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[bookmark: _Toc160060687]Executive Summary
Socioeconomic factors, including economic conditions, cultural norms, technological advancements, and legal frameworks, significantly influence a company's workforce, impacting job openings, salaries, and resource distribution. Marriott International faces challenges due to its diverse workforce, while technological advancements enable remote work but present communication and performance challenges. Hotel Intercontinental focuses on human resource management for financial success and talent retention.


[bookmark: _Toc160060688]Introduction 
Every company's workforce is unique, shaped by socioeconomic factors that impact its composition, dynamics, and productivity. Intricate interplay between economic considerations, cultural norms, technological advancements, and legal frameworks creates challenges and opportunities for organisations attempting to manage their workforce. In a world where companies are always evolving, it is crucial for executives to have a good grasp of the socioeconomic factors that influence employee engagement, productivity, and retention.  Job openings, salaries, and the distribution of resources are all impacted by economic factors including inflation, unemployment, and market volatility (Suthar et al, 2021). During times of economic uncertainty, employees may feel more stressed and worried about their jobs due to budget cuts and staff reductions. Companies may find it more challenging to recruit and retain talent during economic boom due to increased competition for skilled workers. In this report as general manager for Hotel Marriot International, I will think about how it changed the environment and what can be done to make it better for the future including proper steps. 





[bookmark: _Toc160060689]Background
Marriott International was founded in 1927 by the Marriott family in Washington, D.C., from a small root beer stand. Thanks to its dedication to excellence and innovation, it rose to become one of the leading hospitality organisations in the world (Shibata, 2022). The expansion of our company began in the 1950s with the opening of our first hotel, the Marriott Motor Hotel Twin Bridges in Arlington, Virginia. In the years that followed, Marriott expanded into airport hotels and drive-in eateries. In the 1980s, J.W. Marriott Jr. spearheaded rapid global expansion, penetrating key global marketplaces. Due to its acquisition of The Ritz-Carlton Hotel Company, Marriott is now the undisputed leader in the luxury hotel industry. In the new millennium, Marriott responded to guests' evolving preferences by launching Marriott Vacation Club and Courtyard by Marriott (Sharifi et al, 2020). Across a wide range of nations, Marriott International oversees a vast network of hotels and resorts. In the hospitality sector, Marriott is well-known for providing first-rate stays to guests all over the globe while also being environmentally conscious and socially responsible.
[bookmark: _Toc160060690]Literature Review
Employee perspectives on leadership, work, and organisational processes are all influenced by societal norms and values. Employees' preferences for independence, teamwork, and pay for achievement may vary according to cultural norms like individualism vs. collectivism. While a diverse workforce has the potential to increase innovation and creativity, it also increases the likelihood of misunderstandings and difficulties in resolving conflicts (Ramos et al, 2020). 
Employees now anticipate more mobility, flexibility, and a better work-life balance as a result of advancements in communication and information technology. Modern technology has made it possible for employees to do their jobs from anywhere as long as they have access to the internet. There are benefits to working remotely, such as reduced travel time and more freedom, but there are also drawbacks, such as difficulties with communication, cooperation, and performance management. 
The employment, remuneration, and workplace safety practices of organisations are impacted by labour laws, industry rules, and government policies. Companies may avoid trouble with the law and keep their good name by adhering to labour standards and ethical guidelines (Qureshi, 2021). 
To mitigate these effects, proactive human resource management is required, considering both the needs and wants of employees in a way that is consistent with societal and economic norms and expectations (Nundy et al, 2021). By acknowledging the impact of socioeconomic factors and making necessary policy adjustments, organisations may provide an inclusive and welcoming work environment that promotes employee engagement, innovation, and success.
[bookmark: _Toc160060691]Previous Work on This Concept 
Particularly in the United Kingdom, socioeconomic factors impact the composition, behaviour, and performance of a company's workforce. Organisational workforce management strategies and the labour market are both influenced by economic variables, cultural norms, technological advancements, and regulatory frameworks (Mashavira, 2020).
A country's economic climate has a significant impact on the job market there. Hiring, salaries, and job stability are impacted by GDP growth, inflation, and unemployment. Greater recruiting and competitive remuneration may result from an increase in employment demand brought about by economic growth (Manville et al, 2020). On the other hand, layoffs, stagnant wages, and job insecurity brought on by economic downturns can prompt reorganisation and reductions in spending.
British employees' outlooks, actions, and expectations on the job are shaped by their cultural and societal beliefs. Leadership, teamwork, and employee involvement are all impacted by British values like as diversity, individuality, and meritocracy (López Soler et al, 2021). There are benefits to having a diverse workforce in terms of creativity and invention, but there are also challenges in terms of communication and assimilating different cultures.
Jobs and the capacity of the British workforce have been transformed by technological advancements. Some employment have been lost while others have been replaced by digital technology, automation, and AI (Kolot et al, 2022). Spending on employee training and upskilling is essential for organisations to maintain competitiveness in the modern digital economy.
Labour relations, employee rights, and health and safety in the workplace are also impacted by employment laws, industry regulations, and government policies. To avoid legal trouble and maintain a good name, businesses in the United Kingdom must follow all applicable employment rules and ethical guidelines.
Various socioeconomic factors impact the demographics and diversity of the UK workforce (Genkin et al, 2020). Workforces are impacted by demographic changes, such as an ageing population, increased ethnic diversity, and generational gaps, which provide both challenges and opportunities for companies. Examples include the need for cultural sensitivity training and inclusive hiring practices brought about by increased ethnic diversity and the possibility that retirement and health benefit plans would need to be adjusted to accommodate an ageing workforce.
Gender dynamics in the workplace, including wage fairness, career progression prospects, and representation, are impacted by socioeconomic variables in the UK (Fraij, 2021). In order to combat gender inequality, businesses can take preventative actions including creating welcoming workplaces, increasing diversity in leadership roles, and instituting equal pay policies.
Lastly, the composition, dynamics, and performance of the UK workforce are influenced by socioeconomic factors. Organisations can't avoid these complex impacts and social and economic expectations without proactive human resource management (Elavarasan et al, 2020). Organisations can create a workforce that can adapt to the ever-changing business climate in the UK by acknowledging the impact of socioeconomic issues and taking steps to mitigate their consequences. This will result in a workforce that is resilient, inclusive, and productive.
[bookmark: _Toc160060692]Hotel Intercontinental Handling Pattern of This Scenario
A famous example can be given is Hotel Intercontinental which is focusing on the prospect on how it solves issues regarding this. Hotel Intercontinental, a world-renowned hospitality brand, places a premium on human resource management in order to ensure both short- and long-term financial success. The secret to maintaining a talented and invested workforce is a well-planned strategy for managing staff engagement, turnover, and retention (Delardas et al, 2022). Hotel Intercontinental places a premium on fostering a positive work environment in order to attract and retain talented employees. In order to increase workplace satisfaction and loyalty, it offers comprehensive training, professional growth opportunities, and recognition for employees. To attract and retain the best hospitality staff, Hotels Intercontinental offers competitive pay, benefits, and opportunities for advancement. 
Organisational efforts to promote diversity and inclusion include creating a welcoming space where all members feel safe expressing their own perspectives and strengths. The staff at Hotel Intercontinental are able to come together as an inclusive community thanks to diversity training courses and employee resource groups. Hotel Intercontinental makes measures to minimise the impact of inevitable turnover on operations and guest satisfaction. Companies that conduct exit interviews on a regular basis are better able to pinpoint the root reasons of employee turnover, improve work-life balance, career advancement opportunities, and job satisfaction, and implement targeted solutions (Buheji et al, 2020). Emphasising succession planning and talent development, Hotel Intercontinental aims to decrease turnover and provide a steady flow of qualified candidates for key positions. 
The Hotel Intercontinental has found that investing in staff development is a great way to retain talent and decrease turnover. Since engaged people deliver better service and enhance the tourist experience, the workforce management strategy at Hotel Intercontinental places a focus on employee engagement. Staff members feel valued and their contributions acknowledged in an encouraging and stimulating work environment that promotes open communication, collaboration, and cooperation. Hotel Intercontinental employees have the opportunity to voice their opinions and contribute to the ongoing growth of the establishment via employee surveys, suggestion initiatives, and focus groups. By include employees in decision-making and addressing their concerns, Hotel Intercontinental promotes a culture of ownership and accountability. Staff management is a top priority at Hotel Intercontinental, which is why the hotel is working to increase engagement, turnover, and retention. By spending money on staff training, appreciation, and health, Hotel Intercontinental creates a dedicated workforce that provides first-rate service and contributes to the company's bottom line in the long run.
[bookmark: _Toc160060693]Potential Solutions
For the fast-paced, customer-focused hospitality industry to maintain competitive advantage, operational efficiency, and high-quality service, performance monitoring and management are essential. Hospitality presents unique challenges and opportunities. There are several possible approaches. Creating task-specific, meaningful key performance indicators (KPIs) is one approach for the hospitality industry. Guest happiness, occupancy, RevPAR, ADR, and employee output are all potential key performance indicators. By keeping an eye on key performance indicators (KPIs), managers may find places for improvement, reward outstanding work, and make data-driven decisions to boost performance (Alonso et al, 2018). The hotel industry may greatly benefit from performance management software as it streamlines the process of staff goal-setting, evaluations, and feedback. These software solutions allow employees to self-evaluate, track their progress towards goals, and automate performance review processes. The use of technology in performance management has the potential to improve openness, efficiency, accuracy, and collaboration between managers and their staff. Organisations in the hotel industry may benefit greatly from fostering an environment of constant feedback in order to increase productivity, employee development, and open dialogue. Managers should consistently provide feedback to employees, address areas that should be improved, and set clear expectations. Employees' responsibility, involvement, and trust are all enhanced when managers are given the opportunity to receive upward feedback. Continuous communication and rapid performance improvement are fostered via suggestion boxes, regular one-on-one meetings, and feedback questionnaires. Invest in extensive training and development opportunities to boost employee talents, confidence, and job satisfaction in the hospitality company. 
[bookmark: _Toc160060694]Evaluation
By providing training in customer service excellence, technical skills, leadership development, and cross-functional competencies, businesses can equip their employees to perform outstanding customer service and meet the evolving expectations of their guests. Showing an interest in employees' personal and professional development by funding certifications, industry-specific training modules, and seminars increases engagement and productivity (Fraij, 2021). It is essential to provide a positive and encouraging work environment in order to encourage employees, foster teamwork, and decrease employee turnover in the hospitality industry. To enhance employee well-being, work-life balance, and recognition, wellness programmes, flexible scheduling, and employee appreciation events should be given top priority. Employees' happiness and productivity on the workplace may increase if leaders demonstrate inclusivity, respect, and appreciation. Clear goal-setting, technology adoption, continuous feedback, staff development, and a joyful work environment are all components of a good approach for managing and monitoring performance in the hospitality company. Businesses in the hospitality industry may find that using these solutions boosts productivity, customer satisfaction, and overall performance in the face of intense market competition.




[bookmark: _Toc160060695]Conclusion
Hotel Marriott may benefit, in the end, by researching hospitality performance monitoring and management solutions. Using performance management tools, encouraging regular feedback, investing in staff training and development, establishing clear KPIs, and fostering a good work atmosphere may all help Hotel Marriott enhance operational efficiency, service quality, and employee engagement. This exemplifies Marriott's commitment to providing exceptional service to its guests. By adopting a proactive approach to people management and using the best practices outlined in this research, Hotel Marriott has a chance to maintain its success and leadership position in the highly competitive hospitality business.
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