for the hospitality industry with over 1.2 million jobs abandoned by employees in hospitality every quarter. The source above suggests that numerous factors like long working hours, lack of opportunities, low wages and low career progression are influencing employees to abandon their current job in the hospitality industry. To overcome the above, employers must increase employee loyalty by offering competitive rates of pay, flexible schedules, and providing opportunities for career advancement. A different approach offered by Whiting, 2024, suggests that employee turnover was in a continuous decrease including COVID-19 period when numerous employees left hospitality and applied for tech careers as seen in below graph, while in 2021 was the highest point of turnover decreasing back in numbers like immediate period before Covid-19. The source confirms that the employee's turnover chart is based on companies failing to invest in culture, management and development.
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Whiting, G. (2024) Number of unemployed persons per job opening
The issues faced by hospitality industry includes current world situation, high cost of living and the negative impact created by Brexit affecting workforce in hospitality leading to a crisis in recruitment with 60.000 workers needed further every year, apart the 200.000 workers already in recruitment process as part of recovery process and reinforcement in UK (Boella and Turner, 2020).
Industry Trends and Examples
As per industry trends, ELH Insights, 2024 website suggests that in the last two years hospitality empowered workforce by offering to their staff low-cost accommodation, higher rates of pay, peak-time shifts and investing in training programs for staff motivation. Although it is digitalized society, hospitality “stands out as the successful hybrid that balances the implementation of tech motivation” (ELH Insights, 2024) preserving people needs such as the need of authenticity, connection and real-life discovery. On other hand, Light, 2024 suggests that to enhance collective learning and powering productivity, classical 1 hour break is now replaced with activities for arts, pottery, food, yoga, music, pilates and all other activities for stress reduction to increase employee productivity, team interaction, retention and level of satisfaction. The source confirms that surveys conducted on the above impacted positively turnover and retention in employment. As global focus is on sustainable practices, Green Initiative Shifts (GIS), is fastly adopted by numerous businesses to enhance level of productivity, stress reduction and achieve work life balance for employees. GIS schedule consists in hybrid working – telecommuting for admin tasks, compressed workweeks or staggered shifts allowing businesses to integrate environmental responsibilities and increase productivity creating retention and turnover for the flexible schedules (Lark, 2024). On the contrast, Vidat 2023, suggests that 4 Days week working initiative is based on working the amount of classic 5 days shift in 4 working days meaning longer hour shifts, however with the benefit of increased number of days off. As the writer suggests, the above is suitable for numerous parents although longer hours can decrease productivity for employees. The source suggests that although the shifts are longer, retention is observed on businesses with the above initiative in place.
Continuing with industry example, Marriott International developed “FLEX Talent Community” by offering flexible working through temporary, seasonal working around the world that allows people to access and join Marriott family using flexibility as key factor (Marriott Flex, 2024). The above allows parents to work and schedule desired shifts based on their availability. On same side, another program developed by Marriott 2023 is “Be” with the focus to grow workforce by offering generous retirement payments, suitable shifts for employee's needs and investing in wellbeing and strenghts of the employees.
Conclusion
As confirmed through the above report, Marriott International is a global leader that applies multiple strategies and initiatives to fulfill employee’s needs and enhance productivity by encouraging flexible working and offering FLEX program allowing employees and future employees to work occasionally and seasonally. The brand focuses on employee wellbeing, an inclusive working environment by involving employees in decision-making processes, offering career progression and continuous development. Furthermore, many schedules have been presented including 4-day week working, although this could negatively impact the employees, increasing the level of stress through long-hour shifts, burn-out and fatigue. However, the greatest initiative that is sustainable and has positive impact on the environment and employees remains Green Initiative Shifts (GIS) that certainly increases level of productivity on employees and fulfills business needs. The high cost of living and Brexit have impacted negatively on the hospitality industry creating staff shortages and higher costs for the businesses increasing the need of adapting the above initiative presented. As per industry trends, the activities proposed impact positively the employee wellbeing and turnover by decreasing stress and increasing employee engagement. The recommendations presented in previous phrases are part of the project proposal.
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Industries GVA 2008 GVA 2013 Difference
(Emillion) (€ million)  2008-2013

Hotels 7732 8,940 16%

Holiday parks and other 633 865 37%

short-stay accommodation

Camp sites and other 1,208 1,364 13%

‘accommodation

Restaurants 10,018 14,195 42%

Food and service 3824 3947 3%

management

Pubs, bars and nightclubs 8,204 8785 7%

Organization of conventions 800 982 23%

and trade shows

Tourist services 216 594 175%

Museumn and cultural 3 214 7033%

attractions

Visitor attractions 2313 3324 44%




