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               The hotel industry has to tackle the challenges resulting from various work modes: hybrid, office, and flexible regimes one way or the other, but socio-economic factors play their role in driving solutions. Marriott International, a globally recognised hotel brand, is shared here because of its global presence and diversified workforce. It is imperative to examine the effectiveness of Marriott's employee performance monitoring through different work structures, as it helps to understand what socio-economic factors drive the management practices. For example, a sudden economic downturn may result in a lower workforce and operational inefficiency, which is already negative and will require adaptive working modes to combat it (Owen, 2020). Such is the essence of Marriot, being at the forefront of its response to many complex issues while ascertaining a healthy working environment and workforce satisfaction. A comparative approach to performance assessment based on diverse forms of work helps Marriott plan the resource deployment properly and provide employees with a suitable workplace. Comprehending how well those channels are accepted offers the company a competitive advantage and the ability to react promptly to market changes.
             The multi-stranded nature of the hospitality industry lends itself well to analysis through a PESTLE framework. Political aspects, including regulations influenced by labour law and immigration policies, significantly shape the workforce design of Marriott International. For instance, changes in immigration policies can lead to a shift in the diversity of Marriott's workforce (Brown et al., 2019). Economic indicators like the growth rates of GDP and exchange rates can impact consumer spending. This, in turn, directly affects Marriott's revenue projections and its hiring decisions. However, the social and cultural dynamics profoundly impact Marriott's diverse customer groups and workforce characteristics, from changing demographics to shifting lifestyle trends. For example, a shift in lifestyle trends towards health-consciousness may lead to an increased demand for health and wellness services in Marriott's hotels (Çitilci & Akbalık, 2020). It is essential and pressing to grasp these factors for successful management and planning in the hospitality sector.
           Innovation in guest services and internal operational processes due to advancements in technology is something the Marriott group has experienced. This brought new elements into employee training and improvement systems. For instance, introducing virtual reality training modules has enhanced the effectiveness and efficiency of employee training at Marriott. A business's legal elements conform to the labour laws and safety regulations, which influence Marriott's policies and practices. Sustainability is the primary trigger of environmental issues, which leads to solving this problem, which is delegated to the efficient use of resources and operational efficiency within the hotels of Marriott.
            Industry reports show retention and turnover rates in the different social groups. The trends depend on the general economic situation and the pressure of other companies in the market. Marriott and others in the industry have adopted various types of jobs, which are comparable to working from home and flexible scheduling, in order to be able to adapt to fast-changing market conditions (Almulaiki, 2023). As such, Marriott's 'Work Anywhere' program increases employees' ability to work from a distance without affecting their performance during office hours. This is achieved through productivity tracking tools and regular check-ins with managers. The evolution of work models to blended activities and digital platforms of collaboration shouts about Marriott's adherence to employing technology for efficiency in operations and the engagement of the employees. IHG or Radisson operators have also launched the same sorts of projects, showing that the weighted status has been supposed to be at the level of the entire industry, conscious of the link between flexible work modes and job satisfaction.
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           The research results on how socio-economic factors impact employee performance management in the tourism sector provide the central concept of gathering efficiency during various work conditions (Awan et al., 2020). Data shows that business cycles and economic changes significantly influence Marriott International's staffing levels and service quality. For instance, when economies are down-turning, Marriott is subject to the great challenge of maintaining service quality and, at the same time, reducing costs. This can influence employees' spirits and eventually affect their job performance (Kano et al., 2020). Furthermore, they include socio-cultural factors like changing demographics and travellers’ preferences that are considered when making arrangements for Marriott’s workforce. With the variety of needs and expectations of guests, Marriott helps the company to align these needs with the staff's capability. Position management will additionally qualify the guest experience and loyalty. Technology is today the backbone of the observance of staff, as well as directions of management and Marriott's company locations. Besides providing numerous devices, various tools and systems are integrated to track real-time performance and provide feedback for continuous improvement and employee development.
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             Theoretical perspectives such as expectancy and social exchange theories help explain employee motivation and influence in different work settings. Marriott implements these structures while forming goal-focused incentives and recognition schemes that make employees feel the same as the organisation's goals. Therefore, it creates a great work culture that enhances the performance. Moreover, individual and organisational behaviour theories attach importance to leadership and communication and help seamlessly operate performance management across a diversified workplace (Frederiksen et al., 2020). Research data indicate that flexible work arrangements, such as telecommuting and flexible scheduling, may be more favourable for the employees of Marriott International because it increases job satisfaction and productivity. Marriott makes the employees’ lives easier through its remote work options and accommodating special situations. Also, it fosters the work-life balance and raises engagement by holding these employees together. The studies showed us that software that improves communication and eventual orchestration is essential in maintaining team coherence and productivity in a hybrid work organisation (Abubakar et al., 2019).
              Marriott International undertakes diverse human resource practices to support various working modes and maintain the best performance across all its organisational units, irrespective of location. Moreover, a typical traditional office of Marriott company has a performance management system under which employees are given clear targets and expected to achieve them, feedback is shared regularly, and performance review is conducted. Such systems allow managers to watch over the performance of individuals and teams, detect the things that require improvement and even put a sign of distinction around exceptional work (Rudman, 2020). Hybrid common space at Marriott engages technology to solve problems on remote teams that work in isolation. Virtual meetings, project management systems, messaging tools, and instant communication bring together team members regardless of their physical site, and the work becomes smooth owing to the collective effort (Fuertes et al., 2020). Moreover, Marriott promotes a flexible work schedule style to allow employees to meet their personal lives and life needs, thus improving the balance of work and life quality and job satisfaction.
           Furthermore, Marriott International implements innovative strategies besides monitoring employees’ performance in flexible work arrangements, such as telecommunication and hot-desking. Evaluation tools, like productivity, operations, and satisfaction scores of customers, indicate the performance of the team members and the organisation as a whole (Goel, 2023). Marriott forecasts and interprets its data and applies feedback tactics to pinpoint patterns, overcome difficulties, and improve ways to deal with employees using strategies to match their needs.           Examples and cases of work of Marriott International, IHG, and Radisson professionals that demonstrate how they engage their employees and achieve effective teamwork in the hospitality industry are given (Ridwan, 2021). Hence, through simulation games, Marriott Hotel engages employees in virtual hotel activities to develop skills and, thus, teamwork. 
            "True Hospitality for Everyone", an IHG program, aims to make Hospitality available for everyone as the program places focus on inclusivity and diversity, thus creating a worldwide staff that will be supportive (Reeves & Whitaker, 2020). Think Planet by Radisson involves responsible environmental and stewardship activities for employees and corporations to build upon their engagement with sustainability. Marriott International and its other industry peers show their readiness for change and ability to foster a work culture with a supporting and fair atmosphere. During this time, innovations have a primary role in achieving outstanding sustainability for the management of employees across all work modes. The examples provided further help us to see that this approach is all about preventive leadership, staff involvement and ongoing improvement, which are crucial for the success of the hospitality sector (Diamantidis & Chatzoglou, 2019).
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              To overcome the employee performance management challenges arising from the diversity of work modes within the hospitality industry, Marriott International can devise alternate solutions, which include research-based counselling. The industry representatives can also share their experiences and knowledge in this respect. To begin with, Marriott can invest in a technologically advancing infrastructure that will enable remote work and support employee monitoring using all digital tools. By offering employees the same uninterrupted tools and means for virtual teamwork and data exchange, Marriott can easily manage the situation and smoothly integrate the employees distributed across multiple work modes.
            Furthermore, training programs must be developed and implemented to enable managers to monitor and manage remote employees, as they must manage their teams remotely (Zwikael & Meredith, 2019). A training model that aspirates leadership, communication, and performance assessment as its core element would enable managers to surmount the task of distance and manage accountability among employees (Andersen & Nielsen, 2020). Additionally, Marriot can consider introducing performance incentives and recognition programs to develop the spirit of motivation among the staffers and reinforce exhibited behaviours across diverse work modes. Through bonuses acknowledging individuality and teamwork efforts, Marriott's culture of excellence, employee engagement, and satisfaction can be maintained.
            Alongside this, Marriott should also offer varied options for working arrangements, such as remote work and flexible schedules to comply with employees' preferences and lifestyles. The extended options covering flexible timing, telecommuting and job sharing create an ecosystem where the employees find contentment and a good balance between work and life and, in a big way, improve their performance and retention rates (Tamunomiebi & Oyibo, 2020). The opportunities of data analytics and the staff feedback platforms will reinforce the HR team to constantly monitor and assess the performance management practices across different work modes to develop better strategies (Beuren et al., 2022). By accumulating and analysing performance data and gathering employee feedback, Marriott will be able to spot bottlenecks and areas for improvement and will thus base their decisions on data-driven information to optimise the organisation's performance and increase employee satisfaction.
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           The study results of the worker performance management establish that socio-economic factors and different ways of working within Marriott International and the hospitality industry must be considered. There are rugged politics that HR managers need to learn. The involved politics are induced by the fluctuation of the economic system, changing the social setup, and technical improvements in the workforce (Daniel, 2019). Through recognition and addressing social-economic matters, Marriott can develop strategies that target employees' work mode to guarantee amiable and conducive working environments. Thus, by putting money into the technology infrastructure and training programs, Marriott can adapt to the work-from-home style and promote employee communication.
             Besides that, performance management system design may be set according to company targets and employees’ expectations, which leads to the development of an accountability culture and continuous improvement of Marriott’s broad spectrum of workers. Flexibility and autonomy in work arrangements allow employees to choose according to their demands and desires (Susanto et al., 2023). However, Marriott Hotels still reports high productivity and service quality. 
             The study results conclude with recommendations that include actionable suggestions for improving employee tracking and management practices in Marriott International and the hospitality profession in general. 
             Such strategies include investing in technology, training managers, launching incentives, including performance-based ones, promoting flexibility, and leveraging data analytics appraisals to ensure knowledge and development and enhance organisational achievements. Social-economic factors are essential in employee performance management (Sopiah et al., 2020). They must enable HR managers to keep up with the changing workforce environment and ensure high competitiveness. By putting the suggestions into action, Marriott’s manager can increase employee satisfaction, productivity, and the organisation's success since the hospitality industry is now and again a dynamic and diverse field.
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