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The term “socio-economics” indicates the ways in which economic activity impacts and is eventually shaped by social processes. Social responsibility and job security tends to affect workforce management in distinct ways. It can be stated that the amount linked with wages, training and other benefits do have an impact on strategic employee relations. This research proposal will evaluate the different work modes in the hospitality industry, along with studying the issues related with employee performance management. The chosen international hotel brand for conducting this research study is Marriott Hotels & Resorts. Marriott is an international hotel brand, established in the year 1957 by J.Willard Marriott. This brand has its headquarters based in Bethesda, Maryland, U.S. Marriott Hotels & Resorts has its hotel chain around 586 locations. Marriott’s culture is acknowledged across the hospitality industry and is one of the world’s largest travel and lodging firms (Marriott International, Inc, 2024). The key issues to be discussed in this proposal shall revolve around the socio-economic forces affecting overall performance management in the hospitality industry. 
According to the PESTLE analysis, the key sociological factors hindering employee performance are demographics, cultural values, security concerns, etc. It can be argued that this international hotel brand comprises a culturally diverse base of employees. Hence, cultural conflict is a common issue which can gradually impact employees’ performance. The change in population structure or age distribution might negatively influence employees’ performance. With age, the tendency to adopt new techniques or technology based platforms tend to decrease. However, the growing demand towards technology-based interactions is transforming guests' experience. On the other hand, financial factors also have a direct relationship with employee performance. For instance, training and development incurs specific costs which are dependent on the revenue margins of the international hotel group (Altinay and Taheri, 2019). The common economic factors which affect business operations are exchange rates, inflation rate, supply chain costs, GDP, etc. In the case of Marriott Hotels & Resorts, the hotel chain is spread across various geographical regions with varying exchange rates. The change in rates does impact change in prices, thereby, affecting Marriott’s profitability. High inflation rates also increase operational costs consisting of wages, benefits, etc. With low margin, the company shall regulate such cost factors, hence, compromising on employees’ performance management. The stated factors also may affect employee management and monitoring in various work modes, such as office work arrangement, flexible working hours and even in hybrid work mode. In the last few years, the hospitality industry has gradually changed their working pattern, and this study shall lay emphasis upon how industry giants are managing employees’ performance in various work modes. 
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As per Gursoy et al. (2022), the hospitality industry trend has changed from traditional working practices to a modernised platform. In the current scenario, employees need to feel valued and it becomes the sole responsibility of HR managers to focus upon the financial wellbeing of employees. The rising cost of living is forcing employees to compare compensation structures of different firms, hence, increasing the risk of losing talent. The industry leaders are engaged more into compensation reviews, benchmarking, reward scheme, etc. to retain talented employees (EHL Holding, 2024). It is witnessed that competitive perks or innovative reward schemes are another commonly observed trend in this sector. 
Apart from compensatory schemes, workforce empowerment is another prevalent trend in the hospitality industry. In the last two years, the main challenge of the hospitality industry is not acquiring customers, but retaining talented staff. The hotel groups are trying to cater this challenge by providing desirable salary structure along with flexible working hours. It can be stated that the industry players are even providing low-cost or free accommodation to staff, along with reduced working hours and increased wages (Wang et al., 2019). There is continuous investment done in training programs to keep staff motivated. It is believed that employee empowerment shall facilitate building good customer relationships and high quality workforce. 
As per Kansakar et al. (2019), flexible working patterns is a common trend observed within the hospitality industry. In the recent hybrid work mode, the mechanism of flexible working shall continue to expand. As per the current statistics, the recruitment process will continue to be this complex in the hospitality industry. There are some hotels, such as the Landmark hotel in London, U.K. who have focused on four-day per week working for their kitchen staff. Majority of the hospitality firms are investing in new technologies to provide opportunities for employees to work from home or any other location. In the context of the global hospitality industry, the vacancy rate is high which is mainly due to low retention rate rather than recruitment issues. It is derived that in the initial 90 days around 30% of the employees leave their job as their expectations are not met properly (Francis Clark LLP, 2024). Arguably, retaining employees in the first three months leads to a maximum of 50% of the total workforce retention in the long-term scenario. In every industry, some kind of turnover rate is quite natural which is about 10-15% (Roosted, 2023). On the contrary, as concluded by the Bureau of Labour Statistics the turnover rate in the global hospitality industry is approximately 70-80% annually (Roosted, 2023). Hence, international hotel brands such as Marriott, and many more are trying hard to integrate innovative strategies for retaining employees. Limited growth opportunities and lack of recognition are some probable causes behind increased turnover rate, specifically in the hospitality industry. According to Legrand et al. (2022), the other observable trend is technology-driven innovation within this industry. Technology innovation is centric towards the ability of employees and managers to centralise information for work practices. The new trend is migration towards a cloud-based solution which facilitates real-time sharing, personalisation and exceptional service orientation for all guests. As stated by Gaur et al. (2021), robotic systems are being adopted by many hospitality firms, such as the Henn-na Hotels in Japan where processes are being optimised and back-office operational efficiency is being enhanced, such as F&B or housekeeping departments. These kinds of technology-driven systems not only upgrades staff efficiency but helps in responding to real-time problems with greater accountability. Therefore, the current industry trend is not only about service innovation, but to initiate personalisation both for staff and guests. For improved employee experience, the industry is heading towards advanced reward systems, competitive wage structure, and consistently training leaders/managers. 
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It has been identified that the hospitality industry in the UK, over 3.2 million people are employed. It can be stated that approximately, £130 billion of economic activity has been produced. In addition, the hospitality industry has generated £39 billion tax for the UK government (Thams, 2020). The hospitality industry in the UK has experienced a significant fall in 2019 due to COVID-19. It can be stated that the number of travelers in the United Kingdom has been recorded as 6,804,900 in February 2020 and the number of tourists availing the airway has been recorded as 1,12,300 in April of the same year. Greater London has experienced only 20% of the hotel room occupations, almost 90% less than the room occupancy rate in 2019. The hospitality agency of London has experienced a fall of 9.3% in booking during the lockdown period (Kuhzady et al., 2021). Employment in the accommodation process has fallen by 21.5% in June 2020 in comparison to the previous three months. Therefore, it can be stated clearly that the pandemic has affected the industry the way it has never been over the last few decades (Ntounis et al., 2022). It is being expected that once the shock of the pandemic wave is over the sector is going to bounce back in an unprecedented way over the coming years. As of 2022, the literacy rate of the UK was 97%, which proves the country is having a huge number of educated employees. As there is the availability of educated employees, the productivity of the industry will increase. Hence, it is creating a positive impact on the industry. As the industry will face a positive impact so the hotel will also face a positive impact (Marinakou and Giousmpasoglou, 2019).
The hospitality sector has several types of businesses such as accommodation, food and beverages, travel and tourism as well as entertainment and recreation (Bcu, 2024). In the hospitality sector, it has been identified that several hotel brands are promoting different work modes such as hybrid work mode and office work arrangement mode. In last few years, the employers of several hotels have adopted hybrid working model that implies some employees work from office and some work from remote areas (Haworth, 2024). In this context, the HRM has used several tools and techniques so that they can maintaining the performance of the employees. Performance evaluation is one of the most important tools used by the HRM department for improving the performance of the employees (Tiwari et al., 2019). Mainly, with the help of this tool employees' performance can be measured by which different strategies can be implemented for motiving employees. In order to help the hotel to grow and expand this tool can be used. This tool can help the HRM to recognise the current performance of the employees, if the performance will be low then different initiatives can be taken by the department. This, as a result, can help the hotel to improve the performance of the employees (Kloutsiniotis and Mihail, 2020). In addition, key performance indicators or KPIs are another important performance management tool that can be used by the HRM of Marriott. KPI is a type of tool that helps in measuring different ways by which organisational performance including its employees, units and projects performance can be measured. Mainly the human resource management of the hotel can make use of KPIs tools for achieving the organisational goals. Besides, KPIs can be also used by the HRM of Marriott for enabling performance-based conversations within the organisation.
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It can be concluded that in order to improve the performance of the employee human resource management can make use of several tools and techniques. In this case, employees can be provided with different rewards and compensation by which employees can be motivated and engaged. This, as a result, can help the company to improve the performance of the employees, thereby the organisational performance of Marriott can be improved. In addition, it can be evaluated that the human resource management of Marriott needs to offer flexible working opportunities to the employees. This, as a result, can create a direct impact on the performance or working ability of the employees. In this case, the HRM of the hotel has offered flexible working opportunities by which employees can work according to their stability. This, as a consequence, may help the company to improve the performance of the employees, thereby productivity rate will be increased.
Possible solution
In order to maintain employee management, the HRM department of Marriott needs to respect the personal time of the employees the human resource department can offer enough vacations and holidays to the employees by which they can be motivated. This, as a result, will help in improving the performance of the employees. As a result, the company will earn more profit by delivering good quality services to its consumers.
In addition, the HRM of the hotel can offer fitness programs to its employees. In the maximum number of cases, employees are unable to take care of themselves due to excessive workload and pressure. That is why to motivate them and engage them in the workplace, the HRM of Marriott can offer fitness programs to the employees. Mainly, with the help of this employee's physical strength will increase as a result, the performance of the employees will improve. This, as a result, will benefit the company on a large scale by improving its annual revenue. With the help of a Personal development plan current needs and requirements of individual employees can be measured. This, as a result, can help the hotel to provide support or needs according to the requirements of the employees. Additionally, once the employee's needs will be fulfilled then automatically performance of the employees will improve. As a result, it will benefit the company by meeting the organisational goals.
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