


[image: ]



“Project Proposal Title - Analyse the impacts of socio-economic force on employees’ performance management and monitoring in different work modes: Hospitality HR’s perspective”
Personnel Resourcing and Development
BMIH5005



Lecturer’s Name: Jemma Smith
Student Name: Viorica Cornelia Lacatas
Student ID: 2117500


Table of Contents
Introduction	3
Discussion/Literature	4
Summary of Existing Research	4
Strategies for Promoting Work-Life Balance	5
Examples from Marriott International	5
Potential Solutions	6
Evaluation and Conclusion	8
References	10



[bookmark: _Toc164528534]Introduction
The hospitality sector has gone through the broadest changes around work conditions since socio-economic factors and the deployment of Information Technology have grown in scope. In this case, Marriott International can be taken as a worthy focus to comprehensively assess the impacts of these changes on the frontline worker's performance management. Marriott, being among the world’s biggest hotel chains, has in its portfolio a range of brands for different market type segments, and it is, therefore, among those competitors who apply the latest standards of innovation as well as adaptation.
Last decade, in particular, the hospitality industry experienced an enormous transformation in work-driven mechanisms. The virtual workplace has risen to replace the classical office setup, with hybrid work arrangements, irregular schedules and work-from-home prevalence becoming the prevailing trends as dictated by the changing sociological and economic trends and widespread access to and usage of digital platforms (Raval, 2020). First, these alterations have transformed, and as a matter of fact, they had the thing where the office environment did not have boundaries between physical and virtual spaces anymore. Additionally, it turns out that in this scenario, the issues which concern employee performance management and the new styles of work become very important.
Firstly, the idea is formulated to overcome the challenges and may bring opportunities which Marriott International will be facing through the different work modes. Distinct socio-economic factors that are closely related to employee monitoring and management practises are being unveiled as key prerequisites for organisations to inculcate and sustain high levels of efficiency. The central concerns encompassing the viability of performance appraisal systems in remote work settings, the sustenance of team spirit and cooperation through virtual workspaces, and the demarcation between employee productivity improvement and employee burnout in flexible working environments are to be unravelled here.
Moreover, the plan takes into account that not a single socio-economic force determines the contemporary work environment and acknowledges that the complexity of the situation must be treated holistically. Disastrous consequences of economic shifts, demographic changes and technological disruption interfere with management mechanisms thus individuals should have an idea of the impact of these on an HR function (Vahdat, 2022). The researcher has tried to get at them through the mind of Marriott International. This approach is meant to give recommendations for grazing the complex webs of modern workplace situations.
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Socio-economic forces and their influence on employee performance management in different modes of work attracted the attention of science and became a cutting-edge issue for community research. Research has been carried out on this relationship from all sides, and in doing so, this has revealed the problems and conditions for the adaptation of organisations to a work environment influenced by many changes. (Management organization review, 2022-04,Vol.18 (2),p 216-222).
Socio-Economic Factors and Performance Management
Research shows us that socio-economic elements such as economic variables, demographic changes and technological advances shrink the number of ways employee performance management can be controlled. In case of economic recession, it is hard for the employees to reach the established objectives, because of the high pressure of the business. Likewise, the fluctuations in the demographics, such as the ageing of the workforce, affect the performance appraisal approaches that employers have to consider (Venne and Hannay, 2018). In addition, technological breakthroughs provide the software with new monitoring and assessment modalities that generate results. These determinants cumulatively lend the impression of the changing interconnections between the socio-economics and organising performance management.
Remote Work Policies and Performance Tracking Arrangements
The pickup pace of the remote work setup that the COVID-19 pandemic has brought across industries, including the hospitality sector, is alarming. Research reveals that output from distance work is on par with the standard work all along the line. Remote worker policies adopted at Marriott International, e.g. flexible hours and virtual discussions, have faced serious criticism from both the practice and academia (Goh and Baum, 2021).  The author of this article considers their effects on employee engagement specifically, while the level of their influence on workers' performance is seen as a crucial item to debate in this field.
Digital Tools for Performance Management
The general of the organisations is significantly pronounced by the use of digital technology which those have tried and as it current about performance management turned across the organisations. Marriott International using a range of digital tools including performance dashboards, feedback platforms and employee monitoring software is one of the applications of digital management of employee performance enabling across various work modes (Turban, Pollard, and Wood, 2018). The effectiveness of these tools as a performance indicator, to be used by goal setting and on-time feedback to employees has been a subject of research so far. By intelligent application of digital tools, Marriott International position itself better to exercise control over basic measurements in the context of a shifting workplace environment.
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Finding a good balance between work time and personal life is the key to ensuring positive mental health states of people and a stable level of productivity. This is what work-life balance means to Marriot International. They have set up multiple flexibility options (concerning working day/time), they have involved telecommuting, and they have initiated a series of wellness initiatives. Studies have evaluated in detail the consequences of those activities on employee morale, job tenure, and other forms of corporate performance. The Marriott International leadership seeks to achieve this through emphasising work-life balance strategies (He, Morrison, and Zhang, 2019). Marriott International creates such an environment where coworkers have a family-like connection, they work together tirelessly and are the reason for the company being a leader in the market.
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Leading the way in the creation of ingenious tactics to oversee and control the staff in the age of multiple work patterns is ensured by Marriott International, a renowned hotel group. Examples of initiatives undertaken by Marriott include: Examples of initiatives undertaken by Marriott include:
1.Remote Work Policies: When Marriott International found itself in a situation of crisis posed by the COVID-19 pandemic, it was quick to develop remote workforce policies and ensure that both the employees of the company and the wider community were protected and safe. Flexible working hours and teleworking alternatives were provided, which allowed employees working at different times and places to get better deals. It has now been proven that these policies played a great role and resulted in increased employee satisfaction and productivity among remote-working workers, who, paradoxically,continue to face challenges. (Australian education researcher,2023-04, Vol.50(2),p.519-536) .
2. Digital Performance Tracking: Marriott International has been able to allocate enough capital to digital devices for output measurement and acclamation which enables supervisors to evaluate the progress of their employees and give instant feedback. Data analytics usage permits the establishment to recognise areas requiring attention and to honour more proficient employees. Research against this points out the fact that such digital tools are very useful in strengthening these two organisational issues, transparency and accountability. Through technology utilisation, Marriott promotes a culture of continuous enhancement of the employees (Belcourt et al., 2022). In turn, the staff are empowered to strive for the best outcomes and the organisation gets to thrive in a dynamic world.
3. Wellness Programmes: Marriott International has managed by adopting comprehensive wellness programmes to protect the employees’ well-being. The programmes also include mental health resources, fitness incentives and workshops on work-life balance (Joshi, 2022). Research confirms how healthy living programmes are a win-win as they influence employee engagement, retention rates, and job satisfaction positively. Through employee wellness enhancement, Marriott International creates a caring workplace environment that apart from attracting super talent also nurtures a workforce that forces through challenges and has the resilience and the commitment for the success of the organisation
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To address challenges related to employee performance management in different work modes, Marriott International can consider the following potential solutions:
1. Leveraging Technology: Marriott has to apply technology to improve virtual cooperation and communication for distant teams. Implementing advanced video conferencing tools, project management software, and collaboration platforms would make it possible to provide smooth discussion and coordination to the team that is situated worldwide (Stone et al., 2018).
2. Redesigning Performance Evaluation Frameworks: Marriott can enrich evaluation processes to be in harmony with a variety of work organisations. This could involve adapting performance metrics, combining qualitative and quantitative assessments, and providing managers’ training for them to be able to conduct virtual performance reviews well. Through the customisation of evaluation criteria to guarantee fairness and accuracy in the remote/hybrid work arrangements, Marriott guarantees the consistent performance of its employees. Moreover, Marriott empowers managers with the ability and the instruments to conduct virtual performance reviews which promotes high performance in virtual workspaces. It is this strategic approach that enhances the sense of accountability among the staff members and paves the way for employees to power through changing dynamics of the workplace within the organisation.
3. Fostering a Culture of Trust and Accountability: Building a culture of trust and accountability is essential for any organisation to excel and thrive in a multimode working environment. Transparency, open communication, and mutual respect among staff and managers can be also created by Marriott (Ingram, 2020).  The promotion of autonomy, empowerment and recognition creates a sense of responsibility and dedication even in a work-from-home setup. By emphasising trust and accountability, Marriott creates an environment where employees feel appreciated, engaged and encouraged to be in their best form to boost profitability and a friendly workplace culture that motivates growth and innovation.
Marriott International can provide customised solutions to maximise performance management and subsequently, organisational growth in a dynamic and ever-evolving work setting.
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Main Findings and Implications
This research proposal has provided recent material and essential points showing how socio-economic factors affect employee performance management, more so in different working modes, especially within Marriott International. It was noted that the socio-economic factors, such as economic conditions, demographic change, and technological development were precisely found to have a considerable impact on the performance management processes. Furthermore, the implementation of distant work policy, digital tools for tracking performance, and strategies for the incorporation of work-life balance have redefined conventional approaches for the management of employee performance that were in place.
The implication of Research findings for the HR strategy of Marriott International is seismic. It is grasping that the organisation would need to change the performance management practises to match emerging work modes as well as ever-changing socio-economic dynamics. It requires an approach that allows for flexibility, is innovative, and is centred on workers who are employee-centric.
Recommendations
Based on the research findings, several actionable recommendations are proposed for Marriott International to enhance its approach to employee performance management:
Invest in Training and Development Programmes: Marriott International is recommended to generate and implement essential training and development resources that will give the workforce the necessary skills and behaviour to adapt to diverse work modes (Čelić, Milićević, and Đorđević, 2021). This involves the training of the employees on the best practices of remote work, e-collaboration software and performance appraisal systems customised to the remote environment.
Enhance Communication Channels: Effective communication is crucial, especially in remote and hybrid work settings for a team's success (de Souza Santos and Ralph, 2022), To get Marriott International effectively through communication channels to achieve the employee's and managers' easy communication and cooperation. This may take the form of collaboration with digital platforms, planning regular virtual meetings, and giving access to forums for people to unblock and give comments.
Foster a Supportive Work Environment: Fostering a healthy work setting that enhances employees' well-being and devotion is the most significant thing that must be done. Mariott International has to be wary about programmes that bring about an atmosphere of trust, inclusivity as well as support. These supports cover the job-life balance, stress-management programmes, and mental health resources.?
Conclusion
In conclusion, the proposed research would provide useful information and explanation for Marriot International's HR strategies that handle conflicts in the modern world of work. Through the exploration of the dynamics of socio-economic impact, employment methods, and performance management styles, Marriott International can improve its employees' overall performance, strengthen its competitive advantage, and keep its leadership status in the hospitality sector.
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