BMIH5005
Personnel Resourcing and Development


Student Name: Faruque Ahmed
Student ID:2235171
Module Lead: Helen Lee





















Analyzing The Socio-Economic Force on Employee Performance Management and Monitoring in Different Work Modes: Marriott Hospitality HR Perspective

The Marriott International Hotels Group operates in 133 states and territories under 30 different brands. Over 7000 properties are owned by them globally (Marriott, 2024). They are committed to promoting diversity and inclusion via its fundamental principles and strategic objectives. The organization also is inclined to care about employees and their health which are preponderant values of the culture. To this extent, the training and development is one of the many strategies that empower its entire workforce. The significance should always be to keep people or employees first, and it is again assumed that an associate’s caring has a leading role in improving the customer service. This organization values quality through its vision statement ‘good food and good service at a reasonable price’ (Jenifer, 2024).
The challenges facing the hospitality industry are high demand for flexibility, high employee burnout, and also socio-economic inequalities. To solve these challenges, Marriott International should consider various work modalities including hybrid workplace, office work arrangements, and flexible work modes. Articulate rules and efficient communication are important to solving issues of team cohesion and task coordination. A flexible hours work schedule or compressed workweek may improve employee satisfaction and productivity, but the scheduling of coverage during peak hours should be planned carefully (Akhtar et. al., 2011). The performance management process is essential for assessing performance in different work environments, and frequent communication and feedback are necessary to keep the employee motivated. Managerial training is also required for effective implementation. Socioeconomic factors, including salaries and benefits, also contribute to the happiness of employees for retention. The availability of technology and cultural aspects sometimes play an even more important role in effective remote or hybrid work arrangements (Saleem et al., 2011). In essence, Marriott International is seeking innovative ways of working to meet employee needs, enhance efficiency, and respond to the dynamic work environment.
According to statistical analysis, all employee performance dimensions are over 3, and the average employee performance score is 4.03, or 80.6%, overall (Alon, 2019). This indicates that using self-ratings to evaluate employee performance, as done at Marriott International hotels, is a highly successful technique. In this research, we want to investigate six aspects of the link between worker performance and the outcomes of various training programs that Marriott hotels have put in place. In this situation, the elements that need to be addressed are knowledge, abilities, attitudes, speed, and efficiency. Using a five-point rating system, this research demonstrated how successful all employee performance components are at the self-evaluation level. These results are consistent with other publications published at various times. Marriott staff are highly engaged and productive, which results in fewer guest complaints and a low employee turnover rate, according to data from Marriott Hotels' internal survey system (Sittig, 2016). One of the biggest hotel chains and a major employer is the Marriott Hotel. 85% of workers said the Marriott International hotel Hotel is a nice place to work, with strong staff output levels in terms of performance and productivity, according to Gibbons (2020). Its straightforward OEVP of pleasure and well-being includes one component that is thought to be crucial for guaranteeing improved worker productivity and performance.
Hence, in any organization ongoing training and development is essential because it allows for narrowing or bridging the gap between actual performance and desired performance (Bossche et al., 2010). Companies able to train all employees may perform better because training has capabilities of making changes in performances of workers. Certain factors employee training and development have been identified to promote employee self-determination, learning, skills advancement, positive attitudes for better organizational performance. Training is also an integral part of the quest to achieve competencies and excellence. As a result, companies spent millions of dollars in training activities and programs. However, different scholars performed a meta-analysis of empirical findings that posed significant questions concerning the monetary and organizational performance contribution. Researchers have also noted that training creates a motivated workforce, enhanced competencies and increased organizational performance.
The different types of training include job activities where workers engage in real work and learn specific tasks. Through this approach, employees are able to acquire skills and competencies relevant for specific roles; they can prepare themselves for change in an organization. These types of on-the-job training can be divided into job instructions, refresher training, coaching and mentoring, job rotation, apprenticeships and internship training (Neupane, 2015). The issues related to job instruction are job-related details while refresher training includes the latest organizational developments. Among other differences, the process of coaching and mentoring is focused on specific skills and goals while job rotation involves moving employees from one position to another in an organization. Apprenticeships merge the professional practice with technical training to create certified specialists. Internships are form of employment with a fixed duration for a prospective intern in an organization where they get skills and experiences.
How workers carry out their responsibilities and conduct themselves at work is referred to as employee performance. The company often sets performance goals for each worker to make sure it provides value, works well, and uses as little waste as possible. Work quality, effectiveness, and efficiency may be used to describe an employee's performance (Pradhan and Jena, 2016). Effective human resource management also includes managing employee performance via job performance evaluation and appraisal. It refers to the results of people's labor at work, such as sympathetic coworkers, interesting profiles, and noteworthy work (Karakas, 2010). The successful implementation of a system for performance management may significantly enhance the efficient use of human resources and foster corporate achievement.
Some administrative and corporate positions have been hybridized by Marriott International, which not only has increased employee happiness but has also increased productivity. Nevertheless, the guest-facing roles present challenges in the flexible models’ adoption (Stephen, 2010). Marriott invests heavily in technology through mobile apps and communication platforms that would enable remote work and performance monitoring. However, Marriott needs to manage local regulations, cultural norms, and socioeconomic differences to adopt various work modes in different countries and cultures. Hybrid work is a kind of combination between traditional methods like face-to-face observations and performance evaluations and the use of technology tools such as time-tracking software, project management apps, and monitoring communication. Technology is all-important for remote work, as technologies range from project management tools to communication platforms that feature activity tracking and performance dashboards. Flexi work centers on outcomes and deliverables as opposed to timetables.
To solve the mentioned problems, Marriott should provide clear guidelines and policies, invest in performance management training, apply technologies in terms of communication, collaboration as well as monitoring staff performance, create conditions appropriate for different socioeconomic employee groups localize its approach wherever it is possible (Hameed, 2011). It also involve employees through pilot programs to test feasibility determine which work modes worked best eventually the company needs following.
Marriott International Hotels utilizes an all-encompassing recruitment procedure that attracts people who are diverse and have skills to offer. Activities involve an online application, phone screening, interviews, references, or background checks. These candidates are evaluated based on their personality tests, situational judgment tests, and also for job-specific skill evaluations (Gunarathne, 2021). Phone calibration is a quick way to gather information about shortlisted candidates’ skills, compatibility for the position, and preferred compensation.
Other than the application process, checks on references and background that are meant to ensure that a candidate meets the standards of experience and performance are also involved in the process. Candidates who are hired receive the formal offer letter detailing the job description, compensation, and benefits package, while the onboarding process culmination in orientation (Friedman, 2012). The strategies that Morrison has formulated and which it is currently implementing include data-based HR planning, resolution succession planning, diversity and inclusion initiatives for campus recruitment and internal mobility, social media and online platforms as well as partnerships with talent acquisition agencies. Marriott’s hospitality businesses are the Marriot Bonvoy Ambassador Program, J.W. Marriott Leadership Center as well as the Marriott Women’s Business Council. Through proper planning, Marriott International can attract and develop talented individuals who can be employed in their business units and who are normally motivated enough to equally contribute towards the success of this firm (Pontefract, 2019). Precise information may differ due to the occupational setting, locality, and individual brands under Marriott International.
Employee retention has always been an important factor for organizational success, more so in the hospitality industry. The industry has dilemmas of keeping capable personnel, decreasing costs, and raising inspiration. Sustainable human resource practices may be put in place to help address employee issues and employment issues toward a positive attitude toward longer tenures. In the next decade, the hospitality sector is predicted to provide about 72 million jobs and this industry will contribute significantly to economic and social development (Workleap, 2024). One of the major functions that impact employee retention is human resource management; organizations that fail to pay attention to it risk losing competent and trained employees. HR practices, including compensation management, recruitment, training and development programs performance appraisal, and benefits administration stimulate employee growth in motivation and productivity. Employee retention is a global issue as the world’s rate of turnover tends to grow.
Currently, the hospitality industry is changing its focus to different working patterns including hybrid, remote, and flexible due to increased demand for flexibility and technologies (Velickovic, 2023). Yet the process is being complicated by socio-economic factors. Important factors to consider involve ensuring equity regarding wages, benefits, as well as other cultural expectations to avoid dissatisfaction between various work modes and places. Performance management plays a significant role in monitoring and evaluating performance without violating privacy guidelines. Technology integration should be used as a tool to foster communication, collaboration, and supervision while not being overly invasive. The adaptation should be done at the local level to consider work models to particular cultural standards and laws in various countries.
Suggestions for Marriott Hospitality include carrying pilot programs to test the implementation of various work modes, establishing clear guidelines and policies on each work mode, training managers how to administrate tele-coaching and evaluate feedback remotely through technology user-friendly or safe investment techniques, using data and analytics about employee demographics as well as skillset lapses to know team diversity demographic segments can In brief, introduction of diverse work modes in Marriott Hospitality involves subtle handling of socio-economic force variables together with technical aspect and a good forms of performance management practices (Johnston, 2012). Through the implementation of a data-driven, adaptive strategy as well as an investment in the development of employees and a culture focused on trust and communication, Marriott can establish a setting that ensures employee satisfaction, output levels, and productivity with change to address how workforce management took place in service organizations.
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