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[bookmark: _Toc157375621]Introduction and Background
Marriott International is a titan in the global hospitality industry which possesses a diverse portfolio of 8000 properties around 133 countries and territories. This brand caters for a great range of travellers and experiences from the luxurious JW Marriott to trendy Moxy even. In the United Kingdom, this hospitality giant operates over 80 hotels where thousands of individuals encompassing various regions and roles are employed (Marriott, 2023).
This project proposal explores the critical nexus of employee performance management and the ever-evolving concept of work modes within the operations of Marriott in the UK. Specifically, it investigates the feasibility and potential influences of implementing diversified work arrangements such as hybrid models, traditional settings of offices and flexibility of work schedules on employee performance and its effective monitorization (Cappelli and Tavis, 2016). Analyzing these facets through the lens of existing socio-economic factors will provide the readers with a valuable and insightful idea about the HR department of Marriott to mitigate the changing hospitality industry landscape.
[bookmark: _Toc157375622]Contextualizing the Necessity of this Project
The relevant industry is renowned for its dynamic features, requirements of long hours or shift work, high-degree interpersonal interaction etc. However, these typical characteristics present significant challenges to adapt in this post-pandemic world. Here employee expectations and priorities are shifted highly. The emergence of socio-economic factors like technological revolutions, rising living costs and an evolving but balanced work-life perspective have come forward with the demand for flexibility in work arrangements (Bal et al., 2022). Marriott recognizes this shifting scenario like other leaders of the hospitality industry. To attract and retain talent, innovative solutions are crucial to be embraced which also brings along enhanced employee well-being and improved organisational performance. This project proposal focuses on understanding the multifaceted interplay among various work modes such as socio-economic forces, effective employee performance management or even the UK operations of Marriott. This study aims to equip the brand with all the necessary frameworks and pieces of knowledge to navigate its significant transformation by analysing the potentiality and feasibility of implementing diverse arrangements of work settings.
[bookmark: _Toc157375623]Scope and Significance of the Project
This project delves in particularly the socio-economic factors which include technological advancements in both automation and communication, demographic and households’ structural changes, evolving trends of the labour market etc. to assess their potential impact on the performance management of the workforce under various work models. This study is capable of providing a very comprehensive understanding of the emerging challenges related to diverse work arrangements transitions by examining this industry’s best practices, in-depth interviews conducted with the HR personnel and employees of Marriott and finally analysing those relevant data.
[bookmark: _Toc157375624]Discussion and Literature Review
The evolving work models of this hospitality industry necessitate a narrowed-down examination of its effects on employee performance management (Awan et al., 2020). Previous studies have shed light on different aspects of these complex interactions providing some valuable context for this project to study.
[bookmark: _Toc157375625]Feasibility of Work Modes in Hospitality
As per Krajčík et al. (2023), a growing interest in implementing hybrid or flexible work arrangements within the traditional setting for the on-site hospitality sector. Their findings recommend that these hybrid models on the one hand present specific challenges in team communication with guest service delivery and on the other hand offer significant benefits in case of attracting and retaining talents or increasing employee engagement with the perception of improved work-life balance. Research further emphasizes that the importance of designing these models to the specific needs and dynamics of each hotel's operations is undeniable (Weng et al., 2023).
[bookmark: _Toc157375626]Performance Management in Diverse Work Environments
Existing studies paint a nuanced picture of the relationship between work models and employee performance management effectiveness. However, some studies also acknowledged the potential challenges that come the way of managing performance remotely. The particular focus was on maintaining consistent communication, acquiring regular and adequate feedback, ensuring accountability at each stage and so on (Inman, 2017). Conversely, other studies emphasize the benefits of technology-based performance management tools in facilitating the efficacy of monitoring and evaluation throughout diversified work locations (Bal et al., 2022).
[bookmark: _Toc157375627]Influence of Socio-economic Factors
The impact of socio-economic factors on the effectiveness and feasibility of work modes is impossible to overstate. Fusté-Forné and Jamal (2021) state that the emerging pressure on the hospitality business globally to recognize the rising labour costs and changing expectations of the employees. Studies by reputed newspapers like the World Economic Forum highlight the influence of advanced technologies, demographic changes and ever-evolving social norms on shaping the preferences of work and its future (World Economic Forum, 2016). Understanding the interconnectedness of these factors implies that it is crucial for crafting effective work mode implementations within the global hospitality industry.
This short overview of the existing studies demonstrates that there is a complexity and multifaceted nature of the connection among employee performance management, work modes and socio-economic factors within global brands of hospitality. This current project aims to build upon this existing knowledge by conducting a focused analysis of the potential impacts and feasibility of diverse work arrangements on Marriott International’s operations (Selin and Selin, 2022). This study aspires to provide actionable suggestions for syncing employee performance management and fostering a desirable work environment in the picture of changing socio-economic contexts by delving deeper into the specific challenges and opportunities presented by each of the work modes.
[bookmark: _Toc157375628]Marriott’s Approach to Employee Monitoring
This prominent hotel chain of Marriott International operates across various work modes and employs several strategies to observe the performance of the employees as well as ensure their flexibility and well-being.
[bookmark: _Toc157375629]Traditional Office Mode
· Performance Management Software: Tools like PeopleSoft or Workday can be used to track key performance indicators (KPIs) such as revenue generated, guest satisfaction scores and room occupancy (Brown, 2021). Supervisors can set targets, feedback and remarks, and conduct reviews on regular performances based on the data it provides.
· Quality Checking: Mystery programs for shoppers and guest feedback surveys are examples that can provide insights about employee-guest interactions.
· Technological Monitoring: Security cameras and other similar setups can be used to monitor common areas and assure adherence to safety rules and company policies (Marriott, 2021). However, Marriott opts out of maintaining a balance of security and privacy for the employees.
[bookmark: _Toc157375630]Hybrid and Remote Modes of Working 
· Project Management Tools: Asana and Trello are such platforms that allow collaboration in remote work mode, task tracking and monitoring progress (21stcenturyav, 2023). Teams are suitable to use for sharing updates, deadlines and work documents to ensure accountability and transparency.
· Conferencing Tools for Communication: Virtual meetings regularly, instant texting and calls over video facilitate smooth communication, discussions on performances and team building (Dittes et al., 2019). These also allow the monitoring bodies and supervisors to observe the engagement and participation levels of the employees during meetings.
· Analysing Performance Data: Tableau and Power BI are tools to analyze data from various sources. It includes sales figures, employee activities and customer feedback. This data can also bring out insights into performance as both individual and team as well as a guide with feedback and plans for development (Selin and Selin, 2022).
· Goals Setting Through Self-Assessment: Marriott encourages employees to own their performance through the self-assessments regularly which helps in goal-setting exercises. This empowers the workforce along with providing super visionary insights into their work ethics or their aspirations (Marriott, 2021).
[bookmark: _Toc157375631]Focus on Flexibility and Well-being
Marriott undoubtedly recognizes the importance of the well-being of the whole workforce. It strives to ensure a flexible monitoring process. Time-tracking software and tools are projected to be used for basically time management rather than unnecessary strict hour counting. Moreover, Marriott focuses on the transparency of communication or open dialogue among stakeholders, supervisors, employees and monitoring bodies of the whole organisation (marriott.com, 2022). They can collect feedback on monitoring methods. It is important to remember that this global brand has specific monitoring practices which can vary depending on the job role, department and location. Thus, the overarching emphasis on the performance-driven culture fostering and respecting the privacy of workers with their well-being, adapting to diverse working modes etc. remains with the same significance (Fusté-Forné and Jamal, 2021).
[bookmark: _Toc157375632]Enhancing Employee Performance Management
By analysing the existing challenges and current practices of Marriott, there are some potential solutions for optimizing employee performance management in diverse work modes-
[bookmark: _Toc157375633]Technology-enabled solutions 
· Performance feedback platforms: Implementation of interactive platforms where employees receive regular, specific feedback from supervisors and peers, fostering a continuous development culture even remotely (Dittes et al., 2019). 
· Tracking Tools: Integrating goal-setting functionalities within the existing task management platforms, allows employees a self-evaluation of their performance against established objectives (HTN, 2020).
· Pulse surveys and sentiment analysis: By utilizing anonymous surveys and sentiment analysis tools, the morale of the employees can be boosted and their engagement and experience would be boosted. This can inform targeted interventions and adjustments to improve employee satisfaction and performance (InPractise, 2024).
· Coaching and training regarding AI: Based on individual performance data and feedback, exploring AI-powered coaching tools can be recommended. This can enhance learning agility and can meet real-time needs (Mahmoud, 2021).
[bookmark: _Toc157375634]Work environment and policy innovation
· Promoting asynchronous communication: By promoting asynchronous tools like project management platforms or email without solely relying on real-time video calls. This allows employees of different time zones to work smoothly and efficiently without feeling any pressure. 
· Creating “Focus Zones”: A quiet and work-friendly space can be provided within the hotels for employees working remotely (EHL Insights, 2024). This thing can mitigate distractions and improve productivity during focused working periods.
· Introducing “Flexi Teams”: Formulating temporary teams with rotating members from different departments and locations. This encourages cross-functional collaboration, knowledge sharing and a sense of connection in hybrid and remote settings. 
· Restructuring performance metrics: For remote roles, especially where the work is prominent, the focus should be shifted from quantitative metrics like sales figures to qualitative measures like creativity, problem-solving and teamwork. This provides a more detailed view of employee contributions (Jyothi and Venkatesh, 2013).
[bookmark: _Toc157375635]Focus on Employee Trust
· Implementing mental health initiatives: Offering assistance programs, mindful training and access to mental health resources to the employee for the mitigation of their stress and burnout associated with different work modes.
· Prioritizing work-life balance: By encouraging flexible work schedules, paid time off and disconnecting after work hours, the employees can get a healthy work-life balance in all work modes (Lazarova et al., 2021).
· Conducting regular check-ins: Ensuring regular, open communication between managers and employees to discuss challenges and address concerns can foster employees' trust and strengthen the employee and employer relationship (Jyothi and Venkatesh, 2013).
· Investing in employee development: Offer training and development opportunities that are needed in every work mode. This can help the employees work in different situations and stimulate their growth (Dittes et al., 2019).
[bookmark: _Toc157375636]Evaluation and Conclusion
This research has delved into the complex relationship between diverse work modes, effective employee performance management and socio-economic forces within Marriott’s UK operations. In this analysis, the challenges and opportunities are highlighted in embracing hybrid and remote work models while maintaining high-performance standards in the hospitality industry. 
[bookmark: _Toc157375637]Key findings
· Feasibility of diverse work modes: Marriott can successfully implement both hybrid and flexible work arrangements that focus on team commutation, guest service delivery and technology infrastructure needs (InPractise, 2024). The benefits of these models are talent attraction, employee engagement and work-life balance. 
· Performance Management Adaptations: The traditional methods always required adjustments to suit remote and hybrid models (Inman, 2017). Tools like performance management software, and data analytics, and to take ownership of their performance, the virtual feedback platforms can ensure effective monitoring and communication. 
· Socioeconomic forces Matter: The ongoing adaptation is significantly affected by rising labour costs, changing demographics, and technological advancements. By understanding these forces, Marriott anticipates future trends and adjusts its work mode strategies accordingly (Marchington et al., 2016). 
[bookmark: _Toc157375638]Recommendations for Marriott
· Pilot hybrid or Remote programs: Implementing controlled pilot programs to test different hybrid and remote work models and gather data and employee feedback for better approaches before implementation (Krajčík et al., 2023).
· [bookmark: _Hlk157376048]Technology investments: The upgradation of technology infrastructure is required to support asynchronous communication, remote collaboration and data-driven performance management (Cappelli and Tavis, 2016). 
· Focus on Employee well-being: Implementation of a model that prioritizes work-life balance initiatives, flexible scheduling options, and mental health resources and that prevents burnout (Awan et al., 2020). 
· Continuous learning and growth:  Offer training and development opportunities tailored to the skills and knowledge that are needed for continuous career growth and ensure the success of the modes along with the employees (Pilbeam and Corbridge, 2011). 
[bookmark: _Toc157375639]Future implications
This research underscores the need for dynamic adaptation within the hospitality industry. They are embracing the diversified work modes that present exciting opportunities for human resources, employee engagement and organisational success. Marriott is actively working on their challenges and focuses on implementing the recommended solutions. That can position itself as a leader in this rapidly changing landscape of the industry by acquiring top talents and enhancing employee well-being and eventually solidifying its position as a giant in the hospitality industry of the UK and beyond (K., 2016).
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