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Introduction and Background
Marriott International, Inc. is a well-known global hospitality firm managing a wide array of hotels and resorts worldwide. Operating in over 140 countries and territories, Marriott is celebrated for its dedication to delivering exceptional guest experiences and nurturing a positive workplace atmosphere (Wernick & Von Glinow, 2012). This proposal aims to explore the viability of integrating various work models within Marriott hotels, especially concerning the management of employee performance. The objective is to tackle existing challenges faced by Marriott and other players in the hospitality industry concerning how socio-economic factors impact the monitoring and management of employees across different work models. The hospitality sector, including Marriott, confronts distinctive hurdles in implementing diverse work models due to its reliance on direct guest interactions and on-site services (Hassanein & Özgit, 2022). Nonetheless, recent socio-economic shifts such as the COVID-19 pandemic, changes in workforce demographics, and evolving employee preferences have spurred hospitality firms to reassess their traditional work structures. Marriott and other industry players are increasingly examining hybrid work models, office-based arrangements, and flexible work setups to adapt to evolving conditions and cater to the varied needs of their workforce. For instance, hybrid work models may involve a blend of on-site and remote work, enabling employees to juggle work-life commitments while sustaining productivity. Office-based arrangements could encompass adjusted schedules or rotational shifts to optimize staffing and bolster operational efficiency. Conversely, flexible work setups afford employees more autonomy in selecting their work hours and locations, accommodating individual preferences, and fostering work-life balance. 
Impacts of Socio-Economic Factors on Employee Monitoring and Management
The proposed study aims to investigate how socio-economic factors, including economic conditions, technological advancements, and societal trends, impact the monitoring and management of employees in various work modes within Marriott and similar hospitality environments (C.G. Davidson et al., 2011). These factors can influence multiple aspects of performance management, such as communication methods, criteria for performance evaluation, feedback mechanisms, and opportunities for training (Ahmad et al., 2023). For example, economic downturns might require cost-cutting measures that affect staffing levels and workload distribution, resulting in adjustments to performance expectations and monitoring procedures (Gioko, 2021). Similarly, advancements in technology like digital communication tools and cloud-based platforms enable more efficient remote monitoring and performance tracking, but also pose challenges related to data security and employee privacy (Tyagi & Abraham, 2021). In essence, the proposed research will critically analyse how socio-economic dynamics intersect with different work modes in the hospitality sector, particularly focusing on employee performance management within Marriott establishments. By addressing these issues, the research aims to offer valuable insights and practical recommendations for enhancing human resources practices and improving employee outcomes in the constantly evolving hospitality industry.
Discussion and literature
In order to offer a thorough understanding of the subject and to set the proposed research on employee performance management within Marriott hotels in context, it is crucial to assess the existing literature and research findings in this area. Numerous studies have explored how global hotel chains, such as Marriott, oversee and supervise their employees across various work modes. The following will provide a synopsis of notable findings and background details pertaining to this subject.
Traditional Employee Monitoring Practices In the past, hospitality firms such as Marriott traditionally depended on conventional approaches to supervise employees, including direct oversight, assessing performance, and maintaining records manually. These approaches worked well in typical work settings where staff primarily worked on location and directly interacted with guests. (Siguaw & Enz, 1999)
Shift Towards Remote Work and Flexible Work Arrangements The rise of socio-economic influences like the COVID-19 pandemic, technological progress, and shifts in workforce demographics has hastened the acceptance of remote work and adaptable work setups in the hospitality sector. Marriott and other global hotel chains have progressively introduced hybrid work structures, enabling staff to work from a distance while staying connected with their colleagues and guests. (Marcus, 2023)
Challenges in Remote Employee Monitoring Although remote work provides flexibility and encourages a better work-life balance, it also brings about difficulties in monitoring and managing employee performance. Global hotel brands have had to allocate resources towards digital communication tools, performance monitoring software, and virtual training platforms to ensure efficient remote supervision and management of their staff. (Czech, 2021)
Technological Solutions for Employee Monitoring According to (Aloisi & De Stefano, 2022) the latest technological progressions, including artificial intelligence (AI), data analytics, and software for employee monitoring, have empowered global hotel brands to enhance the efficiency of monitoring employee performance across various work arrangements. These technologies enable real-time performance monitoring, automated feedback systems, and predictive analytics to pinpoint areas of improvement and boost employee productivity.
Examples of how selected international hotel brands, including Marriott, monitor employees in different work modes
Hybrid Work Modes Marriott employs a blend of digital communication tools, virtual collaboration platforms, and performance tracking software to oversee employees operating in hybrid work settings. Managers schedule routine virtual meetings, establish performance objectives, and deliver feedback to remote staff through video conferencing and messaging apps. (Kandampully et al., 2016)
Office Work Arrangements In traditional office setups, Marriott adopts rotating shifts and adjusted schedules to optimize staffing levels and guarantee sufficient coverage across various departments. Managers employ time-tracking software and attendance monitoring systems to monitor employee hours and attendance. (Mulvaney et al., 2007)
Flexible Work Modes Marriott provides flexible work options, enabling employees to select their preferred work hours and locations according to personal preferences and job demands. To assess performance in flexible work setups, Marriott operates task management platforms, productivity tracking software, and outcome-oriented performance metrics. (Snell et al., 2022)


Potential solutions to enhance employee monitoring and management in different work modes within Marriott and similar hospitality settings
Investment in Technology Marriott should continue investing in advanced technology solutions, such as AI-driven employee monitoring software, virtual training platforms, and data analytics tools, to enhance remote monitoring and performance management capabilities. 
Employee Training and Development. Marriott should emphasize employee training and development initiatives aimed at providing managers with the expertise and understanding required to proficiently oversee remote and hybrid teams. Training should concentrate on virtual leadership, communication tactics, and performance coaching methods. 
Clear Performance Expectations Marriott should set transparent performance standards and goals for employees operating in various modes, ensuring they align with the organization's objectives. Regular performance assessments and feedback sessions should be held to monitor progress and address any performance concerns promptly.
Promotion of Work-Life Balance Marriott should encourage a culture that prioritises work-life balance and employee well-being by providing flexible work options, mental health support, and wellness programs. These initiatives aim to assist employees in effectively balancing their personal and professional commitments. (Kemp, 2023)
Socio-economic Factors: A PESTLE Analysis
The hospitality sector is renowned for its ever-changing landscape, marked by varied work settings and shifting trends. In recent times, socio-economic influences have greatly influenced how organizations like Marriott Hotels manage and monitor employee performance. This report seeks to examine the effects of socio-economic factors on employee performance management in various work arrangements, with a specific focus on Marriott Hotels from the viewpoint of HR professionals in the hospitality industry. (Solnet et al., 2015)
Socio-economic factors play a crucial role in shaping businesses and their workforce, with a comprehensive understanding facilitated by a PESTLE analysis. Politically, government policies and geopolitical stability can influence labour laws and immigration policies within the hospitality industry. Economically, variables such as inflation rates and GDP growth directly impact consumer spending, thus affecting the performance of the hospitality sector. Socially, demographic shifts and cultural norms shape both employee expectations and customer preferences. Technological advancements, including automation and remote work tools, have revolutionized both employee work practices and management approaches. Legally, compliance requirements significantly affect HR policies and strategies for managing employee performance. Lastly, environmental concerns, such as sustainability efforts and climate change, contribute to corporate social responsibility initiatives and foster employee engagement within the hospitality sector. (Adeola, 2016)
Industry Trends in Hospitality: In the hospitality industry, trends such as fluctuating retention rates and turnover rates are noteworthy:
· Retention Rates: Hospitality companies, including Marriott Hotels, face challenges in retaining talent due to factors such as intense competition, high turnover rates, and seasonal employment patterns.
· Turnover Rates: High turnover rates in the hospitality industry are influenced by factors like low wages, limited career advancement opportunities, and demanding work environments. (King et al., 2021)
Emergence of Different Work Modes in the Hospitality Industry
In the past five years, the hospitality industry has experienced the emergence of various work modes. Traditional on-site work has historically been the norm, requiring employees to be physically present at locations such as hotels, restaurants, and event venues. However, the COVID-19 pandemic accelerated the adoption of remote work practices in hospitality, enabling employees to work from home or other remote locations using digital tools and technologies. Additionally, hybrid work arrangements that combine on-site and remote work have gained popularity as organizations adapt to changing workforce preferences and technological advancements within the hospitality industry. (Burhan et al., 2021)


Industry Examples: Marriott Hotels' Approach to Managing Employee Performance
Marriott Hotels has devised strategies to effectively manage employee performance across different work modes. In traditional on-site work settings, Marriott utilizes performance evaluations, training programs, and incentives to optimize employee performance. Regular feedback sessions and recognition programs are also employed to boost employee engagement and motivation. During the COVID-19 pandemic, Marriott facilitated remote work for specific roles, implementing virtual check-ins, project management software, and productivity metrics to monitor employee performance from a distance. Training sessions on remote work best practices were provided to ensure effective performance management. Moreover, Marriott has introduced hybrid work models, granting employees the flexibility to work both on-site and remotely. Performance management in hybrid settings involves a combination of traditional evaluations and remote monitoring tools to maintain accountability and productivity. (Hassanein & Özgit, 2022)
Potential Solutions
To tackle the challenges associated with managing employee performance across various work modes, several potential solutions can be considered. Firstly, Marriott can enhance its training programs to equip employees with the skills needed for success in different work environments. This involves investing in comprehensive training initiatives, including virtual modules designed for remote work and sessions focused on adaptability for hybrid modes. (Neupane & Khanal, 2022) Secondly, establishing clear communication channels between management and employees is vital. Regular feedback sessions, virtual town hall meetings, and online suggestion platforms can facilitate open communication and address any concerns effectively. (Haque, 2023) Thirdly, leveraging technology such as performance tracking software, virtual collaboration tools, and data analytics can aid in monitoring employee performance across different work modes. This enables real-time feedback and adjustments as needed. (Prastyaningtyas et al., 2023) Lastly, Marriott can implement policies promoting flexibility and work-life balance, such as offering flexible work schedules, mental health support programs, and resources tailored for remote workers. (Kossek et al., 2022). These strategies collectively contribute to enhancing employee performance management across diverse work settings within Marriott.
Evaluation and Conclusion
This study explores the influence of socio-economic factors, including income, education, and job stability, on employee performance management and monitoring within Marriott Hotels and the wider hospitality industry. By reviewing existing literature and analysing real-world case studies, it seeks to reveal detailed insights into how these factors affect performance outcomes across various work modes, such as remote work, flexible scheduling, and traditional on-site positions. Through this examination, the research aims to provide targeted strategies for improving employee performance and boosting organizational productivity in the hospitality sector.

Traditional Employee Monitoring Methods: Historically, hospitality companies like Marriott relied on conventional approaches such as direct supervision and performance evaluations. However, the emergence of remote work and flexible arrangements has necessitated the adoption of new strategies.
Shift to Remote and Flexible Work Arrangements: Influenced by factors like the 
COVID-19 pandemic and technological progress, the hospitality industry has swiftly embraced remote and flexible work setups. Marriott and similar brands have introduced hybrid work models to accommodate these shifts.
Challenges in Monitoring Remote Employees: While remote work offers flexibility, it also presents challenges in monitoring and managing employee performance. Hospitality firms like Marriott have responded by investing in digital tools and training to effectively supervise remote workers.
Technological Solutions for Employee Monitoring: Technological advancements, including AI-powered monitoring software, have empowered hospitality brands to monitor employee performance more efficiently across various work modes.
Implications for Marriott Hotels:
Based on these findings, there are several recommendations for Marriott Hotels to enhance employee performance management and monitoring:
Embrace Technological Advancements: Marriott should continue to invest in innovative technology solutions like AI-driven monitoring software and virtual training platforms to enhance remote performance management.
Empower Employee Training: Give priority to training programs aimed at equipping managers with the necessary skills to effectively supervise remote and hybrid teams.
Establish Clear Performance Objectives: Set precise performance goals for employees in different work modes, conducting regular evaluations to monitor progress and address any issues that may arise.
Support Work-Life Balance: Foster a culture that promotes work-life balance by offering flexible work arrangements and wellness initiatives to Marriott employees.
By implementing these strategies, Marriott Hotels can effectively address socio-economic challenges and strategically optimize employee performance across various work modes in the dynamic hospitality industry landscape, ensuring sustained productivity and maintaining a competitive edge in the market.
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