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Introduction and Background
Introduction to Marriott Hotel
Marriott International is among the world's largest and most reputable hotel chains, known for its luxurious amenities, excellent customer service, and extensive locations worldwide. Catering to high-end guests, Marriott offers large rooms, fine dining, and facilities tailored for both leisure travelers and business professionals.
Feasibility of Implementing Different Work Modes
In today's fast-evolving hospitality industry, exploring flexible work models—including hybrid, office-based, and remote work arrangements—offers Marriott both opportunities and challenges. While a hybrid work structure allows employees to work both on-site and remotely, it may introduce communication challenges that need careful management (Hoang et al., 2021). Given the shifting needs and preferences of employees, assessing the feasibility of diverse work models could enhance Marriott's responsiveness to market trends and support organizational effectiveness.
Employee Performance Management
Regardless of the work model, Marriott must effectively monitor employee performance to ensure service quality. Socio-economic factors like economic stability, access to resources, and cultural expectations play a substantial role in shaping effective performance management practices. For instance, in regions with high living costs, allowing remote work options can reduce employees' expenses and foster organizational commitment (Buhalis et al., 2022). However, technology infrastructure and access to education vary widely and may impact the effectiveness of remote monitoring, requiring flexible evaluation approaches.
Socio-economic Factors Influencing Work Modes
Socio-economic conditions, including demographics, income distribution, and cultural values, are essential in understanding business processes within an organization. Through a PESTLE analysis, which examines Political, Economic, Social, Technological, Legal, and Environmental factors, Marriott can assess how these external elements impact the business environment (Chung, 2020). Socio-economic factors also shape talent acquisition, diversity initiatives, and corporate social responsibility strategies within the company.
feasible, enabling Marriott to connect and utilize resources effectively (Reiner and Miller, 2021). Conversely, in areas with limited internet access or lower educational attainment, traditional office-based models remain essential. While flexible work arrangements can improve career mobility and work-life balance, they may also introduce challenges in maintaining equality in career advancement.

Industry Trends: Retention and Turnover Rates
Retention and turnover rates are critical metrics in the hospitality industry, where turnover often exceeds 70%, much higher than the national average (Ulker-Demirel and Ciftci, 2020). High turnover rates increase recruitment costs, affect employee morale, and can impact service quality. Marriott combats turnover by offering competitive benefits, development opportunities, and a supportive work environment, which are essential in a customer-facing industry with demanding schedules (Mooney, 2020).
Emergence of Diverse Work Modes in Hospitality Over the Last Five Years
The hospitality industry has seen significant changes in work modes over the past five years, driven by technology and evolving workforce expectations. Remote and hybrid work arrangements are increasingly common, facilitated by digital communication tools that allow employees to work effectively from various locations (Sigala et al., 2021). Flexible work schedules, such as compressed workweeks and shift work, provide Marriott employees with options that enhance work-life balance while reducing costs by aligning staffing with peak demand.
Employee Management at Marriott Across Work Modes
Marriott employs multiple strategies to monitor and support employees in diverse work modes. Remote teams benefit from time-tracking and communication tools to maintain frequent interactions, while office-based employees undergo regular performance appraisals and training to support career growth (Wilton, 2022). For flexible work arrangements, Marriott focuses on output rather than hours worked, promoting a results-oriented approach. The HR department also gathers feedback to continually improve work environments and accommodate employee preferences.
Discussion and Literature
Impact of Socio-economic Factors on Work Modes
Socio-economic conditions significantly impact the effectiveness of various work modes within Marriott. In regions with advanced IT infrastructure, remote or hybrid work options are more feasible, enabling Marriott to connect and utilize resources effectively (Reiner and Miller, 2021). Conversely, in areas with limited internet access or lower educational attainment, traditional office-based models remain essential. While flexible work arrangements can improve career mobility and work-life balance, they may also introduce challenges in maintaining equality in career advancement.
Industry Trends: Retention and Turnover Rates
Retention and turnover rates are critical metrics in the hospitality industry, where turnover often exceeds 70%, much higher than the national average (Ulker-Demirel and Ciftci, 2020). High turnover rates increase recruitment costs, affect employee morale, and can impact service quality. Marriott combats turnover by offering competitive benefits, development opportunities, and a supportive work environment, which are essential in a customer-facing industry with demanding schedules (Mooney, 2020).

Furthermore, the hospitality industry has adopted such working models flexibility that accommodates the variation of working schedules depending on wishes of the employee and organisational peculiarities. Compressed work weeks, shift working, and other such options are flexible working schedules that help employees capture a larger variety of their lifestyles and thereby bring about work engineering for smooth working conditions among employees. It also contributes to the employees’ satisfaction and organisational loyalty as well as minimises cost through the right staffing issues during the busiest times. Also, the increased use of digital platforms in the execution of business activities and online selling platforms has led to job opportunities in the hospitality sector through the gig economy (Buhalis, et. al., 2022). Photographers, writers and marketing specialists would for instance find it admirable to undertake specific tasks in the organisations for a given period before moving to the next opportunity. They help the hospitality enterprises to expand the number of potential candidates, release costs by offering freelancers independence, and maintain flexibility not to hire full-time staff members while demand varies.
However, with these innovations, there are some issues that have been raised in an attempt to adopt different modes of work in the hospitality sector. Policies concerning data security, employees responsible for handling the digital information, or the manner in which the service quality is to be sustained when operating in different remote and central offices need to be well thought through as these are all potential challenges associated with the implementation of the online learning environment. However, as the trend is progressive it has been observed that to sustain itself in competition or to gain competitive advantage in the modern hospitality industry organisations will have to adopt or incorporate other modes of work.
[bookmark: _Toc168499819]The selected international hotel brand monitors employees management in different work modes
In the Marriott International, strategies are followed in checking employee management in the various work modes to check on the conformity of the performance as well as the quality of the services to be provided. In an organisation where the employees spend part of their days working from home and other parts from the office, the employer can use applications including time tracking and communication to oversee workers’ activities and ensure that frequent interaction with the personnel is established among employees (Wilton, 2022). For the work arrangement that is done in the office, Marriott has performance appraisal systems, feedback, and training to determine the performance of the employees and employees’ career growth. During flexi-work means when the personnel can freely choose their working hours, the management stresses final results and deals with the accomplishments rather than working hours. Besides, via surveys and organisational activities, Marriott’s human resource department continues to collect feedback and respond to issues regarding work modes and how employees may be provided with an environment that allows them to thrive.
Potential Solutions
To effectively manage diverse work modes, Marriott can implement a digital performance management system. Such a system would integrate time-tracking, productivity metrics, and real-time feedback channels, enabling Marriott to monitor and support employees more efficiently. Setting clear performance objectives for each work mode and offering training to managers on remote team leadership can further enhance employee engagement and productivity. By fostering a transparent, trust-based work culture, Marriott can adapt to different work models without compromising service quality.

Evaluation and Conclusion
Evaluation
For Marriott’s HR team, durable digital tools for performance management, such as productivity tracking and communication systems, are essential. These systems would support flexible performance evaluations that can be conducted in-person or remotely. Additionally, training for managers on communication and remote leadership is crucial. By creating a supportive, transparent, and adaptive work environment, Marriott can enhance employee productivity and satisfaction across various work modes.
This analysis of Marriott’s work modes in relation to socio-economic factors highlights several key insights. The last five years have seen significant shifts toward hybrid, remote, and flexible work arrangements in hospitality, offering Marriott opportunities to improve employee satisfaction and operational efficiency. However, these new work modes also introduce challenges in performance supervision and consistency in service quality. Factors such as income distribution, technology infrastructure, and cultural practices influence the adoption and effectiveness of these models.
For Marriott’s HR team, durable digital tools for performance management, such as productivity tracking and communication systems, are essential. These systems would support flexible performance evaluations that can be conducted in-person or remotely. Additionally, training for managers on communication and remote leadership is crucial. By creating a supportive, transparent, and adaptive work environment, Marriott can enhance employee productivity and satisfaction across various work modes.
Recommendations
Based on these findings, Marriott is encouraged to adopt digital performance management systems and provide targeted training for managers (Ayodele et al., 2020). Sustaining flexibility in HR practices while aligning them with socio-economic realities and employee preferences will help Marriott foster a supportive environment. Implementing these measures will strengthen Marriott’s management practices, ensuring its resilience in the competitive hospitality industry.
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