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[bookmark: _Toc168499811]Introduction to Hotel Brand (The Marriot Hotel)
The organisation in the context of this paper is the Marriott Hotel, one of the world’s biggest hotel chains with luxurious amenities, excellent services, and locations in many countries. For instance, catering for the convenience of premium class guests, the hotel has large rooms, exquisite restaurants, and all kinds of facilities necessary for both vacationers and businessmen.
[bookmark: _Toc168499812]Feasibility of Implementing Different Work Modes
In the current dynamic and fast-growing hospitality industry, adopting diverse work models including hybrid, office, and flexibility for the Marriott Hotel has its benefits and risks. However, with the cases of hybrid work structures where it is possible to work both at home and at the office, communication that is integrated becomes a challenge (Hoang, et. al., 2021). Perhaps, it is important to consider how different work arrangements set in an office can accommodate the employees’ changes in needs and preferences as well as respond to the emerging market trends to foster organisational effectiveness. 
[bookmark: _Toc168499813]Employee Performance Management
The employee performance management is an important tool regardless of the selected work model for the Marriott Hotel. The results also revealed that socio-economic factors such as economic stability, availability of resources, and culture/societal bias have a strong influence over the various modes of monitoring and management of employees. For example, in highly populated areas where living costs are high, allowing” work from home options” will reduce costs that are incurred by employees in the course of work, improving productivity and organisational commitment (Buhalis, et. al., 2022). However, Technological differences in the infrastructure and gaps in the access to Education may influence the efficiency of the remote monitoring devices that inform performance hence require better fitting approaches in evaluation.
[bookmark: _Toc168499814]Description Socio-economic Factors on Work Modes
Socio-economic frameworks pertain to the social and economic status of a society or a community, which facilitate the analysis of business processes and decisions across an organisation. In carrying out PESTLE analysis, which is an amplified form of star model that evaluates the macro-environmental forces influencing a form, socio-economic forces remain strategic in defining the business environment (Chung, 2020). These are demographic factors, income disparities, cultural values, literacy, working hours, and promotion with respect to the job rank. Distribution by age, for instance, and group size give a clue to consumers’ taste and fascination for certain products and service delivery. Consumer income thus impacts on market prices because income distribution determines purchasing power and consumer demand.
Culture determines local consumers’ buying habits, the type of information that marketers use to persuade buyers, and the internal culture of firms involved in creating brands and choosing their communication appeals (Bratton, et. al., 2021). The levels of education of the workforce mean that skilled labour and the use of technology in businesses increases thus boosting the competitiveness of the market. Under employment, this encompasses the unemployment situation, job security, and wages affect consumer expenditure, productivity, and relations in the labor market. The process of people’s rise or fall in their respective classes affects the investigation of talent acquisition, diversity, and inclusion, and corporate social responsibilities. 
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[bookmark: _Toc168499816]Impact of Socio-economic Factors on Work Modes
Socio-economic factors play a significant role in affectability of various work modes in the Marriott Hotel. The organisations should continue embracing technology to have a strong remote working plan in place, possible especially in the regions with developed IT environment and qualified employees which offers opportunities for adopting hybrid working strategies that properly interconnect working and enhance the utilization of the resources available (Reiner and Miller, 2021). On the other hand, where socio-economic issues like poor internet connection or lack of education are present, as it see in some sectors the traditional, office-type structure shall remain intact but with possibility of implementing the remote work model wherever possible. There are different types of work arrangements that can help reduce social-economic barriers in career mobility and personal life by providing employment opportunities and flexibility in working conditions; however, such strategies may have limitations regarding equality in career opportunities if not properly addressed and guided.
Overall, the proposal for the Marriott Hotel will consider various aspects such as the viability of adopting different work modes in the organisation, the considerations used in managing the performances of the workforce in the light of contemporary socio-economic factors, and the potential effects arising from these factors in augmenting diverse work structures (Mariani and Baggio, 2022). In this regard, the proposal has set out to identify key areas that require intervention in an effort to come up with solutions that would help boost employee performance and thus guest outcomes within the liberalized hospitality industry.


[bookmark: _Toc168499817]The industry trend including but not limited to retention rates, turnover rate
In the context of the framework discussed above, the Marriott Hotel, like many establishments in the hospitality industry, might find the workforce's turnover rate and retention rate essential discursive tools for measuring organisational performance. Specifically, the industry has experienced considerable troubles regarding the turnover in employees for a number of reasons including competitive market for employees, seasonal variation of occupations, and changing attitudes among employees. As per surveys and studies, the turnover rate in the hospitality industry ranges to 70-75 % which is much higher than the industry average across the country (Ulker-Demirel and Ciftci, 2020). There are some negative consequences associated with high turnover rate among personnel; some of them are high cost of recruitment, poor employee morale and eventual compromise in quality of service delivery. In the case of Marriott Hotel, it is important to maintain healthy retention rates since it is a mark of a good hotel that provides adequate services to its customers. It has embraced the promotion of personnel training and development policies as well as attractive remunerations in order to foster the retention strategies. Thus, there seem to be present challenges with regard to the retention of talent because of the industry as the latter involves commitments to multiple customer-facing schedules (Mooney, 2020). However, thanks to various strategies in use at the Marriott Hotel, the turnover has received numerous strategies with the intention of being controlled such as allowing employees to come up with work schedules, chances for promotion, and a friendly working environment offered to the employees. 
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In the last five years in the hospitality industry, the modes of work have been tremendously transformed about technology, workforce, and expectation. These evolutions have brought dramatic changes in the pattern of work organisation; and provoked fitting changes in the organisation and management of workers. A significant effect has been noted in the new forms of work arrangements where individuals work both from the office setting and from other locations (Sigala, et. al., 2021). This change has been made possible through adoption of effective communication technology that allows any employee to work from any location hence effectively overcoming the barrier of physical interaction with other employees and guests. For instance, the hotel staff can use different mobile applications and cloud systems to take reservations, to interact with clients and to control the work processes remotely. 
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.
[bookmark: _Toc168499820]Potential solutions
To meet the objectives of the work in different modes, it is proposed to use the following measures: In order to solve the mentioned challenges of monitoring different employees in the work modes both at home and abroad, Marriott can adopt a digitalised performance management system to tackle these challenges. In this regard they were planning to implement this system which would link the time-stamping tools, productivity measurement techniques, and communication channels for tracking the employee’s performance, organising their work, and giving them feedback in the real time. 
Also, it is possible to set objectives and achievements standards for each work mode to align them with the organisational strategy implementation and promote employee responsibility. Additional advantages could be made from using virtual or in-person structure when it comes to holding rather frequent check-ins or performance rated meetings to provide continuous evaluation and learning. In addition, Marriott can offer courses or send its managers to special courses that would teach them how to lead remote and blended teams properly, focusing on proper communication, relation building and conflict solution. Hence, relying on technology and creating an open and supportive organisational environment, Marriott can effectively supervise the employees in different modes of work while keeping the employees’ output and engagement high.
[bookmark: _Toc168499821]Evaluation and Conclusion 
[bookmark: _Toc168499822]Evaluation 
The analysis of the comparison of the corresponding work modes in the scope of the examined hospitality industry organisation, namely the Marriott Hotel, as well as the examination of the respective HR practices, has demonstrated several crucial findings. Initial findings of the study revealed that hospitality workers established trends of hybrid, office-based, and flexible work arrangements in the last five years (Soares, et. al., 2023). These work modes open up possibilities of flexibility, employee satisfaction, and enhanced operation but at the same time present difficulties in terms of supervision and control of the employees’ performance.  Secondly, the analysis investigated the department of socio-economic factors on employee management practices, which includes rate of retention, turn over, and stability of employees. Typically, it depends on the income distribution, technological infrastructure, and cultural practices to approach the possibilities of the various modes of work and their efficiency in relation to the employee monitoring and management. 
For the human resources department, the consequences of the obtained results are rather crucial. For improving the practices in employee management, Marriott should establish durable digital instruments for performance management that would encompass time-tracking tools, productivity ratios, and instant messaging systems. Each work mode should have clear and measurable performance standards and objectives stated during schedule and performance evaluation, which can be done online or face-to-face.  Also, the development of training activities for managers to foster the skills of managing remote teams, communication, and conflict solving is crucial. With a great focus on the conditions of complete transparency, trust, and support of employees, Marriott can ensure its influence over the employees within various work modes and at the same time, the employees’ productivity and satisfaction level would not be compromised. 
[bookmark: _Toc168499823]Recommendation
Therefore, based on the findings, recommendations to the business are as follows: Marriott should embrace digital performance management systems and managers’ training (Ayodele, et. al., 2020). Furthermore, the company needs to sustain development and flexibilities of the HR practices according to the existing socio-economic portions and also organisations should also focus on their employees and their preference which will eventually foster the supportive environment that will lead towards the success of the employees as well as the organisation. In this regard, by implementing these measures, Marriott can effectively enhance its organisational management status in the rapidly growing field of hospitality careers for employees. 
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