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[bookmark: _gjdgxs]Abstract
The project proposal is conducted by the HR Manager for the General Manager of the hotel, weighting the effects of socio-economic factors on the workforce’s performance management in diverse work modes. The aim of the report is to discuss the feasibility of implementing different work modes at Marriott International, considering the hospitality context while examining along with the concept of employee performance management.
Employee performance management is a critical issue of human resource management that refers to the individual and team performance, the achievement of personal and group key performance indicators, and the policies and procedures implemented to enhance workforce’s contribution to the achievement of strategic goals.
Any organisation needs to adapt its performance management policies and practices to support the achievement of organisational goals by motivating employees to perform better and remove any blockages to this motivation to achieve their potential. The employee performance must be managed by considering the impacts of socio-economic factor on the organisation and work processes, and also by analysing the feasibility of implementing different work modes in the context of the industry within the company activates. Hence, it is important to ponder these factors that might impact employee monitoring and management in different work modes such as hybrid work mode, office work arrangement, and flexi work mode.
The hospitality sector has changed and become more complex over the last years due to shifts in hotel ownership and management, the expansion and development of online reservation systems, and the proliferation of lodging options.
For many knowledge workers, hybrid work models have quickly taken the place of other employment arrangements, providing them with better work-life balance and higher levels of job satisfaction. A type of flexible working known as hybrid working involves employees working part-time at the employer's workspace and part-time remotely, typically from home, but this is not always the case. Flexible work include part-time work, working from home, and hybrid work.
At Marriot, there are many hybrid and remote positions for leadership and management roles. Marriott International established a new global headquarters in 2022, aiming to develop a welcoming hybrid work environment in the modern work era, where employee expectations have evolved. Marriott uses a variety of techniques and methods of evaluation to regularly monitor team and individual employee performance because it is a service organisation. This makes it possible for Marriott to ensure that everyone is working as productively as possible to enhance customer satisfaction.  
It is recommended to continue to enhance different work modes such as hybrid work mode, office work arrangement, and flexi work mode, to increase employee performance and experience. 
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[bookmark: _30j0zll]Introduction and background

The following project proposal is conducted by the HR Manager for the General Manager of the hotel, weighting the effects of socio-economic factors on the workforce’s performance management in diverse work modes. The aim of the report is to discuss the feasibility of implementing different work modes at Marriott International, considering the hospitality context while also examining the concept of employee performance management.
Employee performance management is a critical issue of human resource management (Tweedie et al., 2019) that refers to individual and team performance, the achievement of personal and group key performance indicators, and the policies and procedures implemented to enhance the workforce’s contribution to the achievement of strategic goals.
With the ultimate goal of enhancing organisational performance, performance management addresses the difficulties that organisations encounter in identifying, evaluating, and motivating employee performance (Den Hartog, Boselie, and Paauwe, 2004). As a result, performance management incorporates several layers of analysis and has a direct connection to the subjects covered in strategic HRM and performance evaluation.
Any organisation needs to adapt its performance management policies and practices to support the achievement of organisational goals (Otley, 1999) by motivating employees to perform better and removing any blockages to this motivation to achieve their potential. Employee performance must be managed by considering the impacts of socio-economic factors on the organisation and work processes and also by analysing the feasibility of implementing different work modes in the context of the industry within which the company operates. Hence, it is important to ponder these factors that might impact employee monitoring and management in different work modes, such as hybrid work mode, office work arrangement, and flexible work mode.
Marriott is one of the biggest hotel chains and a top brand in the global travel industry. Marriott International (2024) states that J. Willard and Alice Marriott formed the business in Washington, D.C., USA, in 1927. The owners established an aircraft catering business ten years after they launched the business. They opted to enter the lodging industry thirty years after establishing the brand, and it has increased international culinary services. Additionally, since 1983, Marriot has expanded by diversifying its brands; six years later, it has 500 hotels across the globe (Marriott International, 2024). The company's hotel chain currently spans 139 states, more than thirty hotel brands, and around 8,700 locations (Marriott International, 2024).

[bookmark: _1fob9te]Discussion/Literature 

According to CIPD (2023), it is believed that performance management is basically a non-directive method of staff development, and its main goals are performance enhancement and personal growth. While personal variables may be considered, professional performance is the main focus.
Organisations utilise performance management processes as a methodical way to create goals, track advancement, train employees, give feedback, acknowledge accomplishments, and promote ongoing development.
Define performance outcomes for the company division and department; create employee goals, behaviours, and actions to achieve outcomes; provide support and ongoing performance discussions; evaluate performance; identify areas that need improvement; and provide consequences for performance results are the six steps that make up the effective performance management process model. 
The performance management appraisal chain sees employee performance as a chain reaction that links past performance, objectives, rating, judgement, feedback, and future performance (CIPD, 2016). Several definitions of performance appraisal have been proposed since Halbe's 1951 publication (CIPD, 2016). "Formal assessment of an employee's job performance to ascertain the extent to which the employee is performing effectively" (Griffin and Ebert, 2004, p. 216) is one of the most popular. Others draw attention to the fact that an evaluation is usually a process in which the employee being evaluated receives and is awarded quantitative scores based on specified criteria (DeNisi and Pritchard, 2006, for example). Therefore, performance appraisals are a procedure that comes after goal planning and typically consist of three primary parts: establishing the evaluation standards or performance ratings that will be used for employees; evaluating employees based on ratings; and giving the employee feedback on their assessment (CIPD, 2016).
After deciding on the employee performance management (EMP) process's goal, the company must consider both assessing work performance and the calibre of performance it demands from its staff (Neher and Maley, 2020). The criteria that are significant to the company and relevant to the task at hand have been significantly debated over the years. As such, there are differing views regarding the selection of criteria for assessing employee performance. Above all, nevertheless, it is widely accepted that EPM standards ought to be legitimate and dependable (Murphy, 2008). Validity refers to the fact that people are being measured in areas that are actually significant to their firm's aims, and reliability refers to the consistency of performance and freedom from random mistakes. It also refers to how comprehensively a performance measure evaluates every pertinent aspect of the work (DeNisi and Murphy, 2017). Furthermore, due to the nature of validity and reliability, rigour will depend greatly on the supervisor overseeing the EPM process (Murphy, 2008; DeNisi and Murphy, 2017). Although validity and dependability are necessary for an efficient EPM process, they are insufficient. Strategic congruence, specificity, acceptability, and engagement are three other criteria that emerge as being important for an effective EPM process (Neher and Maley, 2020).
Employee performance management and monitoring have changed and evolved under the influence of factors such as technological progress, the need for sustainable practices, and globalisation (Bratton et al., 2021), which are part of the assessment of the external factors that impact the organisation. To be performant, organisations must be competitive, addressing the needs of shareholders, providing qualitative offerings to customers and a positive work environment for employees, increasing the effectiveness of intangible assets and human capital, focusing on social and environmental responsibility (Branco and Rodrigues, 2006), considering changes in labour’s characteristics and expectations, the need to mitigate legal and ethical risks, and efficiently using work arrangements. Sustainability refers to the capacity of a business to satisfy its requirements without compromising the ability of future generations to satisfy theirs (World Commission on Environment and Development and Brundtland, 1987). Hence, nowadays, organisations compete through environmental, social, and governance (ESG) practices. To increase the effectiveness of human capital, companies increase employee knowledge and skills, employee empowerment, continuous learning, motivation, productivity, commitment, and engagement. Hence, using the employee value proposition (EVP) to convey the experience that workers can anticipate, HRM methods seek to improve the employee experience. As a result, organisations focus on managing talent, which includes strategies to acquire and assess employees, enhance learning and development, and implement effective performance management and compensation.
HRM establishes a mutually advantageous work environment, evaluates performance, and develops pay, benefit, and reward systems. Moreover, the demand for new offerings affects the types and quantities of workers required.
Please see Appendix No. 1 for the PESTEL analytical framework.
The factors that impact HRM at Marriott International include political factors such as fiscal policy, monetary policy, hospitality regulation, and geopolitical stability. The economic factors include inflation, economic growth, labour trends, demand, and supply. The technological factors include digital technologies and practices, data analytics, AI, and e-commerce.
According to Dogru et al. (2023), in the hospitality industry, the reality of high employee turnover is well acknowledged because it has the greatest degree of economic sensitivity. According to Michael and Fotiadis (2022), recent data show that staff turnover rates in the hotel sector vary globally and range from 30% to 73%.
According to Oshins (2017), the hospitality sector has changed and become more complex over the last 15 to 20 years due to shifts in hotel ownership and management, the expansion and development of online reservation systems, and the proliferation of lodging options. A Marriott hotel was often owned and operated by Marriott twenty years ago; today, many are franchised under the Marriott name, owned by one business, and managed by a third company.  Online distribution systems such as Expedia, Travelocity, and Kayak are potent intermediaries that have virtually replaced traditional consumer travel agencies. In the past, customers could book a room by calling the hotel's reservations centre or through their local travel agency. Nowadays, there are other options available to travellers for lodging instead of only hotels, such as AirBnB, HomeAway, Flipkey, and VBRO. The number of mergers and acquisitions is still rising, as seen by the acquisition of Starwood by Marriott, which resulted in the creation of the largest hotel corporation in the world with 30 brands. As seen with the Tru brand from Hilton, the Vib and Glo chains from Best Western, and the EVEN brand from Intercontinental, the tastes of millennials have driven the creation of new brands with innovative approaches to hotel architecture.
 
Oshins (2017) emphasises that disruptive breakthroughs (including the Internet, mobile technology, and big data analytics), altering global economies, climate change, employee and social expectations, and evolving customer tastes are a few examples of paradigm shifts in business. 
According to Hopkins and Bardoel (2023), for many knowledge workers, hybrid work models have quickly taken the place of other employment arrangements, providing them with better work-life balance and higher levels of job satisfaction. According to CIPD (2024), a type of flexible working known as hybrid working involves employees working part-time at the employer's workspace and part-time remotely, typically from home, but this is not always the case. Flexible work includes part-time work, working from home, and hybrid work (Smite et al., 2023).
For example, Radisson Hotel Group emphasises that the organisation understands that every person has unique work preferences and lifestyles; thus, it has developed the New Way of Working (nWOW) programme, offering staff members the freedom to complete tasks in the way that works best for them (Hoffman, 2019).
At Marriot, there are many hybrid and remote positions for leadership and management roles (San Segundo, 2023). In Bethesda, Maryland, Marriott International established a new global headquarters in 2022 (Haworth, 2023). The company aimed to develop a welcoming hybrid work environment in the modern work era, where employee expectations have evolved. This is an extension of the same hospitality that the company has provided to guests for decades.
Marriott uses a variety of techniques and methods of evaluation to regularly monitor team and individual employee performance because it is a service organisation. This makes it possible for Marriott to ensure that everyone is working as productively as possible to enhance customer satisfaction. The coaching and affiliative management styles used by Marriot Hotels and Resorts have made it possible for its staff to operate in teams while having managers monitor them and provide guidance (Qadri et al., 2016). As a result, the employee satisfaction at Marriot International is 85%, compared to the average of 59% for an American company (Gibbons, 2020).
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Employee performance management is a critical issue of human resource management that refers to individual and team performance, the achievement of personal and group key performance indicators, and the policies and procedures implemented to enhance the workforce’s contribution to the achievement of strategic goals.
Any organisation needs to adapt its performance management policies and practices to support the achievement of organisational goals by motivating employees to perform better and removing any blockages to this motivation to achieve their potential. Employee performance must be managed by considering the impacts of socio-economic factors on the organisation and work processes and also by analysing the feasibility of implementing different work modes in the context of the industry within which the company operates. Hence, it is important to ponder these factors that might impact employee monitoring and management in different work modes, such as hybrid work mode, office work arrangement, and flexible work mode.
The hospitality sector has changed and become more complex over the last few years due to shifts in hotel ownership and management, the expansion and development of online reservation systems, and the proliferation of lodging options.
For many knowledge workers, hybrid work models have quickly taken the place of other employment arrangements, providing them with better work-life balance and higher levels of job satisfaction. A type of flexible working known as hybrid working involves employees working part-time at the employer's workspace and part-time remotely, typically from home, but this is not always the case. Flexible work includes part-time work, working from home, and hybrid work.
At Marriot, there are many hybrid and remote positions for leadership and management roles. Marriott International established a new global headquarters in 2022, aiming to develop a welcoming hybrid work environment in the modern work era, where employee expectations have evolved. Marriott uses a variety of techniques and methods of evaluation to regularly monitor team and individual employee performance because it is a service organisation. This makes it possible for Marriott to ensure that everyone is working as productively as possible to enhance customer satisfaction. 
It is recommended to continue to enhance different work modes, such as hybrid work mode, office work arrangement, and flexi work mode, to increase employee performance and experience.
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	Politic
	Economic
	Social
	Technological
	Environmental
	Legal

	Fiscal policy
	Inflation
	Lifestyles
	Digital technologies and practices
	The need for sustainability
	Company law

	Monetary policy
	Economic growth
	Demographics
	Data analytics
	Environmental law and regulation
	Employment law

	Industrial regulation
	Labour trends
	Immigration
	AI
	Carbon zero
	Customer rights

	Geopolitical stability
	Demand and supply
	Aging population
	E-commerce
	Climate change
	Hospitality regulation






