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1. [bookmark: _Toc159112411]Introduction and Background
[bookmark: _Toc159112412]1.1 Introduction
Human resource management is one of the most crucial aspects for an organisation to effectively operate the organisational operations as well as ensure organisational sustainability. Maintaining the organisation's human resources in good condition requires taking various actions or creating programs like workshops, seminars, training and development programs, etc. (Torrington et al., 2020). Socioeconomic factors that are part of PESTEL Analysis may have an impact on how well employees do their jobs and how they are supervised in different work settings. Because of this, it is important to look into the things that affect working conditions and how well employees do their jobs in the hospitality industry across a range of work modes. Managing an effective workforce within the organisation by attracting various talents from different cultures and values may provide a competitive advantage to the organisation for effectively operating the organisation (Armstrong and Taylor, 2020). This will also help the organisation to run business operations in another country with a different culture and values. 
[bookmark: _Toc159112413]1.2 Background 
Marriott International is one of the most renowned hospitality industries that operates its business operations across the globe with various service offerings such as premium, luxury, as well as customized hotel service. The hotel was founded by J. Willard Marriott and his wife Alice Marriott in Washington, D.C. in 1927 and the headquarters of Marriott are situated in Bethesda, Maryland, USA (Marriott International, 2023). The organisation operates its business activities around 130 countries and has over 7000 properties. Additionally, the hotel is primarily known for its commitment to providing exceptional and customized hospitality service offerings to customers. Currently, more than 170,000 employees are working in the hotel and ensure organisational suitability as well as achieve the organisational goals and objectives (Marriott International Inc., 2023).
[bookmark: _Toc159112414]1.3 Objectives 
The main focus of the research proposal will be to investigate the influence of socio-economic factors on the overall performance and monitoring of employees across various work modes. Several objectives include the following:
· [bookmark: _Hlk158659787]To understand a comprehensive idea of how socio-economic factors affect the employees’ performance management within Marriott International.
· To evaluate the hospitality industry trends and tendencies and how the organisation merges its employees with different work modes such as hybrid work mode, office work arrangement, and flexible work mode.
· To analyze the strategic planning of Marriott hotel chains for effectively managing employees within the organisation in dynamic workplaces. 
2. [bookmark: _Toc159112415]Discussion/Literature
2.1 [bookmark: _Toc159112416]Socio-economic factors and their Impact on the employees’ performances Management
The field of human resource management (HRM) plays a significant role in ensuring organisational long-term sustainability by effectively managing the overall organisational activities (Collings and Mellahi, 2019). Extreme priority must be placed on human resource management in the hospitality industry in order to ensure that customers are completely satisfied through the provision of exceptional lodging services. Romanov (2021) also discovered that socioeconomic factors influence the implementation of HRM management strategies and procedures. This impacts the organisation's overall capacity to provide excellent customer service in a direct manner.
Socioeconomic factors affect how well an employee does their job in an organisation. If a business takes the right steps to deal with the different types of people who work for it, it can stay in business and be successful in the long term. A study by Diehl et al. (2018) found that in different economic situations, businesses need to use strategies based on the SWOT analysis to deal with the problems that come up when they try to run their businesses. In order to handle these uncertainties, the organisation needs to prioritise its compensation structures. This can be achieved by ensuring adherence to labour laws, employee health and safety regulations, and other pertinent legal obligations and perspectives. Furthermore, by attracting high-calibre talent, the organisation can devise effective strategies to manage the situation (Romanov, 2021).
If the hotel industry wants to improve its organisational competence, Hossain et al. (2021) suggest it needs to keep up with changing demographics. Changing the HR procedures in light of the numerous graphical diversities in socioeconomic analysis can present both opportunities and problems for the company, including prospective employees (Cascio and Boudreau, 2016). Moreover, managing employee performances within the organisation not only influences individuals to enhance motivation for the work but also helps the organisation to establish a positive brand image in the market by promoting organisational diversity of various initiatives (Wayne, 2020). Organisations must effectively evaluate these aspects and take necessary initiatives addressing their managerial approaches based on the organisational goals and objectives. 
[bookmark: _Toc159112417]2.2 Hospitality industry trends and tendencies 
Changing economic conditions, like recessions and downturns, have a direct effect on the hospitality industry. These changes happen because the economy affects how people travel, what they buy, and the demand for hospitality services (Hossain et al., 2021). Socioeconomic factors like unemployment, inflation, and disposable income can affect people's job security, pay, and overall job satisfaction. In turn, these factors affect performance and monitoring results. An effective workforce can help a company achieve its goals and become more strong in difficult times (Hayes and Ninemeier, 2019).
New technologies like digital platforms, automation, and artificial intelligence have had a big impact on the hospitality business and have changed the way people work in big ways (Shamim et al., 2017). Socioeconomic factors, like access to the internet, digital literacy, and differences between generations, can make it harder for employees to work in tech-heavy environments and get used to new technologies. Also, advances in technology make it easier to come up with new ways to manage staff in the hospitality business (Volkan et al., 2022).
In addition, the hospitality sector of the United Kingdom faces an overall 30 per cent employee turnover rate which is double the average rate of the UK (Gabbitas, 2023). According to national statistics, the hospitality sector of the UK has the highest turnover rate with an average of 37.6 per cent. In 2023, it was recorded 46 per cent employee turnover rate which is increasing above the average turnover rate (Office for National Statistics, 2023). In order to effectively navigate these challenges and sustain business operations, organisations may consider implementing a motivational approach and an employee training and development program (Armstrong and Taylor, 2020).  
Since keeping highly qualified workers in the organisation is necessary for improved overall performance, staff retention has a significant impact on the hospitality sector. Inadequate training and development, a lack of concern for employee safety and well-being, inadequate work-life balance, and low wages and benefits are the primary causes of increased employee retention in the hospitality industry (Holston-Okae and Mushi, 2018). A company must invest in the development of the skills and knowledge of its employees, in accordance with the Human Capital Theory. The success of an organisation dependent on performance management that can accommodate a variety of work modes and techniques is dependent on the integration of human capital theory (Armstrong and Taylor, 2020). Hence, to attain a higher rate of employee retention, Hotel Marriott must provide adequate training and amenities to guarantee the satisfaction of their personnel.
[bookmark: _Toc159112418]2.3 Discussion of the emergence of different work modes in the hospitality industry
Business organisations in the hospitality sector deal with different combined work modes for the workplace such as hybrid work mode, office work arrangement, and high-performance working mode in the organisation. Over the last five years, the hospitality industry has used the following ways to work:
Shift working and job sharing have been the most practised working mode in the hospitality industry The companies appoint their employee based on shift and the employees are allowed to share jobs with their colleagues (Rishi et al., 2021). Flexible work mode grants employees the autonomy to determine their work schedules and locations. This may render traditional monitoring methods less effective. Furthermore, hybrid work modes include both in-person and remote work arrangements. People who work from home make it harder for managers to keep an eye on them because they can not see what they are doing (Raghuram, 2021). Managers must communicate well, set clear goals, and provide remote workers with the tools and support they need to succeed.
Flexibility is necessary when monitoring employees doing hybrid work (Wayne, 2020). In addition to remote monitoring tools, managers must balance in-person observations. When people work in a standard office setting, Managers can watch how their employees do their jobs, give them instant feedback, and deal with any problems right away (Yaduma et al., 2015). 
[bookmark: _Toc159112419][bookmark: _Hlk159027395]2.4 Performance management of Marriott’s Employees in different work modes
To understand these theoretical aspects, it is important to evaluate international brands and analyze how an organisation like Marriott is managing its workforce in various dynamic working situations in different modes. This will also explore how the organisation navigates these challenges which may occur due the socioeconomic forces. For example: Marriott is using advanced technological tools to effectively manage employee performances within the organisation as well as monitoring the overall organisational activities to track the employee’s efficiency based on the working remote area or present on-site for being efficient in engaged work mode (Liu et al., 2021). These approaches may provide in-depth information that may auxiliaries in making strategic decisions for the organisation. Ensuring effective strategy and management approaches to foster the overall organisational performance and help the organisation to achieve the organisational long-term goals (Shamim et al., 2017). Therefore, this system is a key indicator of employee performance, real-time feedback, as well as employee engagement with organisational activities. It may also ensure real-time and comprehensive monitoring of the overall employee performances in various working modes.
Moreover, Marriott employees' performance can be influenced by the various work modes used to conduct organisational operations, such as hybrid models, flexible schedules, and remote work (Boatman, 2021). Setting remote work for operating the organisational operations creates challenges for performance management because this approach lacks face-to-face interactions to understand the work and measure the working excellence (Raghuram, 2021). 
Hence, understanding the socioeconomic forces within the organisation and how they affect the overall organisational performance is very important to designing effective performance management strategies within the organisation. 
3. [bookmark: _Toc159112420]Evaluation and Conclusion
[bookmark: _Toc159112421]3.1 Main Work and Findings
From the foregoing discussion, it is clear that Hotel Marriott is managing the organisation's human resources appropriately and utilizing cutting-edge technical innovations in conjunction with sound HRM practices. While this hospitality organisation is making every effort to oversee employees' work modes, there are still certain challenges in appropriately tracking and managing employees' various work patterns (Hayes and Ninemeier, 2019). Therefore, industry trends are another important aspect of effectively managing the employee’s performance management approach within the organisation. Economic conditions and technological integration impact the implementation of various work modes along with employee performance management (Shamim et al., 2017). The declining rate of retention within an organisation may indicate that the market increased competition for attracting talent as well as changing employee expectations. On the other hand, an increasing turnover rate indicates that employees within the organisation face job dissatisfaction or organisation lacks growth opportunities for its employees (Collings and Mellahi, 2019). In order to ensure that the workers are qualified for their positions, the company can set up efficient training courses and feedback sessions wherein the staff members can receive performance-related feedback along with potential solutions. In this manner, the organisation's staff of employees will be able to function more effectively within the organisation, and the organisation will be able to effectively compete with other hospitality-related businesses in this field. Additionally, the flexible working schedule is also one of the important issues for effectively managing employee performance (Yaduma et al., 2015). It helps employees to make a balance between working life and personal life. 
[bookmark: _Toc159112422]3.2 Recommendations
The following recommendation should be made based on the previous study in this report:
· To effectively manage employee performance management and monitoring in various work modes, organisations need to take a training and development approach that can help the organisation achieve the organisational goals and objectives in terms of utilizing employees for making an efficient workforce within the organisation (Torrington et al., 2020). 
· Organisations should implement agile performance management systems that can help the organisation with the changing socio-economic conditions and ensure maximum employee performance (Cappelli and Tavis, 2016). Therefore, the agile performance management system is concerned with the systematic management approach for effectively managing employee performances that focuses on continuous feedback and development, flexible goal setting and adoption, focus on learning and growth, as well as creating a positive working environment within the organisation.
[bookmark: _Toc159112423]3.3 Conclusion
Socio-economic forces have a significant effect on overall organisational employee performance management. By understanding the various insights and socio-economic forces, organisations can take appropriate initiatives to overcome the challenges and proactively enhance employee performance management practices in the hospitality sector. Therefore, these valuable insights gained from this finding may help the organisation to empower the hotel's capabilities to achieve the organisational goals and objectives. 
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