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[bookmark: _Toc167400214]Introduction and Background
Marriot Hotel is a famous hospitality brand that is famous for its luxury and a great experience for the guests. The company operates numerous properties worldwide such as JW Marriot, Sheraton Hotel and Resort and The Ritz-Carlton. The market share of Marriot Hotel in the UK is 14% (Statista, 2023). The total revenue of Marriot Hotel globally was 23.71 billion USD in the year 2023 (Statista, 2023). The total number of rooms in the Marriot Hotel is 573,000 in the year 2023 (Statista, 2023). The total net worth of Marriot Hotel is 68.64 billion USD in the year 2024 (Macrotrends.net, 2024). 
There are various working modes in the organisation such as Marriott like hybrid, flexible and office arrangements. Additionally, the various socio-economic factors are income level, working environment, cultural trends and lifestyle change.
Changing socio-economic elements like working environment and income level affect employee performance management, so Marriot Hotel can adopt many work modes. The UK hospitality industry has 37.6% turnover due to low wages and conditions (Barrow, 2023). The rise of hybrid work—remote and office—is particularly concerning. Economy, culture, and lifestyle set trends. Teamwork, communication, varied productivity optimisation, and remote privacy are conceivable. Marriott Hotel monitors office work via employee engagement, performance evaluation, and workplace functional design to manage staff performance. Socioeconomic factors affect performance management.  
The flexible working mode surrounds various practices such as the option for remote work and flexible working time that add problems in the performance management of the employees in the Marriott Hotel. Flexibility increases the satisfaction of the employees and amalgamation in the work-life but it also requires a strong mechanism of monitoring in order to ensure productivity, accountability and continuity with the goals of the organisation (Hasan et al., 2021). 
The trends in the hospitality industry involve the rising of flexible and hybrid working modes with a notable aim of increasing the retention rate of employees and mitigating the turnover rates (Nagarajan and Sixsmith, 2023). Marriott Hotel by ranging with these trends integrates extensive engagement of the employees and programs for development in order to enhance retention and overcome the turnover obstruction of the industry.
Marriott has changed its labour habits in the past five years due to technology and socioeconomic developments. Hybrid work has grown prevalent to enhance productivity and flexibility with onsite and remote work. Digital productivity tools are used more, while traditional office setups remain. Popular remote and flexible work hours boost employee work-life balance. These evolving work patterns promote resilience, employee well-being, and organisational efficiency.
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As per Lado et al. (2020), Economic factors display a significant impact on the hotel's operation and profitability. Socioeconomic factors affect performance management and monitoring in industries like hospitality. Hotel revenue increased with prosperity. Strong economic growth may increase Marriott hospitality demand, requiring staffing and service improvements. Recessions may require cost-cutting and strategic realignments to expand the organisation (Struckell et al., 2022). Interest rates effect hospitality finances. The Bank of England dropped its base rate to 0.1 % in March 2020 then raised it to 5.25% by May 2024 to boost the economy (Bankofengland.co.uk, 2024). Marriott's financing, capital investment, and operations cost more with interest. UK unemployment declined to 3.7% in 2021 but will rise to 4.3% by early 2024 (Statista, 2024). Employment levels impact the labour wage pressure and availability that affect the hotel's management staffing and performance in different work modes (Lado-Sestayo et al., 2020). Additionally, foreign exchange rates impact international travel and also hotel bookings. The British pound against the euro and the dollar has been volatile which can negatively affect the competitiveness of the hotels in attracting the guests (Woyo and Slabbert, 2021). For instance, the UK get more attracted to foreign visitors by having weaker pounds but increases the costs of imported goods and services. The UK inflation rate has risen to 10.1% in 2022 which is run by the energy price and supply chain disturbance but has been reduced to 5.2% in early 2024 (Statista, 2024). Increased inflation rates dissolve the consumer spending power and enlarge the operational cost which can lead to prospective cost-cutting measures like layoffs (George, 2023). Furthermore, these factors impact the hospitality industry's approach to employee performance management and monitoring. For example, there might be a change towards the agile work modes and hybrid to improve cost during periods of economic downturns. Investing in the training of the employee and developing a performance monitoring system can be more practical. 
[bookmark: _Toc167400217]Social Factors
As per Alesina and Tebellini, (2024), Social factors emphasise the demographics, beliefs, preferences, and traditions of the locality’s residents. The socio-cultural components crucially impact the human resources strategies and practices, particularly in the large and dynamic work modes. Cultural trends play an important role in creating the work environment and expectations in the hospitality sector. For example, the growth reinforcing the work-life balance and agile work arrangements focus on the larger societal changes. Comprehending these trends will help the organisation to alter its HR policies to retain and attract talent (‌Armstrong and Taylor, 2020). Population growth rates can also affect workforce planning by enlarging the population which can build the labour pool and the ageing population can be necessary for the adaptation of the job roles and advantages arranged for the older employees (Nagaranjan and Sixsmith, 2023). Additionally, education level and income level are connected with employee performance and expectations. Higher education levels are mostly related to the demand for more challenging and rewarding job roles and pushing the company to provide regular learning and growth opportunities (Guardia et al., 2021). Age distribution in the workforce impacts management approaches and team dynamics. The large age range requires the company to adopt inclusive strategies that focus on different generational requirements and preferences (Rudolph et al., 2021). For example, technological combination and the older employees may value traditional benefits and stability.
[bookmark: _Toc167400218]Provide examples of how the selected international hotel brand monitors employee management in different work modes
The Marriot Hotel is famous for its services in hospitality accurately steers the obstruction and opportunities that are shown by the different modes of work such as hybrid, office and flexible arrangements (Anon, 2024). In terms of hybrid work, the strategy of Marriott is to aim at the results rather than more hours of work. They continuously look after performance metrics like rating customers’ satisfaction, team collaboration effectiveness and meeting the sales target. Additionally, in order to ease the smooth communication with the hybrid team the company has implemented advanced technology, platforms for managing the projects, a documents vault and offering digital tools like VR meeting software (Kiong, 2024).
In the office work arrangements for the employees, Marriott focuses on the method of traditional supervision in which the manager or the team leader engages with the employees with the help of performance reviews, continuous check-ins and the session of on-the-job training. Additionally, this promotes a culture of support and supervision that ensures the distribution of equal work and provides fellowship through regular meetings to emphasise the alignment of the goals and the sharing of updates (Schleiff et al., 2021).
In terms of flexible working mode the policies of Marriott are comprehensive and clear and provide various options such as flexible working hours, remote work and compact workweeks. All these policies are communicated transparently creating a structure for trust management in which the main focus is the outcome instead of excessive supervision of the daily activities (Robinson, 2020). Furthermore, the company monitors the flexible work settings that rotate around the agreed objectives, deadline of the project and KPI (key performance indicators), all these are supported through the continuous review of the performance and sessions of feedback that range the employees with goals and objectives of the organisation while promoting accountability and independence. 
The commitment of Marriott to the engagement of the employees is derived through their initiates in the development and training, indulging in various modes of work with the session of virtual training, a program for the development of leaders and workshops on the remote tools of collaboration. Additionally, the program of reward and recognition makes aware of the contribution of employees in all work modes with the help of award ceremonies virtually, praise in team meetings and physical rewards for enhancing motivation and morale among the employees (De Silva, 2023). Furthermore, the company also emphasise the well-being of the employees with the help of wellness programs, providing ingress services for mental health and providing a benefit package that is personalised in the flexible or remote work arrangements.
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Developing economic flexibility and agility, Marriott can adapt staffing models like contract work and part-time work which will help in maintaining cost without compromising service quality during the downturns (Frady, 2021). Applying financial strategies such as interest rate enclose can fasten the capital investment decision and operational cost among the fluctuation rates. Socio-cultural adaptation is important as it provides cultural sensitivity training and makes sure that the employees can reach the larger guest preferences inclusive HR policies accommodate a multi-generational workforce (Even and Christiansen, 2023). It enables senior employees get tech training and younger people have agile work arrangements. Investment in AI-driven analytics to track employee performance and customer exceptions and improve responsiveness (Dwivedi et al., 2021). By supporting hybrid and remote work with digital tools, virtual training, and open communication channels, the organisation may boost employee performance (Guàrdia et al., 2021). Expanding wellness programs which include mental health support, regular wellness checks and personalised benefits packages will help in overall well-being (Banerjee et al., 2024). Boosting identification and reward systems across the work modes makes sure that employees will value by acknowledging the virtual and in person. Applying this strategy will help the organisation properly navigate the economic situation and month ratio culture needs and maintain a high level of employee performance and satisfaction. 
[bookmark: _Toc167400220]Evaluation and Conclusion 
Marriott Hotel is one of the famous brands for providing expectation experience to guests and luxury and operates globally with various properties such as The Ritz Carlton and Sheraton. The company holds a market share of 14%. As the working method has evolved the company faced a lot of challenges like managing the performance of the employees in flexible, hybrid and office working models that are influenced by the factors of socio-econimic such as income level, change in lifestyle and trends in culture. Furthermore, to look after all these obstructions Marriott has employees with various strategies. In terms of hybrid work mode, they emphasise the performance metrics and implementation of technologies in order to make sure smooth collaboration and communication. Additionally, the office work mode is dependent on the method of traditional supervision, regular meetings and equal distribution of the work. Lastly, a flexible work mode is supported through management-based trust, clear policies and evaluation of performance based on the results. Moreover, the engagement of the employees is promoted by recognition, training programs and rewards. Various socio-economic factors such as interest rates, growth of the economy and level of employment influence the strategies of performance management at Marriott. Additionally, to overcome all these factors Marriott can change the models of staffing, apply the strategies of financing and invest in the tools for monitoring the performance in order to maintain the standard performance and satisfaction of the employees.
In conclusion, Marriot Hotel accurately manages the performance of the employees in different work modes and ensures standards in hybrid, flexible and office arrangements. In terms of hybrid work mode, the company focuses on performance metrics based on results using various advanced technologies in order to maintain smooth collaboration and communication. Traditional office supervision promotes equal task distribution through straight participation and support. Clear business policies build trust in management that prioritises our=tvcom e and delivers responsibility through frequent review and feedback, supporting the flexible work arrangement. Marriott's focus is employee engagement through customised development and training in various workplaces. Staff morale and motivation are boosted by the reward and recognition plan for all working modes. Marriott's commitment to employee wellness, including a wellness plan and diversified mental health services. Furthermore, through the implementation of advanced technologies, adaptable policies and traditional methods of supervision the company maintains high productivity and performance and also promotes an engaging environment for working. 
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