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[bookmark: _Toc168512053]Introduction and Background 
Holiday Inn will be the subject of this investigation and the study will investigate how workers' performance management and monitoring in various working modes are impacted by socioeconomic circumstances. The socio-economic forces include social class, social income level, education, work possibilities, community safety, and perceptions of social status and class as well as other factors. The complete assessment of a family's access to financial resources, social standing in relation to others, and social experiences is known as the socio-economic factors (Elena and Tatiana, 2015). It is anticipated that the socioeconomic factor indicator would also have an effect on social people's work chances. In this regard, people's social standing is impacted by education, which is a powerful predictor of socioeconomic factors. The influence of new knowledge, technology, social trends, and other factors may affect industry trends very quickly. For instance, shifts in social variables have an impact on how the hotel sector grows and how marketing and promotion are done (Abidan, 2017). 
The industry trend is always changing because of the requirement of customers and change in the socio-economic factor. The UK hospitality industry has more vacancies in the job but highly employee turnover makes situation complicated and unpredictable. 
Holiday Inn is regarded as the subsidiary hotel based on Atlanta, Georgia, United States. The hotel was established in 1952. The Holiday Inn has more than 1100 location all over the world and the company is working under IHG Hotel and Restaurant. The company made more than 6 billion gross revenue in 2023. The company is leading more than 10,000 employees currently. But the company is facing challenges in maintaining the better performance of the employees (Lee and Yu, 2023). For this reason, the research is going to be conducted to explore the impact of the socio-economic problems over the employee performance in different mode of working in Holiday Inn hotel.
According to the past studies, an employee is a resource and worth for a business. Still, a business must figure out how to measure, certify, estimate, evaluate, improve, and indemnify workers' work-related exhibits. In terms of performance management and assessment, the model appears to play a crucial part in helping a company achieve its goal of effectiveness. But according to Guest's (1999) research, certain workers' habits are impacted by the HRM's exercise of forcing them out (Sharikov et al., 2021).
Holiday Inn aims to eliminate laziness and subpar performance as well as to accomplish excellence in planned goals, inspire high performance from staff members, improve employee skills, and eliminate bad performance from individual staff members (Tang and Tan, 2015). Employee input will undoubtedly foster a feeling of community inside the company and foster an atmosphere where workers are competent and well-cared for (Lawer 2013). Zhang (2012) believes that the performance management strategy is an item that is required to understand the results of employees as well as to monitor their abilities and strengths. For instance, Radison's retention rate is 35%, which is higher than the industry average. Through the provision of training facilities, a personal development program, and other work-related initiatives, the company has been able to reduce employee turnover. When it comes to keeping talented staff, Radisson Hotels is in the top 35 percent of businesses of a comparable size. Eighty percent of Radisson Hotel staff members look forward to going to work every day. In general, 67% of Radisson Hotels' staff members believe the business is doing well to keep them on board, while 33% could be looking for other jobs. As it is hard to locate good workers, keeping them on board becomes even more important.

[bookmark: _Toc168512054]Literature review 
It is anticipated that socioeconomic considerations would influence social economic activity. The socioeconomic elements have an influence on employee management in the hotel sector because they shape employees' behaviour in society according to their social standing, educational attainment, and other aspects. One significant socioeconomic component that influences many other socioeconomic aspects is education (Alomari, Awawdeh and Alolayyan, 2017).
 The socioeconomic circumstances that the staff members face have an impact on the quality of the services given and the management of food and beverages. The study also showed that an employee's social standing, income, and prestige all improve their performance while they work at a hotel. Over time, employee engagement has drawn more and more attention. The phrase "engagement" was used to describe how people incorporate their involvement in the organization. When all the elements of the scenario come together perfectly, the researcher defined personal involvement as a manifestation of oneself via one's physical, cognitive, and emotional labour. Furthermore, it was postulated that acts that strengthen a person's bond with the role result from a mix of expressing one's preferred self and other factors (Arslan, 2019). 
According to Maslach (1998), engagement is the favourable aspect of the same psychological coin as work burnout. According to Maslach et al., job engagement would be the exact opposite of the three burnout aspects. Thus, high levels of energy, participation, and self-efficacy—a measure of one's own accomplishment—are indicative of engagement. The socio-economic factors relate the employment opportunity, inflation rate, purchasing power and social income of the people. In hotel organisational their different working mode prevail such as inventory management, food and beverage, room division management and conference and Boquete (Hui, Xiang and Han, 2019). 
In all aspect, the employee performance is important aspect to determine the quality of the service and food delivered to the consumers. It has been noted that the employment opportunity is getting limited all over the world in the hotel industry. On the other hand, the staff shortage puts the hotel organisation in challenging position to manage the higher rate of turnover of the employees (Hunitie, 2020).
González et al. (2016) found that there was no significant correlation between educational level and job satisfaction among Spanish hospitality industry workers when they examined the impact of educational attainment on job satisfaction and organizational commitment in the tourist sector. They found, among other things, that the relationship between job happiness and educational achievement is ephemeral. They also discovered that workers with lower levels of education are more likely to express job satisfaction since unemployment is so high (Sarwar and Muhammad, 2020).
Workers with low educational attainment are more likely to be highly committed to the company. When they perceive less career options for themselves, employees tend to stick to their existing company in an attempt to maintain job security. This suggests that people' job happiness is unaffected by their level of education or marital status. This outcome supports the research of González et al. (2016) but runs counter to the conclusions of Ali et al. (2018), who found a substantial correlation between workers' job happiness and their married status. 
[bookmark: _GoBack]To make sure  seamless hotel operations and to replace departing personnel who have joined rival establishments, hotel management are compelled to acquire new staff members. Hotel expenses are negatively impacted by the necessity for onboarding and training of recently acquired staff. It is assumed that an employee's age and educational attainment impact not just their personal stability but also the quality of their job performance, which in turn affects the sustainability of the organization. This study examines the influence of employee turnover on the age and educational diversity of staff members in Slovakian four- and five-star hotels (Sharikov et al., 2021). The study was conducted in 2019 on a sample of 1085 people who worked for particular chains and independent hotels. 


We looked at the views of workers with varying ages and educational backgrounds about job changes and retention. The relationship between employee education and turnover was confirmed by statistical testing. Nonetheless, the association between age and turnover was disproved. We examine how employees across various age groups perceive job transition and retention. When the reasons for an employee's departure from a hotel become clear, managers may be able to modify their approach and HR procedures to better support the growth of a sustainable business (Vetráková, Šimočková and Pompurová, 2019).
The employment prospects available in the hospitality sector are not well-regarded in the labour market. Declining population growth and an increase in work prospects overseas have resulted in a shortage of competent labour. Working in the hospitality sector is demanding, and staff must meet ever-increasing service delivery requirements. Customers are affected by the culmination of the actions and behaviours of several workers, and this effect is contingent upon each individual's performance. Robotization is not very beneficial, and the services rendered cannot be corrected after the fact (AlShowair and Alkhattabi, 2022). Both domestic and international visitors stay in hotels, and each has different needs and expectations about the same fundamental services. In addition, the kind and category of hotel, the time of year, the customer, and the surrounding environment all affect the range and calibre of services offered. It is believed that qualified workers with training specific to the hospitality sector can satisfy the expectations of patrons. Employee professionalism, in our opinion, consists of a variety of factors, including practical experience, job-related training, a positive attitude toward consumers, and accountability for visitor happiness. When employees anticipate, comprehend, and satisfy consumers' demands, they operate at a high level (AlShowair and Alkhattabi, 2022). Both domestic and international visitors stay in hotels, and each has different needs and expectations about the same fundamental services. In addition, the kind and category of hotel, the time of year, the customer, and the surrounding environment all affect the range and calibre of services offered. It is believed that qualified workers with training specific to the hospitality sector can satisfy the expectations of patrons. Employee professionalism, in our opinion, consists of a variety of factors, including practical experience, job-related training, a positive attitude toward consumers, and accountability for visitor happiness. When employees anticipate, comprehend, and satisfy consumers' demands, they operate at a high level (Richman et al., 2008). 
Numerous scholarly debates have focused on the work behaviour and loyalty of workers from varying age groups and educational backgrounds. We follow the advice of experts, who conclude that the best time to get qualifications is between the ages of 20 and 30, that the majority of activities and accomplishments occur between the ages of 31 and 49, and that the age of 50 and beyond is the most opportune period to gain experience and social capital. In their investigation of the effects of age and educational diversity on employee turnover, Davis and Haltiwanger (2019) discovered that while gender differences were not as significant, turnover was greater among young and low-skilled workers. When it comes to guaranteeing the stability and longevity of a hotel in the hospitality sector, its staff members are its most precious asset. The productivity and efficacy of the entire company are impacted by employee behaviour (Shafiq, 2021). Therefore, rather than verbally emphasizing the value and necessity of staff members, hotel management should focus on understanding their work, needs, and expectations, listening to what they have to say, and establishing a suitable work environment and corporate culture. Motivated staff members do high-quality work and are eager to deliver high-quality service because they sense the hotel management's support (Adler and Lazarus, 2021).


[bookmark: _Toc168512055]Conclusion and recommendation 
The proposal has outlined the background of the research and conducted a literature review over the effects of the socio-economic forces on the employee performance and management system in the different work modes of the hospitality sectors. For this reason, the trends of the hospitality sector of the UK has been observed analysed.
The socio-economic forces relate the poor level of education, poor working condition, poor security at the workplace and social disadvantage (Brennan, 2018). For this reason, these factors expose to the poor performance of the employees in the hotel industry. Employee performance is factor of smart remuneration, equal opportunity of promotion, equal opportunity of decision-making power, safe workplace, healthy workplace. Since, the hotel organisation deals with food and beverage management, room division service, bars, conference and Boquete the employee performance management is necessary to ensure better service and quality product for the betterment of the customers (Agarwal, Krishna Erramilli and Dev, 2018).


Ensuring occupational safety has grown in importance as the world's job market continues to develop quickly. To preserve a safe and effective work environment, businesses and organizations must place a high priority on the protection and well-being of their workers (Berrone et al., 2018). This entails putting appropriate safety precautions in place, offering required training, and conducting frequent assessments. By doing this, we may endeavour to make the workplace more secure and safe for all. Ensuring the safety, health, and welfare of people at work is the main goal of work-related wellness. More importantly, the socio-economic factors impact over the employee performance of the Holiday Inn from different perspective because the employees are sensitive to the social income, social security, income level of social people and that lead to the motivation, employee retention, engagement in the hotel they are working on (Kanwar and Sharma, 2021). 

Recommendations 
It is advised that the internal hotel organization take strategic talent management into account when hiring skilled workers. In light of this relationship, the employee is aware of socioeconomic issues and how they affect their performance at the hotel company. The degree of education in a society is a major factor in the skill and strategic development of its labour force. For this reason, while hiring new staff for a hotel, factors like education and income level should be taken into account. Employees that are underpaid tend to be less motivated at work, and being in a socially disadvantaged circumstance is also likely to contribute to low employee motivation (John, 2020).
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