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[bookmark: _Toc157434677]Introduction/ Background
[bookmark: _Toc157434678]Introduction
The hospitality industry is one of the most rapidly changing industries in the contemporary business world, which is characterized by socio-economic driving forces like globalization and technological innovations. As one of the leading hotel brands in the world, Marriott International has to deal with these dynamics, especially the way employees’ performance management is handled across different modes of work. This study seeks to examine the impact of the socio-economic factors on Marriot’s performance management and monitoring framework that includes on-site traditional roles and the emerging remote and flexible workforce (Zhou, et. al., 2022). This study aims at providing critical understanding on the strategies that international hotel chains can use to improve their performance management approaches to increase employee performance, engagement, and satisfaction in the face of changing socio-economic conditions through an analysis of industry trends, existing research, and Marriott’s practices. These dynamics are critical for Marriott and other hospitality organizations to survive in a competitive market, take care of employee interests, and deliver high-quality services to guests in a dynamic, interdependent global marketplace.
[bookmark: _Toc157434679]Research Background
The hospitality business has in the new past gone through significant changes credited to socio-economic elements as well as mechanical headways. The approach of remote work, shift of buyer interest, and monetary unpredictability have fundamentally changed the labour force scene in the global lodging networks like Marriott International. The ability to monitor and evaluate performance across different work modes, such as on-site, remote, and flexible arrangements, has proven to be a significant challenge to traditional performance management techniques. The role of these socio-economic forces in altering performance management is vital for hospitality companies to survive the changing competitive market. A number of studies have touched upon different aspects of performance management in the hospitality industry such as the adoption of technology, employee involvement, and alignment with the organizational goals (Thirkell and Ashman, 2022). Nonetheless, there stays a gap in understanding how socio-economic factors explicitly impact execution the executives’ research on worldwide inn brands like Marriott. This study looks to address this hole by inspecting Marriott's way to deal with execution of the executives across various work modes and giving proposals to exploring financial difficulties successfully.
[bookmark: _Toc157434680]Aims
To understand the impact of socio-economic factors on employee performance management and monitoring across different work modes.
[bookmark: _Toc157434681]Objectives:
1. To evaluate the effects of economic factors on employee moods and performance.
2. To assess the performance of metrics in various work settings.
3. To identify employee engagement and performance improvement strategies in the face of socio-economic challenges.
[bookmark: _Toc157434682]Discussion/Literature
[bookmark: _Toc157434683]Literature review
According to Aloisi and De Stefano (2022), socio-economic factors are at the centre of shaping the operating landscape of Marriott International. The factors include a broad array of factors that impact on the company’s performance management and monitoring practices. The two key economic conditions that directly affect the financial performance and resource allocation in the hospitality industry include global recessions, changing consumer spending patterns, and currency exchange rates. Furthermore, societal dynamics such as population patterns, cultural preferences, and lifestyle choices shape consumer behaviour and demand for hospitality services, impacting Marriott’s appeal and customer engagement approaches. Also, socio-economic variables such as income inequality and labour market trends affect the supply and quality of the workforce, affecting Marriott’s recruitment, training, and retention initiatives. In addition, regulations concerning labour standards, employment practices, and taxation affect Marriott’s operational costs and compliance requirements. By performing a comprehensive PESTLE (Political, Economic, Social, Technological, Legal, and Environmental) analysis of such socio-economic factors (Adler, 2002), Marriott can be better equipped to withstand the forces of change in its decision-making processes and gain competitive advantage in the dynamic nature of the hospitality industry.
On the contrary Ness and Green (2022), in the hospitality industry including brands such as Marriott International, industry trends on retention rates and turnover rates are important indicators that reflect the effectiveness and stability of workforce management strategies. The hospitality industry has been through a lot of changes in terms of employee retention and turnover in the last decade due to various socioeconomic factors and changing workforce dynamics (Degbey, et. al., 2021). The major issue in the whole industry that has been affecting the entire industry is high turnover rates which are caused by seasonal employment patterns, high levels of job stress, and lack of career advancement opportunities. Despite the efforts of companies such as Marriot to ensure that the salary and benefits are competitive, the turnover remains high, especially in entry-level and frontline positions. This trend not only affects the company’s finances because they have to pay for recruitment and training, but also lowers service quality and employee motivation, which means reduced productivity and customer satisfaction (Snape and Redman, 2021).
As per the suggestions of Torfing and Bentzen (2020), nevertheless, despite these challenges, the hospitality industry is progressively realizing the crucial role of employee retention in ensuring the success of business functions. Companies such as Marriott are now moving towards adopting strategies to improve retention rates through investments in employee development programs, good workplace culture, and promotion opportunities. In addition, innovative breakthroughs have allowed one to develop creative approaches to skill management, such as predictive analysis tools that can identify flight-risk employees and tailored retention strategies. Besides, changes in cultural qualities, for example, the developing spotlight on balance between serious and fun activities and representative prosperity, are driving neighbourliness firms to rethink their arrangements and practices to further develop worker fulfilment and reliability (Wood, et. al., 2020). By keeping close tabs on the industry trends and promptly addressing the retention and turnover issues, companies like Marriott can develop a more stable and dedicated workforce that eventually results in long-term success and competitive advantage in the dynamic hospitality environment.
According to the Pampaloni, et. al. (2022), There has been a significant rise in different types of work patterns in the hospitality sector with major players such as Marriott International over the last five years due to different socio-economic and technological trends. Significantly, remote work and flexible arrangements are gaining popularity, in particular, due to the acceleration generated by the COVID-19 pandemic. For roles such as corporate positions, sales and marketing as well as administrative roles, hospitality entities have embraced remote work policies that allow their employees to work from home or other non-traditional workplace settings (Neupane and Khanal, 2022). This change has also improved work-life balance, reduced commuting costs, and increased employee satisfaction. Moreover, the gig economy platform and freelance opportunities in the hospitality sector has also increased especially in areas such as the food delivery services, event planning, and property management. Companies, including Marriott, have employed gig workers and freelancers in addition to their staff to cover peak seasons or for specific tasks, allowing them to manage their employees and costs. Also, technological advancements have created hybrid work models in the hospitality industry where employees can easily work on-site and remotely using digital collaboration tools and cloud-based systems (Catana and Toma, 2021). The hybrid approach gives greater adaptability and productivity in the labour force the executives while giving functional progression and visitor fulfilment. When in doubt, the presence of various work modes in the kind disposition business implies that the greater example that embraces flexibility, adaptability, and mechanical joining to ensure that the two agents and managers answer changing business area components and client needs.
Therefore, Marriott International has come up with various strategies to make sure that the performance of employees is monitored well in various work modes like the traditional on-site roles and the remote or flexible ones (Boella and Goss-Turner, 2021). One of the major ways is the application of technology-based solutions aimed at improving the performance management processes across various workplace settings. The company has created digital platforms and tools for virtual or hybrid works, where employees can receive feedback, collaborate, and monitor their progress (Guest, et. al., 2020). This ensures that the principles of execution are conveyed, checked and evaluated no matter what the spot. Besides, Marriott has changed its presentation measures and evaluation standards in light of the particular necessities and nature of different types of work. Regarding performance measures, remote workers can be assessed using completion rates of tasks, project deadlines, and quality of virtual communications, while on-site employees can be rated based on customer satisfaction, teamwork, and operational effectiveness.
Marriott also supports lifelong learning and profession improvement for representatives no matter what the work setting (Margineanu, e. al., 2022). The organization offers e-learning instruments, virtual classes, and tutoring programs that focus on representatives' turn of events and expertise upgrade towards a culture of flawlessness and profession movement. In summary, Marriott’s proactive performance management that is evident across various types of work shows the concern for employee performance, engagement, and satisfaction while maintaining operational efficiency and guest service standards in the dynamic hospitality sector.
[bookmark: _Toc157434684]Discussion 
On the contrary of Kim, et. al. (2022), concentrates on execution administrations in the comfort business, especially in the overall hotel brands, have focused in on a couple of procedures and results related with worker perception in various workplaces. The interest of researchers in the checking of representative execution in conventional, on location jobs and arising remote or adaptable work game plans is not uncalled-for. For instance, studies have revealed that Marriott combines technology-based solutions and customized performance measures to effectively manage employee performance. In remote work monitoring, real-time performance tracking, feedback sharing, and remote team collaboration, digital platforms and communication tools are often used. Additionally, Marriott and other international hotel chains often modify their performance measures in order to comply with different working styles (Burke, et. al., 2020). For example, virtual workers are evaluated by completion rates, project milestones achieved, and virtual communication success metrics while on-site employees are evaluated through customer satisfaction ratings, teaming, and operational effectiveness.
Researchers have proposed several potential interventions to address these issues. These solutions are a set of techniques that are aimed at improving the effectiveness of performance management and employee engagement in different work settings. The particular reaction is further interests in innovation arranged devices and stages implied for remote work checking and correspondence (Lim and Seo, 2021). Marriott could likewise expand on its ongoing computerized foundation by additional creating and tweaking it to offer representatives who work in different modes a total set-up of execution the executive’s administrations.
Moreover, the implementation of adaptable performance standards and evaluation parameters that consider the specifics of remote work can contribute to the effective evaluation of employees’ performance (Qadri, et. al., 2020). What's more, advancing a culture of trust, communication, and responsibility is basic to oversee representatives in various work modes successfully. Marriott can advance straightforward correspondence channels, standard methods, and predictable initiative practices that help representatives and make a feeling of having a place and responsibility paying little mind to area or work arrangement.
[bookmark: _Toc157434685]Evaluation and Conclusion
[bookmark: _Toc157434686]Conclusion
In this paper, the focus was on the socio-economic forces analysis of employees’ performance management and monitoring in the hospitality industry, taking Marriott International as an illustration. The shifting work paradigms, which range from the established on-site job to the increasing prevalence of remote and more flexible work arrangements, has been a major issue. Research has revealed that Marriott, just like other international hotel brands, has adapted its performance management strategies to such changes. The company implements technology-based solutions for remote work monitoring, flexible performance measures, and constant learning opportunities for the workforce. The introduction of such activities enables Marriott to maintain effective performance management across various work environments. The implications of this work feature the meaning of spryness and development in changing execution the board practices to financial patterns and different work spaces. The need for a proactive approach to employee performance management in the hospitality industry stems from its dynamic nature and external factors like economic conditions and technological innovations. This is particularly important for international hotel brands such as Marriott that operates in a global environment that has a variety of employee needs.
[bookmark: _Toc157434687]Recommendation 
To Marriott International, it is recommended to keep putting resources into development driven arrangements that upgrade remote work checking and cooperation. High level stages and concentrated instruments can likewise further develop execution checking and criticism circle. In addition, the company should keep on improving its performance measures to ensure that they reflect the peculiar nature of challenges and needs that come with different working environments. Secondly, building a culture of trust, transparency, and accountability remains necessary. In all working environments, Marriott should have supportive leadership practices, open communication channels, and frequent updates to ensure that employee engagement and satisfaction are upheld (Friedman, 2020). By applying a holistic approach to the philosophy of performance management that considers both conventional and evolving work forms, Marriott will be able to attract, retain and fully utilize the potential of its multicultural labour force. Finally, this research shows the connection between the socioeconomic factors and employee performance management in the hospitality industry. The proactive approach of Marriott based on technological adoption and flexible performance measures can be used as a model for work modes change. The recommendations that are offered are meant to help Marriott International to continue to improve its performance management practices to fit the need of a dynamic socio-economic environment.
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