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Considering the socio-economic effects, the proposal's assessment will entail a feasibility analysis of employee performance management in a hotel. Technological change and shifts in the workforce profile create new opportunities and challenges as work modes evolve for the hotel and its practices regarding its employees. This proposal will consider the following areas concerning employee monitoring and management in various work modes: socioeconomic factors, including economic factors, demographic characteristics influences, and cultural impacts (Armstrong & Taylor, 2020). 
Background of Marriott Hotel:
The Marriott Hotel is an internationally famous company offering luxurious services and comfortable rooms. It has many hotels in various countries. Established in 1927, Marriott has grown and expanded its collection to become one of the world’s biggest hotel franchises. Marriott owns various hotel brands for different tiers of services for the globe’s population, including luxury, mid-price range, and economy.
[bookmark: _Toc168201705]PESTLE Analysis:
Political Factors:
· The political stability and diplomatic relations can impact international tourism demand and travel patterns (Torrington, et al., 2020).
· Internal situational factors include industrial relations, taxation policies, and labour laws, which may affect the hotel's financial performance and HRM.
Economic Factors:
· The coronavirus caused a decline in consumer spending due to the economic crisis, which impacted the business since Marriott Hotel is a business-oriented organisation whose primary revenue comes from selling its services.
· If the exchange rate rises, the hotel’s expenditures will be affected because it uses foreign currency to purchase imported goods and services, increasing inflation rates.
Social Factors:
· Marketing and product service are essential aspects since shifts in patient consumerism behaviours, such as health consciousness, concern for safety and hygiene, digital contactless solutions, and sustainability, impact hotels’ service delivery and advertisement (Friedman, 2012).
· The main factors that impact the hospitality company and its specific organisation include socio-demographic shifts such as generation changes and the transition to home-based work, which influence employees’ preferences for HRM strategies.
Technological Factors:
· Technological enhancements in areas like digitalised services, touchless operations like check-in/check-out, and online booking service give the Marriott Hotel a competitive edge in their operations.
· The peculiarities of the hotel business include cybersecurity risks that endanger the company’s IT system with computer viruses and breaches in data protection that affect the clients’ data.
Legal Factors:
· The importance of practising labour laws, health, and safety measures, besides implementing the industry standards, cannot be overemphasised for the Marriott Hotel, primarily to safeguard employees’ lives and uphold organisational integrity (Gallagher, 2016).
· Respect for Trade secrets, patents, copyrights, company rights, and licenses regulate the use of various proprietary technologies, brand assets, and franchises in a hotel.
Environmental Factors:
· Marriott Hotel is implementing sound environmental policies to enhance its corporate sustainability strategies, including measures for a sustainable environment, energy conversation, waste disposal and management.
· Guest expectations for sustainable tourist services and accreditation awards affect the hotel’s capital expenditure and property acquisition and growth activities.
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[bookmark: _Toc168201707]Employee Retention:
According to Das (1996), the six factors that are seen to be essential in the retention of employees include the compensation package, training opportunities, organisational benefits and job security, degree of autonomy at the workplace, merit ratings and chances of fast track promotions. Attrition is a big issue, so much emphasis is placed on the strategies that can be used to ensure that employees are retained at the firm. Since the cost of replacement equals a new member is very high, it is always wise to maintain the firm's current employees (Johnston, et al., 2012). 
Retention is also vital for the growth and establishment of an organisation since it increases the number of employees by reducing turnover. Cloutier, et al (2015) suggest in their studies that the development of strategies for the retention of employees: Organisational culture, virtual teams, cross-cultural communication, cultural intelligence, management of cultural differences, multicultural workforce, and cultural adaptability. The attrition rate in the professionals (age 20-25) is very at the Marriott Hotel for the following reasons: minimised rate of career progression, no interaction with co-workers/management, conflicts, less client interaction time, no enjoyable life balance, pursuing higher education, etc. Here are some measures through which one can remedy the situation of employee turnover (Cloutier, et al., 2015).Promoting Retention and Employee Voice, Marchington & Wilkinson (2016) stated that it is with such thought that organisations that allow their employees to be more vocal about their discontentment concerning the conditions of work are likely to retain employees that there are more probabilities of the employees staying back with the Marriott Hotel because they feel that the organisation has a more effective grievances’ handling mechanism (Marchington & Wilkinson, 2016).
[bookmark: _Toc168201708]Effective communication systems play significant roles in retaining employees in the Marriott Hotel. As noted by LaJuan (2021), communication enhances the overall identity of the employee associated with the company and fosters a friendly, unprejudiced, and receptive atmosphere (LaJuan, 2021).According to Aboramadan et al. (2020), it is more beneficial for an organisation to retain a highly skilled employee than to let go of one who has been trained, and the costs incurred to train a new employee will be incurred again. In his views given in 1996, Das supports Cloutier et al. (2015) that development are motivational tools to retain employees by increasing their standard commitment to the company (Aboramadan, et al., 2020).
HRM factors
According to Agarwal (2014), work flexibility is “the freedom of workers to make basic decisions of work time, space and duration about the accomplishment of the tasks”. If the employ is provided with the right to flexibility, they can find out how to control personal and organisational commitments. Employees are also more than happy and can benefit if they work flexibly. What ‘Flexible’ working does is not only reduce the levels of absenteeism; it also has the positive effect of improving retention levels. It can also help employees of the Marriott Hotel advance in experience and information, which might be helpful to the company as the workers can present new approaches and concepts (Agarwal, 2014).
High-performance work practices for the hospitality sector cannot be used interchangeably between internal and external employees, and they have different effects on organisational outcomes. The Marriott Hotel can practice these HRM factors by providing high task autonomy to the employee, minimising formal positions and management levels, offering several comprehensive training programs, using selective hiring methods, integrating information-sharing initiatives, deploying some performance-based compensation, and adopting some gain-sharing plans (Amor, et al., 2020).
Using a sample of the Marriott Hotel in the UK, this study explored and identified that external workers of hotel tend to be subjected to control systems, and commitment-based HR practices seem to be applied to internal workers. The results also show that there is some likelihood that the job satisfaction of such casual employees in the hospitality industry could be enhanced if employers provide them with flexible reimbursements like bonus schemes. Similarly, as per other studies, the feature also revealed that more internal employees lower the staff turnover rate of hospitality organisations. The same study also established that internal employment modes affected productivity and that employment modes positively correlated with productivity (Anderson & Sun, 2017).
[bookmark: _Toc168201709]Employee Turnover:
Hospitality scholars who have explored diversities of connections integrated into the HR-firm performance connection have vindicated and endorsed the claim made in the archetypal HR literature. For instance, in a study by Bakker et al. (2013), the authors researched the relationships between a cluster of high-involvement work practices with turnover rate at the unit level and productivity defined as total sales per employee. The author provided evidence that there is a positive significant link between the focal independent measure of high-performance work practices and the two measures of unit performance indicated above, and the “employment mode” that was used as a ratio of full-time/part-time employment moderates the focal HR-firm performance link (Bakker, et al., 2013).
Further, Bass (1985) also measured part-time employee behaviours based on commitment. For example, when part-time employees committed themselves to an organisation, they would cover up or act appropriately and desired. However, this is not true with full-time employees because their attitudes cannot be predicted. However, it has been established that the Marriott Hotel needs to develop HR practices that enable them to draw the appropriate behaviours from their employees per the overall strategy. Literature has indicated that the relationship of work engagement with its outcomes, job satisfaction, commitment, innovation, and performance is positive. Further, work engagement has emerged as a factor affecting organisational trust, self-regulation, personality and learning goal orientation (Bass, 1985).
[bookmark: _GoBack]Job embeddedness was also found to mediate fully between high-performance work practice/ turnover intention and work social support/turnover intention. Bhal & Ansari (2007) investigated the impact of high-performance HRM practices on two performance indicators, Productivity and turnover, which significantly impact the change in reserves. To test the research hypotheses, this study began with a sample of the Marriott Hotel in the UK. It required data from the CEO, the senior HRM executive, and the four-line employees of each property through self-report surveys (Bhal & Ansari, 2007).
[bookmark: _Toc168201710]Market Trends:
This suggests that the firm’s strategy must drive the employment model. Contingency theory posits that the relationship between a specific employment strategy and performance is mediated by the organisation strategy, implying that the execution of a business strategy highly depends on the rate or propensity of the employees. At the same time, Birasnav (2014) posit that the conscientiousness data means a high output level. However, in a predictable pattern, the characterised behaviours suggest that organisational strategy requires the specification of behaviours that underpin success and the use of human resource management practices that focus on monitoring and rewarding employees (Birasnav, 2014).
For example, as the COVID-19 pandemic continues to alter the conventional ways individuals are employed, new approaches for organising work have emerged, such as remote work and flexible working hours at the Marriott Hotel. This study will analyse whether Marriott Hotel can integrate a more flexible work system and office mode. This would, therefore, examine communication, coordination, and responsibility issues and provide measures to improve staff performance and satisfaction (Breevaart & Bakker, 2018).
[bookmark: _Toc168201711]Comparison of The Marriot Hotel and the Fairmont Hotel:
The Marriot Hotel and the Fairmont Hotel are two of the most popular five-star hotels worldwide. It is essential to compare and contrast these two hotels in terms of their services and facilities in order to achieve a better understanding of their organisation.
Marriott Hotel and Fairmont Hotels & Resorts each have sound HR practices from recruitment, Legal & Policies concerning employees, Organizational commitment, knowledge retention and incentives regarding high employee turnover. Due to its well-defined career management programs, and involvement initiatives alongside its competitive compensation and benefits package, Marriott’s organizational commitment increases the long-term employee retention. An integral incomparability to sustainable, flexible, and Human Resource management procedures differ greatly for the last has a more contemporary approach which corresponds to the modern values and improves satisfaction.
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In the course of presenting this proposal, we have looked at the possibilities of different work modes within the hospitality scenario, more specifically, the Marriott Hotel and with particular regard to the socio-economic consequences of such measures, particularly in the light of COVID-19, in addition to the impacts of various Human Resource practices (Zomerdijk, et al., 2007). We discussed the different forms of working, such as the hybrid work mode and the office work arrangement and their effect on employee performance, communication, and cooperation in the hospitality sector. With the identified challenges discussed above and analysing the potential solutions provided in this proposal, it is believed that Marriott Hotel can best approach the management of employees in a way that can facilitate the satisfaction of the needs of stakeholders in future by improving its human resource management strategies. Therefore, the proposal helped evaluate the various socioeconomic factors relating to organisation employee monitoring and management and ultimately improved efficiency, engagement, and guest-distinguished satisfaction at the Marriott Hotel. In the same way, the proposal examined how socioeconomic considerations apply to employee performance management in the two categories: the office work arrangement and flexi work mode. 
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· The Marriott Hotel must consider the health and safety of their employees by implementing healthcare safety measures, health flexible working, and the workforce's well-being.
· To sustain and establish competitiveness and brand loyalty, sustaining and establishing guests’ satisfaction and loyalty are crucial elements that can be achieved through contactless services, personalised services, and sustainable practices (ZABLOCKI & ELAINE, 2005).
· Fostering relationships with the local people and other stakeholders and cooperating with the industry through CSR activities and other ways solidifies the hotel’s socially responsible influence.
· Transforming traditional work and office time arrangements to the new flexible work arrangements, which embrace a blend of remote and on-site work while maintaining standard organisational productivity and cohesiveness.
· Applying technology to improve the effectiveness of operations and guest experience and for performing critical aspects of human resource management such as training through online portals, communication through projectors virtual meetings, workforce planning by using extensive data business intelligence, etc.
· There is a need to incorporate adequate measures into employee training and development to equip the workforce with the necessary skills and tools to effectively deal with changes in the organisations and the labour market (Yavas, et al., 2002).
· Develop networking and collaboration mechanisms with various industry, government, and social group players to articulate potential solutions to various problems and share or pool resources.
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