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Executive Summary
The research project proposal focuses on analyzing the impacts of socio-economic forces on employees' performance management and monitoring in different work modes, specifically from the perspective of hospitality HR, with Marriott International as a case study. The proposal delves into the feasibility of implementing various work modes, such as hybrid and remote work, within the hospitality industry. It also includes a PESTLE analysis to understand the broader socio-economic factors influencing HR practices. The overview of Marriott International highlights the company's commitment to employee satisfaction, business expansion, and innovative workplace practices. The feasibility section showcases Marriott's leadership in implementing different work modes, exemplified by its new global headquarters and employee testimonials like Christie G.'s hybrid work role. The proposal discusses the industry trends related to retention rates, turnover rates, and the emergence of different work modes over the past five years. It explores the pre-pandemic and pandemic-driven changes in remote work, emphasizing the need for organizations to adapt to evolving work arrangements. The evaluation and conclusion section emphasizes the importance of understanding how organizations navigate socio-economic forces to optimize employee performance and well-being. By integrating theoretical concepts, empirical evidence, and industry insights, the proposed study aims to contribute valuable knowledge to HR management and organizational behavior within the hospitality sector. Overall, the research project proposal provides a comprehensive framework for investigating the impacts of socio-economic forces on employees' performance management and monitoring in different work modes, offering insights and recommendations to enhance HR practices in the dynamic hospitality industry.
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1. Introduction
This research project proposal aims to analyze the impacts of socio-economic forces on employees' performance management and monitoring in different work modes from the perspective of hospitality HR, with a focus on Marriott International. As the hospitality industry continues to evolve, it is essential to understand how socio-economic factors influence employee performance, particularly in the context of emerging work modes such as hybrid and remote work. Marriott International, a global leader in the hospitality sector, serves as a prime example of how a hotel chain can adapt to these changes while maintaining high standards of employee performance management. This proposal will provide a comprehensive analysis of the socio-economic factors affecting the industry, examine the current trends in employee retention and turnover, and discuss the feasibility of implementing different work modes within Marriott International. The goal is to offer insights and recommendations that will help Marriott and similar organizations optimize their HR practices to meet the challenges of a dynamic socio-economic environment.

2. Brief Overview of Marriott International	
Marriott is always looking for fresh ways to satisfy customers, support its employees, and expand its business. From its humble beginnings as a small root beer stand, Marriott has grown into a leading employer known for its strong business practices and commitment to five core values: prioritizing people, striving for excellence, embracing change, acting with integrity, and serving the community (Marriott International, 1996-2024).

3. Feasibility of Implementing Different Work Modes
Marriott International's new global headquarters sets an example for future workplaces by blending hospitality and workspaces. Designed with Gensler, the headquarters opened despite the pandemic. It aims to create a destination workplace that attracts employees by offering varied, hotel-like experiences. A Gensler survey found that 83% of workers would return more often if the office matched their ideal experience, which Marriott has achieved with a lively, hotel-inspired environment (Gensler, 2024). 

Christie G., a Market Revenue Management Leader at Marriott in San Diego, enjoys a hybrid work role. Starting her career at a front desk, she advanced through various positions to her current role, managing revenue strategies for several hotels. Christie highlights that hybrid and remote jobs at Marriott offer great flexibility and work-life balance, with the right tools and skills making remote revenue management effective. She works from home most of the time but visits the hotels weekly. (Marriott Internationa, 1996-2024).

4. Socio-economic factors: PESTLE Analysis 
The PESTLE analysis helps managers look at six big-picture factors: Political, Economic, Socio-cultural, Technological, Legal, and Environmental. It's like a toolkit for understanding what's happening outside a business. With PESTLE, managers can spot both opportunities and risks. They can use it to think about different scenarios, kind of like imagining different future possibilities based on what's going on now. This helps them make smart decisions today, thinking ahead to what might happen down the road. (Marmol and Fevs, 2015, p3). 
HR is vital for organizations, but the lack of skilled professionals can hinder success. Sustainable HR development is crucial, as skilled employees optimize resources. HR functions include recruitment, compliance, and profitability, requiring ongoing skill development. Sustainable development balances current needs with future generations. Amid challenges like COVID-19 and societal changes, employees must continuously improve their skills to adapt. (Shah et al, 2022).
Economic factors are things a company can't control, like a country's overall financial situation. But businesses can prepare for ups and downs. Keeping an eye on things like a country's GDP, taxes, and how much people can spend is important for making smart decisions. It's also crucial to watch key numbers in the industry and see how customers are spending. If there's a big drop in spending power expected, the company can adjust its plans to avoid losing money. (Marmol and Fevs, 2015, p. 6). According to Marriott International (1996-2019), they advocate for equal employment opportunities, recognizing that unemployment and underemployment are significant challenges fueled by inequality and limited access to opportunities. 
[bookmark: _Int_nWy2N4cu]4.1. Marriott International: collaborates with prominent nonprofit organizations to ensure that individuals from various backgrounds, including youth, diverse communities, women, individuals with disabilities, veterans, and refugees, are prepared for the workforce and have access to employment opportunities within their business and supply chain (Marriott International,1996-2019). Marriott International shares progress toward their 2025 Sustainability and Social Impact Goals, which were set before the global pandemic. Despite challenges, they remain committed to these goals, guided by their Serve 360 platform to "do good in every direction. Since Marriott was founded in 1927, they have always focused on taking care of people and prioritizing their wellbeing. During the COVID-19 pandemic, they continued to support their employees by creating job recruitment sites for both hotel and corporate staff worldwide. They helped employees find full and part-time work with many major companies globally. Additionally, Marriott provided their managed employees with online resources for mental and physical health, along with training and personal development tools. (SERVE 360 REPORT, 2021). 

5. The industry trend including but not limited to retention rates, turnover rate
In the hospitality industry, high employee turnover rates and retention challenges are common trends. This is partly due to the nature of hospitality jobs, which can be seasonal and involve long hours and high stress. Recognizing the various stressors present in the workplace, including job-related factors, management support, and interpersonal relationships, is essential for mitigating their impact on employee well-being and job satisfaction. By addressing these stress factors proactively, hospitality organizations can cultivate a supportive work environment, enhance employee retention, and reduce turnover rates, ultimately fostering a more productive and engaged workforce. (Sharma D., 2023). 
Retention rates are crucial for maintaining service quality and reducing recruitment and training costs. Marriott International has implemented various strategies to improve employee retention, such as offering competitive benefits, career development opportunities, and fostering a positive work environment. Despite these efforts, the industry continues to face challenges in retaining skilled employees, driven by factors such as low wages, job instability, and demanding work conditions.
By focusing on enhancing employee satisfaction and providing clear career paths, the hospitality industry aims to improve retention rates and reduce turnover, ultimately leading to better service quality and customer satisfaction.
   6.Emergence of different work modes in hospitality industry over these five years 
6.1. Work Modes
The use of technology in workplaces can lead to new ways of working and workforce development. This can impact the economy, society, and the job market by creating organizations that utilize technology to innovate and leverage human talent. These organizations focus on growth opportunities like flexible work arrangements, learning, and virtual setups, emphasizing skills, ethics, social responsibility, and innovation. (PAULIŠIĆ et all, 2024). 
Marriott fosters career growth, community, and individuality, inviting individuals to embark on their journey, discover belonging, and flourish as their authentic selves. Marriott encourages embracing endless possibilities. (Marriott International, 1996-2023).
Remote work refers to a flexible work arrangement where employees work outside the traditional office, often using technology to stay connected. It includes telecommuting, e-working, and working from home. (Sandoval-Reyes, 2023). Flexible working means employees can choose when or where they work. For example, they can adjust their work hours or days to fit their needs. Working time autonomy gives workers even more control over their schedule and hours. (Chung and van der Lippe, 2020). 
6.2. Pre-Pandemic Remote Work
Traditionally, remote work was voluntary and often specific to certain jobs like sales or maintenance that inherently involved some level of off-site activity. (Sandoval-Reyes, 2023).
6.3. Pandemic-Driven Changes
COVID-19 forced a rapid and widespread shift to remote work to maintain business operations during lockdowns. (Sandoval-Reyes, 2023). This shift was unprecedented, as millions had to adapt to working entirely from home, even in jobs not previously suited for remote work.
6.4. Characteristics of Pandemic Remote Work
It was mandatory and comprehensive, affecting almost all sectors except essential services.
Workers had to adjust quickly without the usual planning, training, or necessary resources.
The work-from-home model became intensive, as employees were unable to alternate between office and remote settings. (Sandoval-Reyes, 2023).
7. Industry example
Christie G., a Market Revenue Management Leader at Marriott in San Diego, California, exemplifies how the hospitality industry offers a variety of work modes beyond traditional hotel roles. Starting as a front desk agent, she discovered a whole new world of hybrid and remote positions at Marriott. Christie now thrives in a remote role, managing market revenue, and highlights that strong communication and strategic thinking are more crucial than being a math expert in her job. This shows how Marriott provides diverse career paths, including flexible and remote work options. (Marriott International, 1996-2024).
Christie G. exemplifies the company's embrace of hybrid work modes. While she works mostly remotely from her home, enjoying the benefits of natural light and fewer distractions, she makes a point of visiting one of the hotels she oversees at least once a week. This blend of remote and in-person work allows Christie to balance efficiency and connection with her team, demonstrating how Marriott adapts to flexible work arrangements. (Marriott International, 1996-2024). Marriott International implemented remote and hybrid work, utilized technology to maintain service quality and employee engagement.
8. Evaluation and Conclusion
The research project proposal aims to analyze the impacts of socio-economic forces on employees' performance management and monitoring in different work modes from the perspective of hospitality HR. The proposal provides a comprehensive overview of the research topic, highlighting the significance of understanding the evolving landscape of work modes, particularly in the hospitality industry.
The brief overview of Marriott International sets the context for the study, emphasizing the company's commitment to employee satisfaction, business expansion, and innovative workplace practices. The feasibility section showcases Marriott's leadership in implementing different work modes, as demonstrated by its new global headquarters and employee testimonials like Christie G.'s hybrid work role. This highlights the relevance and applicability of the research topic within the hospitality sector.
The inclusion of a PESTLE analysis offers valuable insights into the socio-economic factors shaping HR practices and organizational strategies. By acknowledging the interplay between external factors like political, economic, and technological trends, the proposal underscores the importance of considering broader contextual influences on employee performance management.
Furthermore, the discussion on economic factors and Marriott International's efforts to promote equal employment opportunities and sustainability initiatives demonstrates the company's proactive approach to addressing socio-economic challenges. This aligns with the research focus on understanding how organizations navigate socio-economic forces to optimize employee performance and well-being.
The exploration of industry trends, retention rates, turnover rates, and the emergence of different work modes provides a comprehensive understanding of the research landscape. By examining pre-pandemic and pandemic-driven changes in remote work, the proposal acknowledges the evolving nature of work arrangements and their implications for employee performance management.
Overall, the research proposal offers a robust framework for investigating the impacts of socio-economic forces on employees' performance management and monitoring in different work modes within the hospitality industry. By integrating theoretical concepts, empirical evidence, and industry insights, the proposed study can contribute valuable knowledge to HR management and organizational behavior.
According to Marriott International (2022):
· More than 50% of Senior Global Leadership is diverse, as well as the Board of Directors.
· More than 50% of top U.S. leadership is diverse.
· Ranked #1 by DiversityInc for Diversity, Equity, and Inclusion across all industries in 2020.
· Over 17 million courses were completed in 2021 on Marriott’s digital learning platforms, spanning 35 million+ learning platform sessions.
· The first and only hospitality company inducted into the DiversityInc Hall of Fame for Diversity & Inclusion in 2021.
· Recognized as a Great Place to Work Legends™ Company and the only hospitality company on the Fortune 100 Best Companies list each year since its inception in 1998.
· Partnered with Howard University to create the Arne M. Sorenson Hospitality Fund to help develop the next generation of industry leaders.

 					[image: ](Marriott International, 2022)
· Respect For All: Marriott has committed to putting people first since 1927, promoting a culture of inclusion through educational campaigns. (Marriott International, 2022).
· Community Talent Network Teams (TNTs): These teams provide a framework for focused and transparent conversations to strengthen inclusion, enhance wellbeing, and create sustainable change. Over 2,300 insights have been generated, reaching 17,000 associates since 2019. (Marriott International, 2022).
· Culture Day Trainings: Marriott has conducted 30 immersive experiences into 13 customer cultures to deepen understanding and inclusivity. (Marriott International, 2022).
· Room For All: In 2018, Marriott created the concept of the "accessible room of the future," designed for travelers with disabilities, to understand and enhance accessibility. (Marriott International, 2022).

[image: ](Marriott International,2022)
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