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Introduction
Marriott International is a globally recognized hotel brand known for its extensive portfolio of hotels and related lodging facilities. Founded in 1927 by J. Willard Marriott, the company has grown to become one of the largest and most respected names in the hospitality industry, with over 7,000 properties across 131 countries and territories (Marriott International, 2021). The purpose of this proposal is to examine the impacts of socio-economic factors on employee performance management in different work modes within Marriott International. By analysing these factors, we aim to provide insights into how Marriott can effectively manage and monitor employee performance across various work environments such as hybrid, office, and flexi work modes.
Background
Marriott International started as a small root beer stand and evolved into a leading global lodging company. Over the decades, Marriott has diversified its operations and expanded its global footprint, acquiring several other hotel brands to enhance its market presence (Marriott International, 2021). This growth has positioned Marriott as a leader in the hospitality sector, renowned for its commitment to quality service and innovation.
In recent years, the hospitality industry has undergone significant changes, driven by evolving customer preferences, technological advancements, and socio-economic shifts. Current industry trends indicate a strong focus on personalized guest experiences, sustainability, and the integration of technology in service delivery (Deloitte, 2020). These trends are reshaping the way hotels operate and manage their workforce.
Socio-economic factors such as economic downturns, changes in labour laws, and shifting demographics significantly impact the hospitality industry. For example, the COVID-19 pandemic has highlighted the need for flexible work arrangements and robust performance management systems to ensure business continuity (OECD, 2020). Additionally, economic fluctuations influence consumer spending patterns, directly affecting hotel occupancy rates and revenue.
Different work modes have emerged in the hospitality context, offering various benefits and challenges. Hybrid work modes, which combine remote and in-office work, allow for greater flexibility and can enhance employee satisfaction and productivity. Office work arrangements remain crucial for roles requiring direct guest interaction and on-site presence. Flexi work modes, which provide employees with the ability to choose their working hours, can help in accommodating diverse employee needs and improving work-life balance (Ladkin and Buhalis, 2016).

Socio-Economic Factors (PESTLE Analysis)
Political factors affecting the hospitality industry 
Political factors play a crucial role in shaping the hospitality industry. Regulations and labour laws, for example, significantly impact hotel operations. Changes in minimum wage laws can affect labour costs, while stringent health and safety regulations can increase operational expenses (Eurofound, 2020). Moreover, political stability or instability in a region can influence tourism patterns and, consequently, hotel occupancy rates. For instance, Brexit has created uncertainties for hotels in the UK regarding labour availability and cost, as many employees in the sector are from EU countries (Deloitte, 2020). Additionally, visa policies and travel restrictions can either promote or hinder international tourism, directly affecting hotel revenues (OECD, 2020).

Economic factors 
Economic factors such as economic downturns and wage levels are pivotal in the hospitality industry. Economic recessions typically lead to reduced disposable income for consumers, which in turn decreases travel and hotel bookings. The 2008 financial crisis, for instance, saw a significant decline in hotel revenues globally (Baum, 2019). Conversely, during periods of economic growth, increased consumer spending can boost hotel occupancy and revenue. Wage levels also play a critical role; higher wages can improve employee satisfaction and reduce turnover rates but can also increase operating costs. The COVID-19 pandemic has further highlighted economic vulnerabilities, with many hotels facing unprecedented financial challenges due to lockdowns and travel bans (OECD, 2020).
Social factors 
Social factors, including changing customer demographics and employee expectations, are increasingly important. Today's customers seek personalized and unique experiences, which requires hotels to adapt their services accordingly (Deloitte, 2020). Additionally, there is a growing emphasis on diversity and inclusion within the workforce. Employees now expect workplaces that offer flexibility, work-life balance, and opportunities for career advancement (Ladkin and Buhalis, 2016). The rise of the millennial workforce has particularly driven the demand for more flexible working conditions and meaningful work experiences. Social media also plays a critical role in shaping customer perceptions and expectations, necessitating a proactive approach to online reputation management.
Technological factors
Technological advancements are reshaping the hospitality industry. Automation and digitalization in HR processes have streamlined recruitment, onboarding, and performance management (Ladkin and Buhalis, 2016). Hotels are increasingly using artificial intelligence to enhance guest experiences and improve operational efficiency. For example, chatbots are employed to handle guest inquiries, while data analytics are used to personalize services and predict customer preferences (Christou and Sigala, 2002). Furthermore, mobile technology allows employees to access work-related information and complete tasks remotely, supporting flexible work arrangements. However, the adoption of new technologies also requires significant investment and ongoing training to ensure employees can effectively use these tools (Baum and Hai, 2019).
Legal factors 
Legal factors, including health and safety regulations and employment laws, significantly impact hotel operations. Compliance with health and safety standards is mandatory, and failure to adhere can result in severe penalties and damage to reputation (Eurofound, 2020). Employment laws also govern various aspects of HR management, including working hours, conditions of employment, and employee rights. For instance, the introduction of stricter data protection laws, such as the GDPR in Europe, requires hotels to handle customer and employee data with greater care (OECD, 2020). Legal frameworks also influence contract management with suppliers and partners, impacting overall operational efficiency.
Environmental factors 
Environmental sustainability has become a critical concern in the hospitality industry. Hotels are increasingly adopting eco-friendly practices to reduce their carbon footprint and appeal to environmentally conscious customers (Baum, 2019). Initiatives include energy-efficient lighting, water-saving fixtures, and waste reduction programs. The implementation of sustainability certifications, such as LEED (Leadership in Energy and Environmental Design), helps hotels demonstrate their commitment to environmental stewardship (Christou and Sigala, 2002). Additionally, sustainable practices can lead to cost savings in the long term and enhance the hotel's reputation among eco-conscious guests.

Industry Trends
Current trends in employee retention and turnover rates in the hospitality industry 
Employee retention and turnover rates remain critical challenges in the hospitality industry. High turnover rates are common due to the demanding nature of the work and relatively low wages. However, companies that invest in employee development and offer competitive benefits tend to see better retention rates (Hinkin and Tracey, 2010). The trend towards creating a positive organizational culture and providing career advancement opportunities is gaining traction, as it helps in retaining skilled employees and reducing recruitment costs. Moreover, effective onboarding and continuous training are essential to improve job satisfaction and decrease turnover rates (Chi and Gursoy, 2009).

Emergence of different work modes over the past five years 
Over the past five years, there has been a significant shift in work modes within the hospitality industry. The adoption of hybrid work models, where employees split their time between the office and remote work, has become more prevalent (OECD, 2020). Flexi work modes, allowing employees to choose their working hours, have also gained popularity, particularly among younger employees seeking better work-life balance (Ladkin and Buhalis, 2016). These changes have been driven by advancements in technology and a growing recognition of the benefits of flexible work arrangements in enhancing employee satisfaction and productivity (Baum and Hai, 2019).

Case Studies of International Hotel Brands
Marriott’s approach to managing employees in different work modes 
Marriott International has implemented various strategies to manage employees across different work modes effectively. The company has adopted a hybrid work model for corporate employees, leveraging technology to facilitate remote work while maintaining collaboration through regular virtual meetings and digital communication platforms (Marriott International, 2021). Marriott also offers flexible scheduling for its on-site staff, allowing them to choose shifts that best fit their personal needs. This approach has helped in enhancing employee satisfaction and retention, as it provides a balance between professional and personal lives (Marriott International, 2021).
IHG’s strategies for performance management in hybrid work settings 
InterContinental Hotels Group (IHG) has developed comprehensive strategies for performance management in hybrid work settings. IHG uses advanced performance management systems to set clear goals, track progress, and provide continuous feedback to employees (IHG, 2021). The company has also invested in training programs to ensure that both remote and on-site employees are equipped with the necessary skills and knowledge. Regular virtual check-ins and team-building activities help maintain engagement and ensure that all employees feel connected and supported, regardless of their work location (IHG, 2021).


Radisson’s implementation of flexi work modes 
Radisson Hotel Group has embraced flexi work modes to accommodate the diverse needs of its workforce. The company allows employees to select their working hours, promoting a better work-life balance and increasing job satisfaction (Radisson Hotel Group, 2021). Radisson has also implemented robust digital platforms to facilitate remote work and ensure seamless communication between team members. This flexible approach has not only improved employee morale but also enhanced productivity and efficiency, as employees can work during their most productive hours (Radisson Hotel Group, 2021).

Potential Solutions
Effective performance monitoring tools and techniques in different work modes 
To effectively monitor performance in different work modes, hotels can utilize various tools and techniques. Performance management software, such as SAP SuccessFactors or Oracle HCM Cloud, can help track employee performance, set goals, and provide regular feedback (Lu and Gursoy, 2016). These platforms offer features like real-time performance dashboards, automated appraisal processes, and analytics to identify performance trends and areas for improvement. Additionally, implementing regular virtual check-ins and performance reviews ensures that remote employees stay engaged and aligned with organizational goals (Chi and Gursoy, 2009).
For on-site staff, tools like time-tracking systems and project management software can help monitor attendance and task completion. Using mobile apps for real-time communication and task management can enhance coordination and productivity. Furthermore, leveraging employee feedback through surveys and suggestion boxes can provide valuable insights into areas needing improvement and help in making informed decisions about performance management strategies (Thompson and Vincent, 2010).


Best practices for employee engagement and productivity 
Best practices for enhancing employee engagement and productivity include fostering a positive organizational culture, providing continuous learning and development opportunities, and recognizing and rewarding employee achievements (Hinkin and Tracey, 2010). Encouraging open communication and feedback helps create a supportive work environment where employees feel valued and heard. Offering flexible work arrangements and promoting work-life balance can also significantly improve employee satisfaction and productivity. Implementing wellness programs and team-building activities can further enhance employee engagement and foster a sense of community within the organization (Ladkin and Buhalis, 2016).

Evaluation
The literature review highlights several key findings regarding the impact of socio-economic factors on employee performance management and monitoring in the hospitality industry. Political factors, such as labor laws and regulations, significantly influence operational costs and employee relations (Eurofound, 2020). Economic conditions, including economic downturns and wage levels, directly affect hotel revenues and labor costs (Baum, 2019). Social factors, such as changing customer demographics and employee expectations, necessitate a flexible and inclusive approach to workforce management (Deloitte, 2020). Technological advancements have transformed HR processes, enabled more efficient performance monitoring and enhanced employee engagement (Ladkin and Buhalis, 2016). Legal requirements ensure compliance with health and safety standards, while environmental concerns drive the adoption of sustainable practices (OECD, 2020).
These findings imply that Marriott International must adopt a multifaceted approach to employee performance management. The company needs to stay compliant with evolving regulations and labor laws to avoid legal pitfalls and ensure fair treatment of employees. Economic factors necessitate a dynamic approach to workforce management, balancing cost control with competitive wages to retain talent. Addressing social factors requires Marriott to foster a diverse and inclusive work environment, offering flexibility to meet the varied needs of its employees. Embracing technological advancements can streamline HR processes, making performance management more effective and data-driven. Finally, adhering to environmental sustainability can enhance Marriott’s reputation and appeal to eco-conscious customers, indirectly benefiting employee morale and performance.
Conclusion
The feasibility and effectiveness of different work modes in the hospitality industry are well-supported by current trends and practices. Hybrid work models, combining remote and on-site work, offer flexibility and can enhance employee satisfaction and productivity. However, they require robust technological infrastructure and clear communication channels to ensure seamless operations (Ladkin and Buhalis, 2016). Office work arrangements remain essential for roles that demand direct guest interaction, emphasizing the need for a safe and supportive on-site work environment (Marriott International, 2021). Flexi work modes, allowing employees to choose their working hours, can improve work-life balance and job satisfaction, particularly for a diverse workforce (Radisson Hotel Group, 2021).
To improve employee performance management in light of socio-economic factors, Marriott International should consider the following recommendations:
1. Implement Advanced Performance Management Systems: Utilize performance management software to set clear goals, track progress, and provide regular feedback. Tools like SAP SuccessFactors or Oracle HCM Cloud can facilitate data-driven decision-making and enhance employee engagement (Lu and Gursoy, 2016).
2. Foster a Flexible Work Environment: Adopt hybrid and flexi work models to accommodate employee preferences and enhance job satisfaction. Ensure that remote employees have access to the necessary resources and support to maintain productivity (Baum and Hai, 2019).
3. Enhance Employee Training and Development: Invest in continuous learning and development programs to equip employees with the skills needed to adapt to changing job requirements and technological advancements. This can improve job performance and reduce turnover rates (Chi and Gursoy, 2009).
4. Promote a Positive Organizational Culture: Cultivate a supportive and inclusive work environment by encouraging open communication, recognizing employee achievements, and offering wellness programs. This can boost employee morale and engagement, leading to better performance (Hinkin and Tracey, 2010).
5. Commit to Sustainability: Implement eco-friendly practices and achieve sustainability certifications to attract eco-conscious customers and enhance the company’s reputation. This can indirectly benefit employee satisfaction and performance by fostering a sense of pride and purpose (Christou and Sigala, 2002).
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