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[bookmark: _Toc158764053]I. Introduction and Background
The hospitality industry is a live sector which is continuously responding to the changes in the landscape. In this domain, the performance management of employees is of absolute significance and is the cornerstone of the success of the organization. When the pattern of various work modes and the omnipresence of socioeconomic factors are at the table, it is necessary to evaluate their influence on human resource performance management (Chew & Chan, 2018). This proposal attempts to explore the complex interaction of socioeconomic forces and performance management, especially within the different work modes, from the Hospitality HR standpoint.
Marriott International, famous for its worldwide existence and guarantee of hospitality, stands at the core of this study. Founded in 1927, Marriott is considered one of the big names in the industry of hospitality and has a variety of hotels and resorts situated in different countries. A legacy that is among the best because of a history enriched by a tradition of outstanding service and success in the hospitality business is what Marriott represents (Marriott International, 2023).
The analysis of the practicability of the application of various work modes in the hospitality industry plays a key role in the realization of the current workforce dynamics. Having a historical line of structured on-site operations, the hospitality sector has experienced a revolution in recent times. The coming of technology together with elevating employee tastes and other factors such as the global pandemic has spurred the diversification in the modes of work. New flexible work schedules have been created in the hospitality sector since hybrid work arrangements were introduced (Boxall & Purcell, 2016).
Against the changing landscapes of work, the question of performance management of employees becomes more highlighted. Successful performance management provides the productivity of an organization that engages the employees and satisfies them. However, the shift to alternative work modes creates several monitoring and evaluating employee performance issues. Aspects of remote work, flexible work hours and a blurred line between personal and professional lives disrupt the conventional performance management models, requiring adaptive strategies to fit the new environment.
This proposal is about the core socioeconomic determinants of employee performance management. Socioeconomic forces involve a variety of factors such as cultural norms, technological advances, economic conditions, and social conventions. Appreciation of the complex interrelations of these components and performance management approaches is important for the formulation of policies, which would satisfy organisational goals and the requirements of the contemporary workforce. This proposal intends to provide useful information for the improvement of performance management practices in the difficult hospitality industry through the analysis of the complications of socio-economic forces.
[bookmark: _Toc158764054]II. Discussion/Literature
[bookmark: _Toc158764055]A. Socioeconomic Factors in the Hospitality Industry (PESTLE Analysis)
Many social and economic factors influence the dynamic environment within which hospitality operates. A PESTLE analysis offers an umbrella model to understand how these factors influence the performance of an organization. The former being consumer’s income level and the later consumer spending habits. The changes in the service offerings are dictated by sociocultural factors such as demographic changes and the consumer's attitudes. Political factors determine the operating environment through regulation frameworks and government policies and influence market competitiveness. The development of technology, particularly digitalization and automation, creates opportunities for changes and increases the level of the use of the resources at the organization, but on another side, causes certain problems related to the new technologies adoption (Braun et al., 2013). Consumer behaviour and organizational practices are influenced by environmental factors like sustainability concerns and climate change. Legal forces include labor laws and industry regulations which affect operation strategies and compliance needs. 
[bookmark: _Toc158764056]B. Industry Trends: Retention Rates, Turnover Rate
Both the retention rates and turnover rates are vital indicators of the health of an organization and the satisfaction level of employees in the hospitality industry. High turnover rates are attributed to such factors as job dissatisfaction, inadequate training, and limited career advancement opportunities among others and they can consequently negatively affect operational efficiency and guest experience. On the other side, organizations with high retention rates enjoy higher employee morale, productivity and customer loyalty. Currently, the hospitality industry is now seeing an increased focus on employee retention practices which include talent development programs, competitive remuneration packages and better workplace benefits (Cascio & Boudreau, 2016). In addition, the worldwide crisis has emphasized workers' health and strength, and thus, companies are focusing on actions intending to help their workers during difficult times. 
[bookmark: _Toc158764057]C. Emergence of Different Work Modes in Hospitality
The dynamics of work in the hospitality industry have changed significantly, a change which has been brought about by the development of technology, employee preferences, and organizational needs. The traditional on-site work arrangements are being complemented by alternative work modes which include remote work, flexible scheduling, and hybrid models. Remote work, due to digital communication tools and cloud-based platforms, allows employees more flexibility in balancing their work and private life and eliminates the need for a physical office space. Flexible working hours make it possible for workers to adjust their working time to allow for personal commitments and likes and this increases job satisfaction and productivity (Guest, 2017). Hybrid models are characterized by the marriage of remote and on-site work features which give the organization the flexibility to change to dynamic operational requirements while sustaining team cohesion and collaboration. 
[bookmark: _Toc158764058]D. Industry Examples: The Marriott's Approach to Employee Performance Management
The hospitality industry leader Marriott International has been known for quite a long time for its creative approach to employee performance management. A core element of Marriott's approach is a thorough system that emphasizes ongoing feedback, goal congruence, and developmental options. PMS is aimed at encouraging employees to own their performance and at the same time building a culture of accountability and teamwork (Schuler, Jackson & Tarique, 2011).
The constant communication between the manager and staff is one of the fundamentals of Marriott's approach. Regular reviews and performance conversations give employees real-time feedback on their achievements and areas that need proper working, allowing them to participate meaningfully in the organization's objectives. Further, Marriott’s PMS includes goal-setting approaches, which make sure that individual goals are consistent with organizational goals, making clarity and consistency of purpose through all organization levels (Marriott International, 2023).
Marriott through adopting an integrated performance management strategy shows its dedication to developing a culture of excellence and achieving results. By aligning with the existing development and customization, the company deploys human resource management best practices cutting across all hospitality industry aspects.
[bookmark: _Toc158764059]E. Review of Existing Research on Employee Performance Management and Socioeconomic Factors
There is copious research on the intersection of employee performance management and the socio-economic factors that provide rich insights into how the relationships are played out within organizations. Research has emphasized on the role played by socioeconomic determinants such as income inequality, level of education, and cultural values on motivation, job satisfaction and productivity of employees. For example, studies have indicated that employees from lower socioeconomic status may have other hindrances that will prevent them from progressing and growing their careers hence affecting their general performance and health (Collins & Smith, 2016).
Besides, some researchers considered organizational practices and policies as a factor in reducing the impact of socio-economic variables on employee performance. Interventions such as diversity and inclusion initiatives, fair compensation practices, and employee assistance programmes are found to foster an inclusive and supportive manner in the workplace leading to highly motivated and productive employees.
[bookmark: _Toc158764060]F. Monitoring Employees in Different Work Modes: International Hotel Brand Examples
More advanced personnel control strategies in varied working modes have been introduced by international hotel chains such as Hilton and Hyatt. As an example, Hilton employs technology- driven instruments to monitor employee participation and activity in both on-site and remote work setups, including digital time recording systems and performance analytics software. Hilton has the capacity to detect trends, respond to performance problems, and offer staffs just-in-time help using real-time monitoring and data analysis (Hilton, 2022).
Related to this, as a part of this, Hyatt also uses a variety of communication tools such as mobile phone applications and virtual collaboration platforms to ensure seamless communication and teaming among its employees across various work modes. To workers of Hyatt, connectedness and support are maintained irrespective of the location through an open communication system and a culture of transparency and trust (Hyatt, 2019).
These instances show how international hotel brands are re-designing their supervisory models to fit the various modes of work found in the hospitality industry. Technology adoption, communication advancements, and employee welfare promotion enable these brands to efficiently monitor and control the workforce, therefore, achieving operational excellence and guest satisfaction.
[bookmark: _Toc158764061]G. Potential Solutions for Employee Management in Different Work Modes
Solving the challenges of employee governance under diverse work modes is a multi-pronged approach that involves innovation of technology, flexible policies, and proactive support mechanisms. Groundskeeper solution could be provided by the introduction of the swording communication and collaboration tools enabling employees irrespective of their location to communicate and share information, thereby, such tools help to bridge the gaps. Investing in user-friendly platforms for virtual meetings, document sharing, and team collaboration, helps organizations connect on-site and remote workers through a user-friendly implementation of such tools Consequently, a sense of connectedness and unity among the workforce is created (Brewster & Hegewisch, 2017).
Additionally, enterprises are free to employ flexible policies and procedures that cater to the distinctive requirements and choices of workers in different work modes. Such possible solutions may be the transition towards flexible scheduling alternatives, allowing for remote work and establishing performance evaluation criteria that are specifically designed for each type of work mode. Letting employees select their work arrangements will assist in improving job satisfaction, performance, and retention rates for organizations (Pfeffer, 2015).
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[bookmark: _Toc158764062]III. Evaluation and Conclusion
[bookmark: _Toc158764063]A. Summary of Findings
In this proposal, we have examined the effects of socioeconomic forces on employee performance management in various work modes in the hospitality industry, with a particular emphasis on The Marriott. Upon a balanced look at industry trends, organizational case studies, and prior research, several key findings have arisen.
To begin with, socioeconomic factors among which are economic situation, cultural habits and technological progress to a great extent determine employee performance management practices. These factors determine employee motivation, job satisfaction, and productivity, and consequently, the organization's success (Shaw et al., 2015). 
Second, the appearance of various modes of work which include remote work, scheduling flexibility and hybrid models poses both opportunities and threats to employee performance management. Although these operating modes provide more freedom and autonomy for the workers, they also demand creative ways of monitoring, evaluation and support.
Lastly, Hilton as well as Hyatt as international hotel brands illustrate the front-runner positions in adapting their monitoring approaches to suit different styles of working. Utilizing technology-driven quick-fix solutions and flexible policies, these brands have been able to sustain operational excellence and employee involvement in any work environment variations (Hyatt, 2019).
[bookmark: _Toc158764064]B. Implications for The Marriott and Hospitality Industry
A number of The Marriot and the general hospitality industry as pertained in the proposal are obvious. To start with, Marriott has to understand that such social aspects should be taken into account while developing the performance management practices for aligning the employee needs and organization objectives. Comprehension of the distinct obstacles and benefits arising from socioeconomic forces allows Marriott to create custom approaches that improve employee engagement, productivity, and retention.
In addition, The Marriott has suitable models such as Hilton and Hyatt about the approach they should take in keeping close tabs on employees who adopt different work modes. Through technology utilization and the propagation of free communication lines, Marriott can create a collaboration and connectivity-based culture that goes beyond physical distance and as a result enhances employee performance and organizational resilience (Marriott International, 2023).
[bookmark: _Toc158764065]C. Recommendations for Addressing Employee Performance Management in Different Work Modes
Based on the findings of this proposal, several recommendations can be made for addressing employee performance management in different work modes within The Marriott and the broader hospitality industry:
1. Adopt technology-based monitoring and communication solutions to enable smooth exchange among workers at any place.
2. Adopt flexible policies and procedures which meet the requirements of workers in various modes of work which may include working-from-home allowances and flexible schedule alternatives.
3. Offer continuous training and development programs aimed at bringing the employees up to speed with diverse working environment challenges.
4. Build a culture of open communication, trust, and teamwork which will help the employees to be engaged and make the organization resilient.
With the help of these recommendations, Marriott and other organisations operating within the hospitality sphere can well manage employee performance in the face of changing diversity and dynamic workforce environment, leading to organisational success and innovation.
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