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Analyse the impacts of socio-economic forces on employees’ performance management and monitoring in different work modes: Hospitality HR’s perspective
Background
Socioeconomic forces like employee education, job security, and income potential are important factors in hotel organisations since they influence how human resources (HR) manages and monitors employee performance. Popkova (2022) explains that the socioeconomic factors require HR to align its practices with employee needs for improved organisational productivity. The alignment can guarantee effective employee performance management and monitoring, which can drive the organisation to its objectives and improve employee performance and development. Notably, Miah and Hafid (2019) observe that the success of a hotel in the hospitality industry is determined by the ability of its HR to effectively promote employee performance management by creating a culture that values employee development and customer satisfaction. However, the employee monitoring and management measures are sometimes challenging to implement due to unfavourable socioeconomic forces (Evans, 2019). Such socioeconomic forces may compel employees to lose commitment to HR practices like employee development programs, which increases the risk of failure in a hotel dependent on continuous skill development (Popkova, 2022). Therefore, the HR should adequately understand the influence of socioeconomic forces on employee performance management to ensure success in the hospitality industry. 
The proposal is based on Marriot Hotel, an international hotel brand that prioritises its employees’ well-being and development to achieve significant success. The hotel was founded in 1984 and operates under the slogan, “people first.” The slogan defines its corporate culture by allowing it to prioritise its associates so that they can return the favour and take care of the hotel’s customers. Marriot Hotel brand has over 8000 properties worldwide and employs over 377000 people (Marriot International, 2024). The organisation has implemented various measures to improve its employee monitoring and performance management effectively. They include implementing employee development measures, rewards and benefits, and a suitable environment for employee engagement. Patiar and Wang (2020) observe that such programs enable employees to maintain productivity and ensure customer satisfaction, which is important for the success of the organisation. 
Despite its strategies of achieving positive employee performance management, the success of its efforts depends primarily on socioeconomic factors within the context of employees. As a result, the proposal will examine the impacts of socioeconomic factors like education, social status, income potential, and occupation on employee performance management issues such as development, productivity, and reward structure. It will also examine the impact of the socioeconomic factors in managing and monitoring employees in different work modes, like hybrid work mode, office work arrangement, flexi work mode. 
Literature
Impact on employee performance management
Performance management is an integral tool that enables HR to create suitable work environments for employees to achieve their work objectives and develop professionally (Evans, 2019). In this case, socioeconomic factors like education enhance employee performance management due to the availability of necessary skills for the organisational tasks involved. For instance, Yoopetch, Nimsai and Kongarchapatara (2021) investigated the influence of employee learning and knowledge base on the growth of human resources within the hospitality industry. They found that employee creativity, job satisfaction, and performance increased in organisations which promoted employee development programs. Managing well-trained employees is easier since they can effectively perform their duties based on organisational goals. Marriot Hotel has also established apprenticeship programs to facilitate employee training and maintain the supply of skilled individuals to the organisation’s employee base. Marriot Bonvoy (2024) illustrates that the training programs cover areas such as room cleaning, maintenance, bartending, and record keeping. Thus, the accumulation of well-trained employees enables the organisation to effectively clarify responsibilities and align employee performance with job expectations.
Besides, income level also influences employee performance management, such that employees who receive maximum benefits, bonuses, and good salaries tend to strive for improved performance and good customer impression in the hospitality industry (Phuong & Tran, 2020). Rewarding employee performance with good benefits and bonuses influences positive behaviours, attitudes, and commitment to their responsibility within the organisation. According to a study by Koo et al. (2020), emotional and material rewards influence positive employee performance, commitment, and job satisfaction within the hospitality industry. They increase employees’ commitment to achieving significant milestones to receive the benefits. 
Kim and Jang (2020) concur with the above findings based on their study on the impacts of compensation on restaurant employee performance. Their finding indicates a growth in restaurant revenue due to increased productivity and performance. These rewards and compensation improve the financial security of the employees, allowing them to focus on their roles in the hotel industry (Phuong & Tran, 2020). For example, Marriot Hotel has established huge employee benefits and bonuses, maintaining employee productivity and organisational commitment. The reward structure consists of paid family and medical leave, including discounts on food (20%) and shopping in its stores (30%) (Kanner, 2023). Similarly, employees with good jobs or those with higher ranks in the organisation have a higher job satisfaction due to the many benefits and good salaries, which guarantee financial security (Koo et al., 2020). This enables the employees to increase job engagement and achieve positive performance. Therefore, hotels should implement a competitive rewards structure to enhance employee productivity and make it easy for HR to manage their performance effectively. 
Finally, job security also influences employee job satisfaction and performance management. Etehadi and Karatepe (2019) observe that hotels that guarantee job security for employees usually register high retention rates, improved productivity, and success in managing the performance of employees. It enables employees to develop positive relationships and attitudes towards the management since they have confidence that the organisation values their skills. For instance, in their study on the impacts of job insecurity on employees' job performance, Darvishmotevali and Ali (2020) found that job insecurity negatively affects employee performance. It reduces employees' psychological capital, making it challenging to maintain self-efficiency and plan their future goals effectively. 
Managing the performance of such employees is challenging due to partial commitment to the organisation for fear of potential layoffs. Karatepe, Rezapouraghdam and Hassannia (2020) explain that job insecurity causes stress and depression among employees, especially if the job is their only source of income. Notably, Marriot Hotel invests heavily in its employee training and development through the apprenticeship program and maintains a positive work environment, improving employee retention rates (Marriot Bonvoy, 2024). It enables it to guarantee job security for its employees, including prioritising individuals who have gone through its apprenticeship program. Therefore, guaranteed job security improves employee retention rates and productivity, which are reflected in a smooth performance management process.
Impact on different work modes
The socioeconomic factors also influence the monitoring and management of employees across different work modes. For instance, employee training and development programs enhance the management of employees in hybrid work modes. Gratton (2022) observes that the hybrid work model is highly flexible and allows employees to work remotely or in the office. In this case, training employees to work remotely and in-office enhances their productivity and improves the ability of the organisation to monitor and manage their activities effectively. According to Hajal (2022), working remotely is beneficial due to improved productivity and well-being of the employees. The employees are often satisfied with the flexible work arrangement since it allows them to schedule their own working hours and maintain a healthy work-life balance (Al-Omari et al., 2020). This makes it easy for the employees to align their activities with the organisational strategy and objectives, enabling the HR to monitor and manage employee activities effectively. 
Marriot Hotel has a few job options that allow hybrid work arrangements, such as marketing, property support services specialist, and senior accountant executive positions (Segundo, 2023). The hotel monitors employees working remotely through cyber-surveillance software installed in its global intranet. The technology allows the HR to remotely monitor employees' computer activity to ascertain the alignment of their activities with the assigned tasks (Segundo, 2023). Therefore, training on remote work is necessary for effective employee performance, monitoring, and management. 
Consequently, income levels also influence employee monitoring and management in an office work arrangement in the hospitality industry. Employees working in offices must commute daily, hence the need for good income levels to maintain commitment and job satisfaction, which are necessary for the smooth monitoring and management of employees. For instance, Koo et al. (2020) illustrate that rewards and compensations increase employee motivation and productivity due to job security. In this case, giving hotel employees working in offices transport benefits and discounted meals increases their satisfaction and productivity. For example, Kanner (2023) illustrates that Marriot Hotel offers its employees discounts on food (20%) and shopping in its stores (30%). These rewards motivate employees to perform beyond expectations while giving HR an easy time monitoring and managing them. Besides, the organisation uses a human capital management (HCM) system to monitor its employees. Chan, Hogaboam, and Cao (2022) explain that the system is powered by artificial intelligence (AI), which allows it to monitor and manage employee activities effectively, like forecasting labour demand and managing performance-based rewards. 
Finally, job security influences flexible work modes by enabling employees to choose working hours without concerns about job losses. Employees are often concerned about job security and must prioritise compliance with organisational schedules to avoid harsh repercussions that may include being retrenched. Kelliher and Menezes (2021) observe that a flexible work mode increases the risk of such repercussions since it allows employees to choose convenient working hours as long as they are within the required schedules. Due to the job insecurity risks, the HR can effectively monitor and manage employees under the flexible work mode and ensure improved productivity and performance (Kelliher & Menezes, 2021). In this case, Marriot Hotel monitors its employees in this work arrangement by watching them and reviewing their work progress regularly. This ensures that employees adhere to the work schedules and perform their tasks appropriately.
Conclusion
The management and monitoring of employee performance by the HR department across hotel organisations are determined by socioeconomic factors, like employee education, income, and job security. Aligning HR practices to improve the socioeconomic factors can guarantee effective management and monitoring of employee performance. For instance, Marriot Hotel has implemented various measures to improve its employee monitoring and performance management effectively. They include employee development measures, rewards and benefits, and a suitable environment for employee engagement. Notably, researchers found that organisations that emphasise employee education enjoy smooth employee management processes since the employees are skilled and competent to align their activities with the organisation's strategies. Besides, higher income potential positively influences employee performance management by motivating them to maintain productivity. Good salaries and compensation enhance employee engagement and job satisfaction, ensuring effective employee management. Additionally, job security is a crucial determinant of effective employee performance management, since it influences employee commitment to the organisational strategy and values. 
Consequently, the socioeconomic factors also influence employee management and monitoring in different work contexts. For instance, well-trained employees can effectively work in hybrid work models due to their excellent skillset and commitment to performing their duties remotely or within the office. Managing and monitoring such employees is easier since the hybrid work model enables them to schedule their duties appropriately and maintain a healthy work-life balance. Increased income levels also motivate employees working in office settings to maintain productivity and ensure alignment with organisational strategy. Finally, guaranteed job security ensures productivity and commitment among employees working in flexible work mode. Therefore, Marriot Hotel effectively manages and monitors its employees' performance through cyber surveillance, HCM, and regular monitoring in the hybrid, in-office, and flexible work arrangements, respectively. 
Recommendations
· Marriot Hotel should consistently increase employee rewards and compensation to motivate employee productivity and commitment to the organisation and improve its ability to attract top talent.
· The hotel should also establish regular and mandatory employee development programs to enhance the accumulation of necessary skills that can effectively be managed due to alignment with organisational strategies.
· The hotel should guarantee job security for employees to reduce job-related uncertainties, which make employees lose commitment to the organisation.
· The hotel should fully implement AI into its HR management to improve the process of monitoring and managing employee performance. 
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