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INTRODUCTION 
The influence of socioeconomic forces on the performance management and monitoring of Marriott International workers will be examined in this proposal. Marriott International is a globally recognized hospitality enterprise that has its roots in America and oversees a diverse portfolio of hotel brands and other hospitality establishments around the globe. With over 7,000 occupancies and buildings supplying well over a million accommodations and rooms, the brand has developed its dominant position in over 100 countries. According to Barretto and Maya (2022) this group of hotels is regarded as one of the best in the world for providing brands, services, comfort, and accommodations. It has also been leaving its mark on a very large scale.
 Marriott International is among the greatest companies and lodging establishments to work for, thanks to the founder's original vision. Their reputation for prioritizing people has brought them great acclaim and recognition throughout the globe. One aspect of this company's worldwide unique selling proposition is providing opportunities for people to grow, learn, and succeed (Barreto and Maya, 2022). The socioeconomic components of the PESTEL study will be described in the proposal. PESTLE is the abbreviation for Political, Economic, Socio-Cultural, Technological, Legal, and Environmental factors, which are the six categories of macroeconomic variables incorporated in the model (Asmoro, 2021).
First of all, it enables managers to pinpoint the economic variables (possibilities vs. possible dangers) that need to be taken into account for the business's development but whose realization is still somewhat questionable. In order to better forecast the future and make the proper decisions now for the benefit of the future, the model may then start to conceptualize various scenarios based on these unknown factors. Moreover, observing the most current developments in the hotel sector. These trends include the rate of staff turnover, employee retention, and the latest developments in work modes, such as flexible scheduling, work from home options, and hybrid working arrangements. Employees who worked from home significantly extended their usual working hours at this time. Working later in the evening and early in the morning was mostly to blame for this. Simultaneously, output saw a little decline as determined by the primary performance indicator of the employer. Researchers calculate that these variables have resulted in a decline of 8-19% in average employee productivity per hour of labor. The impact on work hours and output are almost immediately seen while working from home. However, prior to Work from home being implemented at the start of the pandemic, the outcome measures remained unchanged (Gibbs, 2021).
LITERATURE REVIEW 
The portfolio of Marriot International comprises facilities that are luxury, premium, select, and longer-stay, enabling the company to accommodate a wide range of client tastes and requirements. Marriott, Ritz-Carlton, Sheraton, Westin, Courtyard, Residence Inn, and aloft are a some of their well-known brands (Marriot, 2024). Marriott's business strategy is mostly franchise-based, which allows it to grow quickly with little initial outlay of funds. Apart from its franchised establishments, Marriott also oversees a limited quantity of owned and leased hotels. PESTLE analysis will be used in this study to examine the Marriott International. One of the most popular models for evaluating the very changeable external business setting is the PESTLE Analysis, which is utilized as a situational analysis tool for business evaluation purposes (Gupta, 2013). During its operations, a business engages with its external environment, and it has no control over these external forces. The Political, Economic, Sociocultural, Technological, Legal, and Environmental (natural) elements that may have a larger or smaller influence on an organization are examined by the PESTLE Model. The business-government connection and the general political climate of a nation are often referred to as the Political Factors of the Environment. For the Hotel, a positive business-government connection is crucial. Inflation, interest rates, and unemployment are among the economic issues that are crucial to the hotel industry and constantly have an impact on the demand for hotel rooms within a nation. The norms, values, and demographics of the cultures in which the hotel organization works are among the socio-cultural elements that are significant to the hotel's external environment. Senior hotel managers should thoroughly study these socio-cultural factors since they reveal the kinds of goods and services as well as the kinds of behavior norms that societies are likely to respect and enjoy.
The employee's socioeconomic circumstances are crucial because Gaining control of a market requires understanding a population's attributes, such as age distribution and demography, in order to predict its purchasing patterns. Furthermore, historical context roots and customs as well as religious and sociocultural influences, fashion, media, communication channels allow the business to hone its understanding of the unique requirements of the parties involved. This is relevant to Marriot International as having access to this personnel data would facilitate monitoring and performance management. Additionally, it will provide the organization with information on staff retention and turnover rates.
The hospitality sector faces a variety of difficulties and conditions as the day goes on and new trends appear. Marriot International is likewise affected by similar trends, thus they are not an outlier in this regard. A few of these trends include the rate of staff turnover, employee retention, and, most recently, the emergence of new work modes like remote work. Work from home with a blended work schedule. Along with cutting costs that aren't essential and raising employee enthusiasm and productivity, retaining people has become one of the most important factors in an organization's success (Aman-Ullah et al., 2020). On the other hand, it has been determined that one of the largest problems of the twenty-first century, especially in the hotel sector, is employee retention. Retention is an ongoing and always changing attempt to maintain its competent staff since the hotel business is constantly dealing with the challenge of transferring a workforce (Ohunakin et al., 2020). It is inferred that the hotel industry's social and environmental initiatives have a greater impact on modernizing HR initiatives, particularly with regard to staff retention.
 Marriot International understands the importance of human resource management and hires the best human resource managers available. This is because they know that organizations that do not prioritize their human resources processes risk losing their trained and skilled workforce, which results in double the cost to the company due to operational and financial inefficiencies (Ghani et al., 2022). In order to influence workers' entire experience inside a company, Marriott International engages in human resource management methods such as pay management, recruiting and selection, education and growth, performance assessment and management, and benefits administration. Employee retention is increased by human resources policies that foster professional development and progress. Effective HRM procedures additionally guarantee that workers have the necessary information, talents, and abilities in addition to motivating them. Additionally, it aids in lowering staff attrition, raising productivity, and enhancing work output, job happiness, and general organizational success (Ghani et al., 2022). Staff retention has emerged as a global concern for the business, similar to the hotel sector where high staff turnover is a significant obstacle. The global turnover rate is rising. High turnover is seen to be a common cause of company failure, low motivation, and subpar performance within the company (Armstrong, 2020).
Marriot International recognizes that offering a high degree of career flexibility may help employees feel satisfied with their careers (Pitts et al., 2011), which in turn results in a high retention rate (Kuria et al., 2012). According to Likitkar and Verma (2017), funding training and career development initiatives is crucial for retaining employees. An organization like Marriot International has an obligation to make sure that its workers' skills and development are developing. As a target-driven industry, hospitality has extremely high levels of uncertainty and job instability at the entry level. Employee assistance from the human resources department is necessary for them to reach their targeted productivity levels. The majority of businesses in the hospitality sector lack sustainable management initiatives and sufficient space to choose their best course for expansion and improvement. However, Marriot International makes sure that their staff members are appropriately motivated, engaged, and given opportunities for growth.
One new area that the hotel sector as a whole and Marriot International in particular are adjusting to is the work mode. Understanding what workers need in terms of schedule and location is critical because only workplaces that are employee-centered and exhibit organizational resilience will be able to endure, remain competitive, and maintain high levels of performance, productivity, and satisfaction in the long run (Asgari et al. 2022). Work from home policies are uncommon for front desk staff, security guards, and even housekeepers in the hotel industry; nevertheless, Marriot International ensures that shift work is followed, with some staff working during the day and others at night. However, certain executive positions and marketing departments allow for working from home, the office, or a hybrid environment. According to Cook et al. (2020), a hybrid work arrangement blends traditional "in-office" labor with remote or telework done "out of the office." With this hybrid approach, workers may work remotely from any place including their homes, coffee shops, coworking spaces, or any other distant location outside of their employer's facilities regardless of whether they make use of ICTs. 
Halford (2005) asserts that hybrid labor modifies the characteristics of work, management, and organizational space in household, organizational, and cyberspace contexts. Combining work from home and office work might have advantages for both parties, but it can also result in a number of problems because of the different work environments. For example, these work patterns will make employee performance management and monitoring more challenging. The disadvantages of this work arrangement can include employee unavailability when needed, tardiness in completing duties, a lack of flexibility in problem-solving, and increased difficulties in managing employees' performance and availability. Employee overwork and reduced social connections have long-term consequences that become apparent (Babapour et al. 2022; Srebalová 2022). 
Employees may collaborate and meet while they are present in the workplace. Employee creativity, performance, and productivity may be favorably correlated with social contact and cooperation (Iqbal et al. 2021; Cajková et al. 2023). Govender et al. (2018) looked at the relationship between performance, satisfaction, and flexible work arrangements. The majority of employees, according to the statistics, are happy with their present work arrangements and level of flexibility, which may have an impact on their decision to remain with their current company. There is a significant positive association between job performance and work flexibility, and flexible work arrangements increase productivity by improving staff retention and job satisfaction.
Even though employees at Marriot International operate in a variety of ways, the hotel chain places a high value on worker monitoring. Employees who work from home or in a hybrid environment, for example, must still log in to their system in the morning to indicate that they are available for calls about the day's business. The hotel offers Internet subscriptions in order to prevent complaints from those who work from home about running out of data for their Internet connection.
EVALUATION AND CONCLUSION
The study examined how socioeconomic factors affected the performance management and oversight of Marriott International workers. Marriott International, the hotel brand that has been chosen, is a globally recognized hospitality corporation that has its roots in America and oversees a portfolio of hotel and other hospitality brands around the globe. The influence of socioeconomic factors (such as age and location), which are a component of PESTLE analysis, on employee performance management and monitoring was also examined in this study. One of the biggest issues facing the hospitality sector is the observation that these socioeconomic factors have an effect on staff retention and turnover rates. Because the hospitality sector always faces the challenge of a changing workforce, retaining qualified employees is a continual and dynamic process. Marriot International used human resource management techniques, such as pay management, recruiting and selection, training and development, performance appraisal and management, and benefits administration, to address these retention issues and to influence employees' overall experience working for the company. By fostering employee development and advancement, HR strategies at Marriott International help to increase employee retention. The success rate and global reach of the hotel brand serve as evidence of this. The provision of flexible work arrangements is another area in which Marriot International is succeeding in promoting staff retention and lowering attrition. Employees at Marriott operate in hybrid work modes, work from home, work in shifts, and other arrangements.
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