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[bookmark: _Toc157439054]Introduction and Background:
Marriott International, a respected hotel chain, has 7,000 hotels in 131 countries. Many awards have been given for its hospitality and staff management. The hotel caters to upscale business and leisure travelers. However, socioeconomic factors have hampered hospitality businesses. Hospitality HR experts will learn how socio-economic aspects affect performance management and monitoring in different work modalities (Chiang, et al., 2020). Socioeconomic factors affect hospitality in the service sector. So, these traits affect employee performance management and monitoring throughout work modes. A hotel HR research proposal analyses how socio-economic force influences performance management and monitoring in different employment kinds (Wickham, French, and Wong, 2020). 
Marriott International is the largest hotel chain. J. Willard and Alice Marriott launched the company in 1927, and it has developed gradually. The Bethesda, Maryland-based hotel chain has many hotels and 1.4 million rooms in 131 countries and territories Mazen (Alomari, 2017). Marriott International is among the top 10 global MNEs. Marriott International's operations have been affected by the COVID-19 pandemic, emphasizing the need for performance management and monitoring in varied work modalities. Marriott International must adjust to be competitive as the pandemic lower’s hotel occupancy, revenue, and profitability. This has spawned hybrid, office, and flexi-work models in hospitality. Certain work modes have been utilized to adapt to changing organizational situations, raise employee productivity, and improve performance management and monitoring (Chen, and Tabari, 2017).
Workstyles in hospitality and employee performance management will be examined. This is significant because socio-economic considerations can affect hospitality company issues including turnover and retention. Given their recent rise, understanding how hybrid, office, and flexi work modes affect hospitality staff management and performance is crucial (Krupskyi et al., 2019). The hotel industry faces socio-economic issues include changing economic conditions, competitiveness, demographics, technology, and customer preferences. These challenges make hotel staff management and performance monitoring challenging. Hotels now use hybrid, office, and flexible work styles, which has changed employee behavior. To adapt to the changing market and ensure business continuity, different labor styles have been formed.
Workstyles in hospitality and employee performance management will be examined. This is significant because socio-economic considerations can affect hospitality company issues including turnover and retention. Given their recent rise, understanding how hybrid, office, and flexi work modes affect hospitality staff management and performance is crucial. New socio-economic factors due to rapid technological advances, changing client expectations, and hospitality industry competitiveness affect Marriott International. These forces affect employee performance management and monitoring, requiring further study. It studies how socio-economic dynamics affect performance management and monitoring in different work modes from a Hospitality HR perspective, at Marriott International (Wong, and Wickham, 2015).
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Discussion/Literature:
According to Nyangwe, and Buhalis, (2018) socioeconomic problems make hotel staff management and performance monitoring challenging. Economic conditions, which affect hotel demand, are a major issue. Hotel occupancy, revenue, and profitability fall in recessions. Hiring freezes and layoffs make performance management difficult for HR.
Competition is another key socio-economic factor affecting hospitality. Online booking and home-sharing have made hotels more competitive. Hotels must reduce costs and increase efficiency to compete, affecting staff burden and performance.
Political, economic, social, technological, legal, and environmental factors might affect an organization's performance. Employee motivation, engagement, and job satisfaction can affect performance and productivity.
Barreto, and Mayya, (2022) have explained that the Marriott International's workforce demographics are important socioeconomically. The firm has adjusted its performance management and monitoring systems to accommodate diverse personnel of ages, nationalities, and origins. Managers must now consider individual preferences and differences in performance management.
Economic variables like the COVID-19 pandemic have affected Marriott International's personnel performance management and monitoring. Hotel staff are more insecure and uncertain due to budget cuts and downsizing due to decreased occupancy and revenue. Worker motivation, happiness, and performance are affected.
Upamanyu, (2014) stated that the social, cultural, economic, and political factors impact productivity and well-being. They can considerably impact hospitality worker performance management and monitoring. First, socioeconomic considerations may affect skilled labor availability because education and training differ by country and location. Marriott International, which needs qualified staff worldwide, may have problems hiring and maintaining staff.
Job satisfaction and motivation can also be affected by compensation. Low remuneration in hospitality can lead to high turnover and low retention. Industry seasonality and high demand worsen this. Marriott International struggles to manage employee performance and maintain high service quality.
Gajjar, and Okumus, (2018) elaborated that the demographic changes like millennials and the aging workforce have changed hospitality. Hotels struggle to maintain productivity and wellness with aging workforce. HR professionals struggle to manage performance because millennials desire flexibility.
Technology also changed hospitality jobs. Hotels use technology throughout their operations, needing tech-savvy staff. A skills gap makes employee performance management harder.
Different hospitality labor modalities have helped maintain business continuity despite these limits. Many hotels allow employees to work from home. This boosts productivity and work-life balance.
Hotel offices often allow remote work. This has decreased staff travel time and cost, enhancing performance and happiness.
Hotels have managed workload via part-time and shift-based jobs. These modes assist hotels manage demand variations and allow staff flexibility, enhancing performance and happiness.
Hitt et al., 2017). Mentioned that Hospitality's ability to attract and retain personnel is measured by staff retention and turnover. Marriott International rates plummeted during the pandemic. In 2020, the American Hotel and Lodging Association reported 33% hospitality staff retention, down from 74% in 2019.
Socioeconomic factors affect turnover rates. Because of pandemic uncertainty and job loss fears, employees are seeking more job stability and working conditions, which has increased turnover. Marriott International has found it harder to manage staff performance and observe diverse work patterns.
Technology, consumer trends, and competition have changed the hotel industry. Recent years have seen different work patterns affect enterprises, including hotels.
Hospitality turnover has surged, worrying Marriott International. According to BLS, hospitality turnover climbed to 74.6% in 2018. This substantially exceeds the 53.5% national average.
According to Elshaer, and Azazz, (2021) different types of factors influence this trend which involve socioeconomic situations. Rising living costs make it hard for hospitality workers to survive. People are looking for better-paying, more reliable jobs due to changing demand and low wages.
One major industry shift is hybrid employment, with people working remotely and on-site. This is owing to pandemic response and communication technology developments. Work from home at Marriott International without sacrificing productivity or effectiveness.
Another growing hospitality work mode is on-site office work under tight safety regulations. Marriott International uses this work mode to boost team communication and oversight in face-to-face departments like food and beverage, cleaning, and front office. 
Flexi-work has developed in hotels as corporations seek continuity and competitiveness. Using co-working spaces, employees can follow company policies. Marriott International offers corporate personnel flexible work arrangements for work-life balance and job satisfaction.
Namasivayam, Guchait, and Lei, (2014) stated that in response to socioeconomic developments, the hospitality industry has developed new labor methods. Work modes include hybrid, office, and flexi. Workers can work from home or the office in hybrid mode. Flexi employment allows for scheduling and location flexibility, whereas office work is on-site.
Marriott International and other companies use these work styles to attract and retain employees. These modes create performance management and monitoring challenges since managers must adapt to different working styles and communication methods.
Marriott International uses multiple methods to manage employee performance in different work modes. For managing multiple work styles and employee performance, the company feels a diverse and inclusive work culture is crucial. Marriott International invests in technology and training to help employees adapt to new work patterns. Staff performance has improved due to work-life balance measures like flexible work arrangements and employee assistance programs (Houdek, 2023).
Performance management at Marriott International reflects its beliefs and goals. Clear standards, feedback, and continuous learning and development are now possible for the organization. The company's reward and recognition system motivate and engages workers in many modalities, enhancing performance.
Marriott International monitors and manages employee performance in various work modes using many approaches. Company culture and principles boost employee engagement and performance, making it a top workplace (Stewart, and Brown, 2019).
Marriott International employs a transparent and open communication system to check in with team members and provide feedback and recognition to ensure hybrid work mode performance management and monitoring. The company offers virtual training and development to keep staff engaged and boost productivity.
Marriott International respects WHO/CDC office safety guidelines. Employees receive monthly health checkups and support to ensure their well-being and success. 
Marriott International uses flexi-work to boost performance management and monitoring: employees choose their work location. Job satisfaction and performance have increased, improving retention.
Marriott International proactively adopts innovative hospitality work practices. The company permitted personnel to work from home throughout the pandemic to maintain social distance. This improved employee morale, safety, and happiness (Marriott, Williams, and Dwivedi, 2017).
Through using results big organizations such as Marriott International maintains performance in diverse work modes. Prioritize results over hours. Company investments include remote employee performance management solutions. They use Zoom and Slack for project monitoring and meetings.
Hotels can apply the following solutions to manage staff performance in different work modes. Hotels should upgrade technology and train staff. Workers can adapt to new work patterns and perform successfully (Carraher, 2014). Hotels should use a performance management system that establishes expectations, gives feedback, and encourages learning and growth to align employee performance with business goals. Hotels should offer flexible work options and staff assistance programs to encourage work-life balance. It will reduce employee stress and boost performance.
Di Domenico et al., (2020) have involved that Marriott International should improve employee performance management and monitoring across work modes, according to the research recommendation. A comprehensive performance evaluation method that respects its diverse workforce's preferences can help the firm address socio-economic issues. Performance management must emphasise continuous feedback, open communication, and employee recognition.
The company should invest in technology and resources to increase employee engagement and productivity across work modes. Virtual training, teamwork, and good communication are examples. Marriott International should also prioritize personnel safety by implementing strong safety measures and providing support for physical and emotional wellbeing (Kinicki, and Fugate, 2018).
Marriott International and other hospitality companies can manage and evaluate employee performance across work modes in different ways. People need training and resources to adapt to varied work styles. Training in communication and collaboration technology and adequate home work arrangements are provided.
The transparent performance management system that values results over hours is needed. This would motivate and fairly evaluate workers. Regular check-ins and feedback sessions should keep employees on track and supported (Ouyang, Wei, and Chi, 2019).
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Conclusion
Socioeconomic factors strongly influence employee performance management and monitoring across work types. Hospitality HR professionals face challenges from changing economic conditions, competitiveness, demographics, technology, and client demands. However, new work styles have helped hotels retain company continuity and manage their workers. Marriott International has managed employee performance in diverse work modes by investing in technology, fostering work-life balance, and implementing a performance management system. This proposal's solutions can assist hotels manage employee performance in diverse work modes and succeed.
In the hospitality sector, socioeconomic force affects performance management and monitoring in different work modes. Marriott International's high turnover and retention rates demonstrate this. However, the corporation has implemented diverse work modalities and adopted outcome-based performance management to adapt to the changing socio-economic context.
Socio-economic aspects affect Marriott International employees' performance management and monitoring in different work modes, according to Hospitality HR. Staff retention and turnover are affected by demography, economy, and changing work modalities. To maintain corporate continuity and employee engagement, Marriott International actively monitors employee performance across work modes.
Hospitality companies must understand how socioeconomic issues effect performance management and monitoring. Training, tools, a clear performance management system, and regular check-ins and feedback can help companies manage and monitor employee performance in diverse work modes. Employee satisfaction and retention would promote corporate success.
Integrating socio-economic concerns with this study's recommendations can help Marriott International improve performance management and monitoring. The research proposal offers additional research to solve literature gaps and help hospitality firms manage employee performance across work modes. Organizations must recognize how socio-economic factors affect their operations and adapt to the changing business landscape, engage people, and improve performance.
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