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Introduction
Socioeconomic factors have a big impact on the hospitality sector and have a big

impact on employee performance management and tracking. This project would



examine the effects of socioeconomic factors on performance management in various
work modes within the hospitality industry, with a particular focus on the Marriott
International hotel chain.(Brynjolfsson & McAfee, 2014)

Background of Marriott International

Over 7,600 properties are operated by Marriott International, a prominent lodging firm
with operations in 133 countries and territories. Marriott is well-known for its wide range
of offerings, which includes more reasonably priced choices like Courtyard and Fairfield
by Marriott in addition to high-end brands like The Ritz-Carlton and St. Regis.(Cascio &
Boudreau, 2016)

Feasibility of Implementing Different Work Modes

A variety of work arrangements, such as remote work, flexible scheduling, and hybrid
work arrangements, have become more common in the hospitality sector in recent
years. There are special potential and problems when implementing these work
modalities in a hotel setting, since being present on-site is frequently necessary. This
project will investigate if it is feasible for Marriott International to implement various work
styles and how socioeconomic factors impact employee performance
management.(Dery, Sebastian & van der Meulen, 2017)

Current Issues

The impact of socioeconomic forces, such as economic downturns, labor market
variations, technology breakthroughs, and societal changes, on employee performance
is one of the main topics that needs to be looked at. These elements have an impact on
employee satisfaction levels, retention rates, and turnover rates—all of which are vital

for businesses in the hospitality sector to stay competitive.(Bloom et al., 2015)

Literature Review

Socio-Economic Factors in PESTLE Analysis

PESTLE analysis helps identify the socio-economic factors affecting the hospitality
industry:



Political:
Employee management strategies may be impacted by laws, rules, and government
policies. Changes in immigration regulations or minimum wage laws, for instance, may

have an impact on operating and personnel costs.(Brough & O'Driscoll, 2010)

Economic:

Employment rates and salary levels are impacted by economic conditions, such as
booms and recessions. Budget cuts and personnel reductions may be required during
economic downturns, which may affect worker morale and output.(Mathews, 2006)

Social:

The expectations of employees are influenced by shifts in cultural perspectives around
work-life balance and job satisfaction. For example, the growing societal preference for
work-life balance can be seen in the increased demand for flexible work schedules.(Batt
& Colvin, 2011)

Technology-wise:

Technological advancements allow for flexible scheduling and remote work, but they
also call for new tools for performance monitoring. The way that employee performance
is monitored and assessed has changed as a result of the widespread use of digital
tools for project management and communication.(Mathews, 2006)

Legal:

Performance management requires adherence to labor rules and regulations. Legal
ramifications and reputational harm to the organization may result from noncompliance.
Environmental:

Eco-friendly policies and sustainability efforts might draw in workers who share your
beliefs. Environmental regulations may also have an impact on staff engagement and

operational procedures.(Mathews, 2006)



Industry Trends

Owing to socioeconomic shifts, recent industry trends point to a move towards flexible
employment arrangements. The hospitality industry, which has always relied on
physical presence, is looking into remote and hybrid work possibilities for administrative,
marketing, and reservation-related positions. Front-line positions still call for on-site
presence, though, so it's important to strike a balance between the various work modes.
The need for sustainability and the growing use of technology have also influenced
industry trends and how hotels handle their workers.(Wheatley, 2017)

Employee Performance Management in Different Work Modes

Setting specific goals, communicating often, and leveraging technology for monitoring
and feedback are all essential components of effective performance management in
remote and hybrid work environments. Marriott International has adapted to the evolving
work environment by implementing digital solutions for employee engagement and

performance tracking. (Wheatley, 2017)

Case Studies: Marriott, IHG, and Radisson

Marriott International:

Marriott has implemented flexible work schedules for administrative positions and made
technological investments to enable remote performance monitoring. Through frequent
virtual check-ins and feedback sessions, the company prioritizes the engagement and
well-being of its employees. Marriott recognises that employee health, happiness, and
wellness have a substantial impact on performance, and their "TakeCare" programme is
an example of how committed the company is to these areas.(Marriott International,
2023)

IHG (InterContinental Hotels Group):
For corporate staff, IHG has introduced a hybrid work paradigm that includes training
and tools for efficient remote performance management. The organization places a



strong emphasis on an accountable and trusting culture. The "Room to be Yourself"
campaign by IHG promotes an inclusive and varied workplace, which is essential for
retaining and satisfying workers.(Wheatley, 2017)

Radisson Hotel Group:

Radisson has used technology-enabled performance monitoring along with flexible work
hours and remote work possibilities for specific roles. Through initiatives like "Radisson
Academy," which provides possibilities for training and professional development, the
company places a high priority on staff development and ongoing learning.(Kossek &
Thompson, 2016)

Potential Solutions
HR managers in the hospitality industry may find the following ideas helpful in
addressing the difficulties of overseeing worker performance across various work

modes:

Investing in Technology:

Technology adoption is essential for efficient performance management in remote and
hybrid work environments. The days of depending just on face-to-face communication
are long gone. Regardless of location, modern solutions may help employees feel
connected and supported even when they are physically apart.(Kossek & Thompson,
2016)

Performance Management Software:

A centralized platform for goal-setting, progress monitoring, and performance reviews is
provided by cloud-based performance management systems. Routine duties can be
automated by these tools, giving managers more time to concentrate on giving tailored
coaching and feedback. Goal cascading, progress updates, and 360-degree feedback
features are examples of features that foster a continuous learning culture and increase

transparency.(Kossek & Thompson, 2016)

Communication and Collaboration Tools:



Real-time communication and collaboration are facilitated by platforms such as
Microsoft Teams and Slack. While video conferencing facilitates in-person interactions
and helps team members get to know one another, instant messaging enables for quick
updates and inquiries. In order to facilitate targeted communication and information
sharing, these solutions also make it possible to create channels that are only available

for certain projects or departments.(Kossek & Thompson, 2016)

Project Management Software:

Teams may easily share data, assign tasks, monitor due dates, and visualize project
workflows with the help of apps like Trello and Asana. This promotes openness,
guarantees that everyone is in agreement, and enables progress to be tracked

remotely.(Kossek & Thompson, 2016)

Performance Feedback and Recognition Tools:

The feedback process can be streamlined with specialized software. Employees can
readily retrieve previous comments for reference, and managers can electronically
deliver targeted, responsive feedback. These solutions can also incorporate recognition
programmes, which enables managers to recognise accomplishments and celebrate
victories even when they are located remotely.(Kossek & Thompson, 2016)

Learning and Development Platforms:

Employees can access a multitude of training resources, such as webinars, e-learning
modules, and video tutorials, through online learning platforms. This gives workers the
freedom to take charge of their own professional growth and enables managers to
guarantee that skill shortages are filled virtually.(Kossek & Thompson, 2016)

Training and Development:
Setting Up Managers and Staff for Success
Investing in technology and training and development are complementary when creating

a strong performance management system for remote and hybrid workforces. To



succeed in these new work contexts, managers and employees must possess the
requisite knowledge and abilities.(Gajendran & Harrison, 2007)

Effective Remote Leadership:

It is essential to give managers the tools they need to inspire and lead remote teams.
Topics like building trust, communicating clearly, and doing performance reviews
remotely should all be included in training. Furthermore, managers should become
proficient in using technology to assign work, give feedback, and foster a virtual feeling
of teamwork.(Wheatley, 2017)

Performance Management Techniques for Hybrid and Remote Teams:

It's possible that traditional performance management techniques don't work effectively
in distant environments. Supervisors require education on cutting edge methods such
as SMART goal-setting (Specific, Measurable, Achievable, Relevant, and Time-bound)
for remote work, virtual check-ins for tracking progress, and multi-channel effective

remote feedback delivery.(Gajendran & Harrison, 2007)

Building a Culture of Engagement:

Sustaining employee engagement in remote work is one of the most difficult tasks.
Supervisors must receive training on how to identify and reward remote workers,
encourage a sense of community and belonging, and create virtual team

environments.(Chung & van der Lippe, 2020)

Employee Training:

Techniques for Self-Management and Time Management: Employee training should
include the best ways to manage oneself and your time when working remotely. This
include designating a specific workstation, using time management tools, and
establishing boundaries between work and personal life.(De Cieri et al., 2005)

Communication and Collaboration Skills:



Effective communication is crucial in any workplace, but in a remote setting it becomes
even more important. Training should emphasize succinct and clear email, instant
messaging, and video conference communication. Employees can also pick up skills in

virtual collaboration and active listening.(Gajendran & Harrison, 2007)

Technology Proficiency:

It is essential to provide staff members with the skills they need to use project
management platforms, communication tools, and performance management software.
Basic functions, recommended practices, and troubleshooting methods can all be
covered in training sessions.(Chung & van der Lippe, 2020)

Flexible Work Policies:

Creating precise instructions and expectations for various work modes in policies that
are easy to understand. To guarantee that all staff members are aware of their roles
and obligations, these policies should be explained in detail.(Wheatley, 2017)

Frequent Communication and Feedback:

To guarantee that staff members stay involved and in line with company objectives,
regular check-ins and feedback sessions should be established. One-on-one sessions
and performance assessments can offer chances for improvement and criticism.(Chung
& van der Lippe, 2020)

Evaluation

The hospitality industry's use of employee performance management is significantly
impacted by socioeconomic circumstances, according to study. Adaptive techniques are
necessary for effective performance management due to various factors, including
changing societal views, technical improvements, and economic conditions.(Chung &
van der Lippe, 2020)

Implications for Marriott International



Using flexible work arrangements can improve employee retention and satisfaction for
Marriott International. It does, however, call for a strong framework for performance
management that makes use of technology and prioritizes goal-setting and transparent

communication.(Marriott International, 2023)

Recommendations

Embracing Flexibility:

Organizations such as the Ritz-Carlton can achieve a balance between remote work
and necessary on-site presence by introducing hybrid work models for roles that provide
flexibility. This strategy takes into account the changing demands of the company as

well as the wide range of tastes of the modern workforce.(Wheatley, 2017)

Enhanced Employee Satisfaction:

More flexibility and control over work schedules is given to employees via remote work
choices, which enhances work-life balance and overall job satisfaction. This may result
in a more committed staff, lower turnover rates, and higher levels of employee
engagement.(Mitchell, Holtom & Lee, 2001)

Attracting Top Talent:

Offering mixed work arrangements might be a big advantage in today's cutthroat talent
market. It increases the number of possible applicants, enabling the Ritz-Carlton to
draw in competent people who might not have been able to move for a position that

required full-time on-site work.(Wheatley, 2017)

Increased Productivity:

Employees who work remotely are frequently more productive, according to studies.
This is a result of their ability to plan their workdays for maximum focus and reduced
distractions.(Johns, 2006)



Reduced Costs:

For businesses such as the Ritz-Carlton, hybrid work models can result in cost savings
by eliminating the requirement for physical office space. This makes it possible to
reallocate funds to other objectives, including improving the visitor experience or staff
development.(Hill, Ferris & Martinson, 2003)

Identifying Suitable Roles:

Not every role lends itself to remote work. Examine duties and responsibilities from
several divisions to find out which jobs work well in a hybrid environment. Potential
candidates include reservation services, marketing duties, and administrative
work.(Allen, Golden & Shockley, 2015)

Designing Effective Work Schedules:

Establish precise policies for remote work days and on-site attendance. While making
schedules, take into account elements like the necessity for teamwork, task
requirements, and guest interaction.(Grant & Parker, 2009)

Ensuring Equitable Opportunities:

Ensuring equitable access to professional development programmes, career
advancement tracks, and leadership roles is vital for all employees, irrespective of their
location.(Grant & Parker, 2009)

Fostering a Culture of Collaboration:
Prioritize team-building exercises and virtual communication to bridge the physical gap.
To keep teams connected and working together, make use of technology and arrange

frequent video conferences.(ILO, 2020)

Enhance Technology Infrastructure:

To facilitate distant and hybrid work, make an investment in cutting-edge performance
management and communication systems. Al and data analytics are two examples of
technologies that can offer insights into employee performance and point out
opportunities for development.(Eisenhardt & Martin, 2000)



Create Extensive Instructional Plans:
Educate managers and staff on the best practices for managing performance remotely.
This includes instruction in time management and communication techniques as well as

technical training on new tools.(Mulki et al., 2009)

Foster a Culture of Engagement:

Sustain consistent communication and feedback mechanisms to guarantee staff
involvement and congruence with company goals. Workers that are invested in their
jobs and productive are more likely to be engaged.(Wheatley, 2017)

Conclusion

In the hotel sector, socioeconomic factors have a big impact on staff performance
management. Marriott International can effectively manage employee performance
across various work modes by comprehending and adjusting to these aspects, which
will provide a sustainable competitive advantage and employee happiness. The
suggested tactics, which include implementing hybrid work models, improving
technology infrastructure, creating extensive training programmes, and encouraging an
engaged culture, can assist Marriott in overcoming obstacles brought on by
socioeconomic shifts and seizing chances for expansion and innovation.(Wheatley,
2017)
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