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[bookmark: _Toc168503812]1. Introduction 
Marriott International remains among the biggest and most well-known hoteling companies globally, with thousands of hotels in more than 140 countries. Marriott International is a hotel chain that was initially founded as a root beer stand in the year 1927 and has now grown into a large company that owns various types of hotels (Marriott International, 2024). The success of Marriott can be attributed to its business philosophy of creating unique guest experiences, investment in human capital, and responsiveness to market developments. The business's stated circumstances are to provide an industry-leading return on investment and performance global corporate citizenship highlighted by a commitment to sourcing, developing, and keeping premier employees and officers (Tillery et al., 2023). However, several factors, including the COVID-19 pandemic, have affected the hospitality industry, Marriott included since internal and socio-economic forces affect the company's operations (Liu et al., 2023). This has brought out some challenges and advantages to Marriott in the way it deals with its employee performance and controls. 
This proposal provides a rationale for how socio-economic factors affect employee performance in Marriott while operating under different work modalities such as hybrid work, remote work, and flexible work. Using the PESTLE analysis, it will identify the vast macro-business environment that affects the hospitality industry and in extension locates the position of Marriott in decisions affecting its human resource practices. The proposal will discuss features of growing industry trends: the retention and turnover of employees, instability and increased use of different forms of employment. This will help gain a better understanding of the various dynamics that are currently manifesting in the operations and culture of Marriott and its competitors. The evaluation will target key success factors that revolve around Marriott's performance management to address the elusive nature of employee performance across the different work modes. Specifically, it will identify the difficulties encountered, measures applied, and experiences gained in modifying the performance management systems to these changes. Through the effects of socio-economic elements, the proposal highlights insights and recommendations to assist Marriott in overcoming future challenges as well as fostering the success and growth of its workforce. The aim is to help Marriott acquire the necessary knowledge and skills for employee performance management and supervision to be competitive and sustainable in the long run.

[bookmark: _Toc168503813]2. Discussion / Literature 
[bookmark: _Toc168503814]2.1 Socio-Economic Factors: A PESTLE Analysis
[bookmark: _Toc168503815]2.1.1 Political Factors
It is indeed important to note that regulations, political structures, and government policies can greatly influence the hospitality industry. Difficulty in procuring visas, compliance with certain labour laws, and unfavourable tax regimes may influence the company's capability to attract and maintain employees across its global operations (Makos, 2024). For instance, social policies like immigration policies that have become stricter in some areas will reduce the talent pool available to a company like Marriott.

[bookmark: _Toc168503816]2.1.2 Economic Factors
GDP per capita, inflation rate, and expenditure on the hospitality industry can lead to significant changes in the overall demand for hospitality and the corresponding profit margins (Gupta et al., 2023). In such cases, there might be reduced hotel expenditure and therefore Marriott has to look at its labour force and productivity. On the other hand, in economic prosperity, Marriott might spend more money on training and raising incentives to attend to the demands of the consumers.

[bookmark: _Toc168503817]2.1.3 Social Factors
Consumers' tastes, the population, and culture also affect Marriott in terms of attracting and maintaining consumers and the workforce. Work-life balance and flexible work may create pressure on performance management in Marriott because it has to meet employee expectations (Marriott International, 2023). Customer needs changes that are volatile such as sustainability may compel Marriott to link it with the performance of its employees.

[bookmark: _Toc168503818]2.1.4 Technological Factors
Continued evolution in the sectors including e-commerce as well as growing trends like automation and AI are changing the facets of the hospitality business (Nam et al., 2021). Marriott needs to align these performance management practices to tap into these technological advancements to keep its human capital qualified. This may require the adoption of enterprise applications for remote working, revamping of performance analysis tools as well as training of employees due to increased technological advancement within the hospitality industry.

[bookmark: _Toc168503819]2.1.5 Environmental Factors
Issues of sustainable development, climate change, and resource utilisation are critical when it comes to the hospitality sector (Legrand et al., 2022; Prakash et al., 2022). Marriott's performance management strategies could include environmental factors for the organisation and its overall environmental sustainability's aim of measuring employee contribution toward Marriott's CO2 emissions or effective use of resources.

[bookmark: _Toc168503820]2.1.6 Legal Factors
Adherence to labour laws, health and safety legislation and environmental legislation presents several threats to hotels like Marriott as it has to ensure there is efficiency in the provision of services as well as legal compliance. Noncompliance with these regulations attracts stiff penalties, legal suits, and embarrassment thus the necessity to emphasise performance management (Robina-Ramírez et al., 2021).

[bookmark: _Toc168503821]2.2 Industry Trends
Employee turnover in the hospitality industry has been significantly high, ranging between 30% to 73% up to this date, much higher than the national average (MALYAROV, 2020). This is due to the nature of customer service job content, unsociable working hours, shifts and relatively low pay. Such stress can drive down both physical and emotional wellbeing resulting in high turnover and worsening the existing employee retention issues. Besides turnover, some dynamics affect the industry at large, and the preferences of the modern employees (Ghani et al., 2022). For instance, with younger generations displaying a focus on work-life balance, flexibility, and career growth, hospitality employers find themselves having to reconsider how they appeal to the employee market. It is also essential to pay attention to the employees and their mental state as the pandemic affected the hospitality industry negatively (Yu et al., 2021). The key new benefit is that hospitality organisations are putting more money into wellness programs, mental health support, and work-life integration.
Moreover, there are skills shortages and constantly increasing demand for skills upgrades across the employees involved in the industry. Disruption in technology, customer expectations, and service delivery modalities call for multi-skilled hospitality personnel qualified in areas such as data analytics and digital marketing (Singh, 2022). Employers need a trained and well-prepared employee to be ready for the challenge, and this puts training and development as the key priority. Depending on these industry trends, Marriott can go a long way in tackling some of the challenges it faces concerning retention, turnover, and the workforce in general. Creating strategic approaches to improve employee satisfaction, employee growth, and organisational culture shall be the hallmarks of Marriott's long-term operations given that the hospitality industry remains competitive.

[bookmark: _Toc168503822]2.3 Emergence of Different Work Modes in the Hospitality Industry
In the last five years, the industry and Marriott in particular have been transitioning to the flexible working model due to different reasons that cut across technological demands, preferences of the employees, and course the COVID-19 pandemic (Singh, 2024). The offline centralised model has shifted to new forms of work organisation such as hybrid remote and flexible working.

[bookmark: _Toc168503823]2.3.1 Hybrid Work
Hybrid work mode arrangements have remained one of the most significant work mode arrangements that have gained traction in the hospitality industry over the years (Saraceni, 2020). Realising that employee’s value flexibility and having more time for themselves outside of work, more organisations including Marriott are gradually implementing a hybrid work approach, mainly for positions that allow remote work, including administrative, accounting, and some managerial jobs (Meletiou, 2024). This approach means that employees can work both in the fixed workplace environment and other areas, usually by using information and communications technologies to foster communication and collaboration.

[bookmark: _Toc168503824]2.3.2 Remote Work
Apart from hybrid work, there have also been increasing cases of purely remote work settings in the hospitality industry. The COVID-19 crisis prompted many hospitality organisations to shift gears, and thus flexible work options increased rapidly, especially for positions that did not necessitate locating in the hotel or resort (Chotikiat, 2022). This has forced Marriott and other players in the industry to invest in reliable remote work essentials such as virtual networks, cloud services for enhancing productivity, and stringent remote work policies.

[bookmark: _Toc168503825]2.3.3 Flexible work
Additionally, the industry has moved towards more flexible work arrangements, which include working from home, short work weeks, irregular shift working, flexible shift working, part-time working, and job-sharing (Ghimire et al., 2023). These models have grown to meet the new flexibilities of employees and the modern world and also help hospitality organisations to have control over the workforce during the busy seasons and the off-violent seasons.

[bookmark: _Toc168503826]2.4 How Marriott Monitors Employee Performance Across Different Work Modes
[bookmark: _Toc168503827]2.4.1 Hybrid Work Model at Marriott
Hybrid roles have also created new ways of monitoring performance by Marriott. One can find that the company does not focus on traditional models of performance management and check-ins but relies on the outcomes and daily meetings. On the technical level, both the signers declare the importance of clear output specifications, synchronisation of expectations concerning timelines and virtual meetings (Garg, 2023). Supervisors and managers have been trained on how to manage people who work from home based on productivity and efficiency levels, not physical contact. Marriott uses teamwork such as collaborative project management software communicates with video conferencing and manage their work and projects using tracking systems (Yang et al., 2022). Such digital tools allow managers to keep track of the evolution of the tasks and the hybrid workforce's productivity.

[bookmark: _Toc168503828]2.4.2 Remote Work at Marriott
In regards to remote work, Marriott has revolutionised performance management with an emphasis on self-organising teams, self-leadership, and virtual connection. Manager and staff virtual meetings help in reviewing goals, concerns, and accomplishments and work on offering directions, motivation, encouragement, or praise (Tao et al., 2022). Effective remote policies focus on flexibility, personal responsibility, and open communication, allowing remote employees to schedule themselves with the team's objectives in mind. To promote fraternity, Marriott often arranges group interactions such as online parties and mixed team projects. These solutions are designed to provide employees with a sense of connectedness and care while working from home.

[bookmark: _Toc168503829]2.4.3 Flexible Work Arrangements at Marriott
In the case of the flexible work schedule, Marriott suffers from this type of working arrangement in terms of the performance evaluation of its workers. This indicates that low-value flexible workers can appear to be adding value if business goals include output-centred traditional measures as the definition of value (Raco et al., 2022). Marriott's work performance management stresses flexibility, work-life balance, and the broad contribution and value of work to the organisation in addition to productivity (Budhiraja et al., 2022). The option is to track the communication that managers have with more relaxed subordinates to comprehend their situation and set up achievable and reasonable performance expectations together.

[bookmark: _Toc168503830]3. Conclusion
This proposal focuses on the practices that Marriott has used to manage and monitor the performance of their employees in the multi-modal work environment in the hospitality industry. The political and economic forces are critical in shaping the future of the industry as portrayed in the PESTLE analysis. The study demonstrates that the industries, including Marriott, struggle with high turnover rates, primarily due to customer-oriented occupations, long and irregular working hours, and low wages that lead to the handler's burnout. The changing nature of workforce desires and expectations, especially among the millennial generation, has forced Marriott to reconsider its human capital value proposition and management. The proposal also looks at the increased adoption of different working models including hybrid, remote, and flexible work due to technological advancement and Covid-19. In response to these changes, Marriott has shifted from process-based measures of performance, decentralisation of decision making and a broader approach to assessing employee performance. To overcome the obstacles created by the socio-economic forces and the changing work environment, the following recommendations could be helpful for Marriott, as it is described below.
1. Focus on investing in proper care for the employees and good Mental health programs since it will boost their retention and engagement.
2. For this, sophisticated upskilling and talent development policies should be formulated to fill the identified skill deficits and devise a skilled workforce pipeline.
3. Periodically assess and update the performance management practices to reflect the evolving work arrangements and employees’ choice for more fluid approaches to work.
4. Utilise analytics and technology solutions to improve performance measurement and feedback, and enable coaching for employees regardless of the contracts they have for telework.
5. Coordinate the efforts of internal communication and change management to support the implementation of new performance management practices as well as build the necessary support from managers and other employees.
With the help of these recommendations, Marriott can change the company for the better and become an industry leader with engaged, skilled, and motivated employees and satisfied guests even within the context of the current socio-economic climate.
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