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The competitive landscape of the business sector is posing multiple threats and barriers to employees with the changing dynamics of business organisations and the trends of the market. However, the social and economic forces in the market segment are directly impacting the employees' performance management and monitoring systems within the hospitality industry. The working conditions differ under multiple work modes (Ali and Anwar, 2021).  Within the global economy, the challenges are increasing due to the growing concerns of socio-economic factors. In order to improve the existing performance of the companies by enhancing their productivity rates, employee engagement and performance management play a vital role. 
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The aim of the entire research is dependent on analysing the impact of socio-economic factors on the employee performance management and monitoring system within different work modes at Marriott International. 
The objectives of the research are outlined below,
· To identify multiple external environmental factors of the hospitality industry that impact the organisational effectiveness.
· To evaluate the importance and contributions of employee engagement and performance management systems. 
· To analyse the existing employee performance management strategies at Mariott International.
· To recommend strategies to improve employee performance management processes at Mariott by considering the socio-economic factors.  
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J Willard Marriott and Alice Marriott founded Mariott International as an American multinational company operating, franchising and licensing hotels, timeshare properties and residential properties worldwide. Since 1993, when Marriott Corporation was split into two companies, Host Marriott Corporation and Marriott International, the company has been excelling in its market position, competitive advantages, and, most importantly, the ability of the company to sustain a competitive edge for its employee base into the overly competitive hotel industry globally (Dziuba et al., 2020). The HRM functions of Marriott International, including people, talent, and performance management, are strategising the firm's competitive position within the market segment.  
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Irrespective of the competitive edge of Marriott through utilising its internal resources, it can be easily highlighted that there are certain work modes under which multiple socio-economic factors directly impact the performance management and monitoring system of the company. According to the industry and market trends, it is identified that the primary socio-economic issues are highlighted to be the leadership approach, work-life balance, social support, independence, social responsibility, job security and inflation and unemployment rates, which are impacting the existing practices of Marriott in employee performance management systems (Kurdi and Alshurideh, 2020). Therefore, the study explores these socio-economic factors to suggest strategies to improve the existing employee performance management and monitoring systems within the organisation.   
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The best interest of any hotel resides with the human capital and the stakeholders of the hotel to ensure that its competitive and leadership position is well maintained within the market segment. Therefore, being a customer-centric business, hotels are required to pay more attention to human capital, i.e., employees, to improve customer satisfaction (Narayanamurthy and Tortorella, 2021). 
From the understanding of socioeconomic factors, some of the primary social factors that directly impact the performance management system are the leadership approach, work-life balance, social support, independence, social responsibility, and job security. The employees are influenced by the leadership and motivation approach to a great extent since the leaders are the primary employers who ensure that the employees' well-being is effectively met (Paais and Pattiruhu, 2020). The organisation's interest is protected without compromising the employees' interests. Therefore, if the leaders are not supportive and flexible towards the employees, then the demotivation may lead to a complete wipeout of the performance and productivity levels of the employees. Additionally, social support and the work-life balance for the employees play a huge role towards the performance levels of the organisation by encouraging employee involvement in business decisions and improving their productivity levels without compromising on their work-life balance (Phuong and Tran, 2020). Job security and social responsibility of the organisation are entirely associated with the responsibilities of the company towards ensuring an effective management system of the company in encouraging and fostering a positive work culture where employees feel valued and recognised for their contributions to the organisational structure (Peng et al., 2020). 
The three primary economic factors influencing the employee performance management system are interest rates, inflation rates, and unemployment rates. The interest rates are high, and it impacts the support provided by the shareholders and investors as funds for managers to use in managing people and talent. Therefore, with higher inflation rates, the organisation can not access sufficient funds due to a lack of funds availability (Tu et al., 2021). Additionally, the fluctuating inflation rates of multiple market segments where hotels operate can impact the economic stability of employees and employers and impact the motive of the company to manage performance. Lastly, the unemployment rate is another economic factor of the market segment, which directly impacts employee performance management because of its influence on the organisation and its employees (Vo-Thanh et al., 2020). The unemployment rate of the nation increases job insecurity among employees, which eventually increases employee attrition rates and reduces their performance and productivity levels. Managers of organisations fail to conduct a justified performance management system under such circumstances.     
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The market size of the global travel and hotel industry stood at $3953 billion in 2021, which shows the growth of the industry that can be encouraged through the Asia Pacific market contribution of 42% of the global hospitality industry. In the three consecutive years of 2019, 2020, and 2021, the number of global tourists reached 415 million from 400 million in 2020. In 2022, the UK hospitality industry market size was estimated to be 16.82 billion pounds. Based on these statistics, the organisational growth and employability of the performance management system can be considered a crucial factor (Batchenko et al., 2023). This can directly impact the market segment and the employee attrition rates more. In the UK hospitality industry in 2022, the staff turnover rate stood at 5.7%, with the highest rate in 2022 being detected to be 6.4%. The fluctuation in the market segment is essentially fluctuating the overall experience of employee performance management systems for the employers and also changing the demand dynamics of the consumers about the hospitality services. In this case, the employee's hours worked in 2022 were up by 17.3% in 2021 and up by 449.2% in 2020 (Liu-Lastres et al., 2023). 
However, in the UK hospitality industry, the staff retention levels are highlighted to be as up as 70%, which indicates that the hotels are evaluating new avenues to create better performance and talent management strategies that can create a massive change within the organisational structure to ensure the objective of organisation effectiveness is achieved at all costs. The average employee turnover rate within Marriott International is estimated to be 30%, which indicates that the organisation's competency to create an effective retention strategy is working effectively. Still, the organisation is required to associate with new techniques to ensure that the performance and talent management systems of the company. Marriott International is required to improve its existing performance by creating new recruitment, training, and retention strategies for its employee base so that the job satisfaction rate is enhanced and clear communication regarding the performance expectations of the organisation is maintained with the employees.          
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Within the UK hotel industry, multiple work modes are optimised to enhance employee productivity levels and create effectiveness for the organisation at the same time (Hopkins and Bardoel, 2023). In order to improve the existing performance and productivity levels of the employees, the hotel industry-based companies or hotels are introducing new work modes because the COVID-19 pandemic has encouraged new work modes to be incorporated within the hotels to enhance the efficiency and productivity levels of the professionals. According to the research conducted by Microsoft, over 52% of people and professionals are considering switching to either fully remote or hybrid companies in the next year (Batchenko et al., 2023). These findings induce the idea that employees, irrespective of industry, are looking forward to gaining the opportunity to work in a flexible or hybrid work mode to ensure work-life balance stability in both professional and personal life and create a satisfying level of encouragement among employees. Therefore, the most common types of work modes within the hospitality industry are hybrid work, mandatory office arrangement work, complete remote work, and flexible office hours (Krajčík et al., 2023). 
Multiple big companies are applying the hybrid work mode to ensure that the emergence of new market trends is encouraging employees to look for overall performance enhancement criteria. The hotels are allowing the hybrid work mode to be taken by the employees to ensure that the employees are not burnout from overtiming regularly and get appropriate time to manage their personal affairs and maintain their health and well-being to offer 100% of their energy each day (Naqshbandi et al., 2023). 
Flexi shift is another work mode established within the hospitality and hotel industry. It encourages employees to maintain their work-life balance accurately by managing their professional and personal lives and engagements side-by-side. Flexible shifts allow employees to take remote work options from time to time but do not make them easily and regularly accessible (Smite et al., 2023). 
The most common work mode is highlighted to be the mandatory office work mode, where the employees must go down to the hotel premises or offices each day based on their employment arrangements to ensure that organisational efficiency and productivity are not reduced under any circumstances. However, this work mode might attract more employees to be impacted by external socio-economic factors (Smite et al., 2023). 
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Marriott has always reflected on its ability to take care of its employees more effectively through the implications of multiple strategies and techniques where the performance management system is highlighted as a crucial element. The human resource practices at Marriott are striving for a good work-life balance for employees because the competitive pay packages rapidly and continuously encourage the employees to improve their productivity, performance, and efficiency levels within their responsibilities and tasks (Verma et al., 2023). The recruitment and selection process considered by Marriott offers a critical and clear understanding of the organisational requirements and the talent required for the vacant positions individually. 
After recruitment, the employees are not confused regarding their responsibilities and roles. Additionally, entry-level and managerial employees are required to create an effective training and development program so that sufficient resources, support, and assistance are provided to them based on their individual expertise, knowledge, roles, responsibilities, and duties (Naqshbandi et al., 2023). The training and development programs also ensure the effective application of monitoring strategies so that the employee's progress is observed as required to offer feedback on improvement. The performance management at Marriott is encouraged through the 360-degree feedback system to manage the human resources and their performance levels more effectively.
[bookmark: _Toc159602777]Evaluation and Conclusion 
The entire paper was focused on evaluating and analysing the impact of socio-economic factors on Marriott International's performance management and monitoring system under multiple work modes. While evaluating the socio-economic factors, it has been highlighted and identified in the paper that the organisational leadership approach, social support, social responsibility, work-life balance and job security re the primary social factors and inflation rate, unemployment rate, and interest rates are the economic factors which can influence the organisational performance management system by indirectly influencing the employees within the hospitality industry. From the perception of different work modes, it can be highlighted that hybrid work mode, mandatory office work mode, and flexible office shift work mode are the most commonly used and emergent work modes existent within the hospitality industry. On the other hand, remote work is not the most appropriate and common work mode within the hospitality industry due to the organisations being entirely driven by a customer-oriented approach to work. While indicating towards the customer services, the human resources of the individual hotels are required to be present on the hotel premises to cater to the customers. From this perspective, it can recommended to Marriott International that the implication of hybrid work mode can be extremely useful and motivating for the employees that can improve their existing performance, productivity, and efficiency levels. This way, the organisation can also optimise the 360-degree feedback system more effectively for its monitoring and performance management systems under different work modes.
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