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 Analyse the impacts of socio-economic force on employees’ performance management and monitoring in different work modes: Hospitality HR’s perspective.
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Introduction and Background
Introduction
In the rapidly evolving science of hospitality services, management and monitoring of employee performance play a key role to maintaining high service standards and operational efficiency. The survey on which this research project is based aims to find out what common factors exist between employees' performance management practices and the impact of social and economic influences in various work modes within the hospitality sector. Understanding these influences is indispensable for HR managers wishing to draw up effective strategies whereby employees' work conditions and rewards can be made more satisfactory as major social changes take place.
[bookmark: _Toc167915913]Background of the Hotel Chain
Looking at one of the world-leading hotel brands, Marriott International launched in 1927, Marriott now operates over 7,000 properties in 131 countries and is known for its commitment to excellence and pioneering service delivery (Catana & Toma, 2021). Marriott's broad range of properties includes luxury, premium, and select service hotels, reflecting its eclectic customer base. Drawing on its reputation for quality and a clear human resource strategy, the Marriott brand is a perfect subject for this type of study.
[bookmark: _Toc167915914]Feasibility of Implementing Different Work Modes
[bookmark: _Toc167915915]Recently, hybrid, office-based, and flexible work have become popular in the hospitality business. Technological developments, demographic shifts, and economic conditions have accelerated these transitions. These labour modalities present Marriott with opportunities and difficulties. 
Hybrid work mixes on-site and remote work, increasing flexibility but making service quality and team cohesion difficult (Vitezić et al., 2015). To keep on-site and remote workers interested and productive, hybrid systems require planning. Thus, hybrid systems need sophisticated collaboration and communication technologies. 
Traditional offices provide structure for performance management and operational supervision. These settings may not appeal to employees seeking work-life balance and flexibility, especially as younger generations prioritise such benefits in job choices (De Carlo, 2022). 
Many socio-economic factors affect various job styles, yet some are simple and easy to modify. Examples include an economic downturn that forces HR to lay off staff and lower pay. There are many additional socioeconomic factors. 
This research proposal examines how Marriott may monitor and manage employee performance across multiple work modalities, taking socio-economic factors into account. The report examines the existing industry and prospective solutions to give practical recommendations for Marriott on how to improve its HR policies to preserve employee excellence in shifting socio-economic situations. 













2. Discussion/Literature Review 
[bookmark: _Toc167915916]Socio-Economic Factors (PESTLE Analysis)
Socio-economic factors have a significant influence on the performance management and monitoring strategies in the hospitality industry. A PESTLE analysis can help in understanding these influences. For instance:
Political: Employment laws affect the practicalities of an employee performance management processes. Current laws, such as the minimum wage and hours of employment and occupational health and safety provisions will influence scheduling as well as expected performance (Della Corte, 2016). Negotiating Terms: In many areas of the world where there are strong labor unions, negotiating terms & conditions of employment can also have an impact on how performance is managed.
Economic: Those transformations of morale lead to changes in the performance of their labour, and thus economic conditions. In times of economic pain, for instance, budget curbs may eliminate staffs or preclude the acquiring of nourishments that generate efficiency. Conversely, in a period of economic upturn training will be back on the agenda and performance management may roll along merrily as its biggest rival interferes only to give it a boost (George, 2021).
Social: The Changing workforce demographics and societal norms push employee expectations and work behaviors. For example, younger employees are often more demanding of work-life balance and flexibility, which means that performance management systems will have to adjust themselves based on those preferences (Serdyuk, 2023). With an increasingly diverse workforce, it is imperative that we evolve our management practices to be more inclusive and culturally aware.
Technological: The advent of advanced technology has revolutionized performance management. Digital tools for monitoring performance, such as HR management software, provide real-time data and analytics. These technologies facilitate remote work and allow for continuous performance feedback, enhancing overall productivity and employee engagement (George, 2021).
Environmental: Environmental sustainability raises organizational responses even in employee performance management as awareness increases (Catana & Toma, 2021). More and more companies commit to going green, which might involve encouraging employees to work from home in an effort to minimize carbon emissions or putting into place energy-saving measures around the actual office premises. 
Legal: Legal compliance needs within performance management solutions. Such entails adherence to anti-discrimination regulations, making sure performance evaluations are objective and handling records concerning employee performance in a transparent and defensible manner. Both in a legal sense and also in matters of data privacy laws and specifically how digital tools are used to track performance (Vitezić et al., 2015).
[bookmark: _Toc167915917]Industry Trends
Retention Rates: High turnover has always been at the center of the hotel industry's struggles with retention rates, which have been ongoing for a considerable amount of time. There are a number of key causes, including lower earnings, stress at work, and a lack of prospects for promotion. On the other hand, the research conducted by Jayawardena et al. (2013) found that businesses that invest in the professional growth of their staff members and offer competitive pay tend to have a higher rate of employee retention.
Turnover Rates: Furthermore, the hotel business has among of the highest turnover rates, which range from 70 to 80 percent, which is significantly greater than the turnover rates of many other industries (Tan & Despotis, 2021). In addition, it raises employee turnover, which results in increased costs associated with hiring and training, in addition to a decrease in service quality. Businesses may choose to make investments in providing better working conditions, opportunities for promotion, and employee appreciation programs in order to reduce employee turnover.
Changes in Work Modes: As an illustration, the hospitality business offered their services in on-premise sites because of the nature of the services they offered. However, the pandemic caused by the COVID-19 virus has hastened the transition to a greater number of distant or hybrid types of employment. New performance management systems have arisen as a result of these changes in response to the demand for employee recognition as operations grow increasingly diversified (Jayawardena et al., 2013). These systems were developed in response to the requirement for employee recognition.
[bookmark: _Toc167915918]Monitoring and Managing Employee Performance
Traditional Methods vs. Modern Approaches: Old school methods of performance management in hotel industry included few stages of assessments like quarterly/monthly, and that too based on some static reference document (MALACHOVSKÝ & MAZÚCHOVÁ, 2018). These are increasingly seen as outdated methods and are being replaced with or supplemented by performance management systems of continuous feedback providing real-time workplace insights which include a system twist to analyze employee nature.
Use of Technology and Software Tools: When it comes to performance management, technology is an absolute must. Technologies such as human resource management software, performance dashboards, and employee feedback applications are examples of tools that make it possible to monitor the performance of employees in a more precise and timely manner. That is, the technologies have made it possible to measure it. They monitor key performance indicators (KPIs) and employee engagement over time, and they are able to signal areas that require improvement (Bilgihan et al., 2011).
[bookmark: _Toc167915919]Case Studies
- Marriott International: Marriott has a number of practices in place to guide employee performance under various types of working arrangements. The company leverages a total digital platform designed to deliver real-time feedback, establish goals and enhance professional development (Vitezić et al., 2015).
- Inter Continental Hotels Group (IHG): Flexible work model for remote and hybrid work at IHG Weekly virtual check-ins, performance reviews and other digital tools help the company keep an eye on its staff. IHG cultivates a culture to help employees grow and see their potential (de Haast et al., n.d.).
- Radisson Hotel Group: The result has been an integrated approach that combines traditional appraisal approaches with digital tools in a performance management system developed by Radisson (Fleseriu et al., 2014). The organization tracks and improves employee performance with the help of performance measurements and frequent feedbacks (Fleseriu et al., 2014). 
Potential Solutions
Cultivate a culture that will thrive, use continuous feedback to develop employees, make smarter decisions through technology, keep the engagement high with a positive and inclusive culture by an investment in training and development programs for growth; improves employee satisfaction & fit into adaptable work arrangements offering flexibility based on what your staff needs. 
[bookmark: _Toc167915920]Best Practices from Industry Leaders
-Marriott: Places a premium on staff happiness and makes use of digital resources to monitor performance in real time.
- IHG: Maintains performance standards through a focus on adaptability and frequent virtual check-ins.
- Radisson: Creates a well-rounded framework for managing performance by combining conventional and current methods.
By examining these socio-economic drivers of the hotel economy, industry trends and case studies this paper creates an end-to-end proposal for Marriott about how their employee performance can be managed seamlessly regardless of work mode. These suggestions look to refine Marriott's HR practices to enable the organization in enduring performance management and resilience among employees over changing socio-economic circumstances.
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 3. Evaluation and Conclusion 
[bookmark: _Toc167915922]Summary of Main Findings 
This study reveals all of these as important factors influencing employee performance management in the hospitality sector. At the same time, new types of ways are emerging to compensate for the relative shortcoming of traditional performance management as continuous feedback makes real-time check on performance possible. Technology is key for enabling these more contemporary practices through data and insights. The performance management example of Marriott, IHG and Radisson case studies with the adoption in digital tools & flexible work models facilities.
[bookmark: _Toc167915923]Implications of Findings 
As a result, this paper exposes all of these relevant issues to serve as the determinants that affecting employee performance management in hospitality space. Simultaneously, the traditional performance management experience is somewhat sub-optimal however new forms of incentivizing behaviour are beginning to emerge as continuous feedback enables real-time monitoring of performance. Data & Insights Powered — Technology unlocks these newer practices and lies at the core of this. Case studies on the performance management examples of Marriott, IHG & Radisson adoption in digital tools & flexible work models facilities.
[bookmark: _Toc167915924]Recommendations 
In order to create a thriving remote-ready workplace, invest in HR systems to track performance across work styles. Behave in ways that promote work-life balance, offer flexible arrangements, and wellness programs. Support and mentor with ongoing training in effect use of conference rooms. Leverage data analytics to personalize learning and other interventions. Finally, act in ways that promote open communication to enhance engagement and belonging across the different work styles.
[bookmark: _Toc167915925]Conclusion 
Just to give you an example, the hospitality company supplied their services in on-premise locations due to the nature of the services that they provided. On the other hand, the pandemic that was brought on by the COVID-19 virus has accelerated the shift toward a growing number of opportunities that involve working remotely or in hybrid settings. In response to the requirement for employee recognition as operations become increasingly varied, new performance management systems have emerged as a result of these developments (Jayawardena et al., 2013). These systems have been developed as a result of these improvements. For the purpose of satisfying the demand for employee appreciation, these methods were established.
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