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[bookmark: _Toc168526985]Introduction 
This report will discuss the work modes of Radisson Hotels and ways in which socio-economic factors influence employee performance management and monitoring. Radisson Hotels was established in the year 1909, and positioned as a luxury brand, which specialises in providing extraordinary services to its guests; hence, it encounters some issues and concerns in dealing with different types of WRM because of the changes in the economic environment and the expectations of the employees (Konovalova and Jatuliavičienė, 2021). This report will also identify the current issues, suggest new measures, and offer guidance on the ways to implement the performance management system that will help to increase the level of satisfaction among employees and keep clients satisfied in the context of the rapidly developing world of hospitality. 
[bookmark: _Toc168526986]Background
Radisson Hotels is one of the world’s well-known hospitality companies that experienced the issue of changing EMP performance for different modes of work precipitated by socio-economic changes. Being a luxury hotel and focusing on service quality, Radisson must adapt to these changes. At the moment, the problems of economic cycles, technological imperatives, and changes in the labour market affect the hospitality industry and its employees (Dumitrascu, 2017).
Socio-economic factors which are one of the major components of PESTLE analysis greatly affect Radisson's workforce management (Armstrong and Taylor, 2020). Circumstances including recession or high economic growth impact the discretionary income and inclination towards travelling which in turn impacts the hotel's need for occupancy and employees. Issues such as changes in work-life balance and flexibility and increased desire for telework mean that work arrangements must be flexible (Shkurkin et al., 2016). Furthermore, advancements in technology allow for increased opportunities to monitor and remotely manage employees while cultural changes require increased focus on the wellness and satisfaction of employees.
There is evidence of some significant shifts in the workforce in the hospitality industry in the past five years (Dahalan, Rahman and Ahmad, 2022). The sector has been characterized by high turnover and low rates of retention due to adverse working conditions and the availability of flexible jobs in other sectors. Therefore, Radisson must consider new ways of working, which are hybrid, remote or flexible working to be able to attract and retain talents. These work modes have become popular due to the pandemic and its impact on remote work and the need for flexibility (Font and Lynes, 2018).
There are benefits and risks for Radisson in adopting different work modes. Although hybrid and flexible work may be useful for increasing satisfaction and decreasing turnover, they present issues with performance measurement and control (Kotur and Dixit, 2022). Thus, measures should be sought to meet business requirements while addressing staff expectations; the key for Radisson is to remain efficient in its operations and maintain high levels of guest satisfaction.
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Discussion/Literature 
[bookmark: _Toc168526988]Review of other’s work 
Several scholars have researched the effects of socio-economic factors on the management and monitoring of employee performance in the hotel industry. These studies help in understanding the issues relating to the different modes of work in a better manner.
Firstly, Papargyropoulou et al. (2016) sought to assess the effect of telework in regards to performance management. According to them, they observed that though allowing employees to work remotely can increase their satisfaction levels and subsequently reduce turnover, it also has limitations, especially in controlling the employees' productivity. Remote work also requires strong and reliable digital tools and open communication and it must be made clear that people are expected to work even if they are at home (Papargyropoulou et al., 2016).
Secondly, Soheilirad et al. (2017) also recognized the importance of FWA in the context of the hospitality industry. They also noted that work scheduling flexibility enhances work-to-life balance and boosts the morale of the employees. However, these arrangements need to be well-coordinated in advance and there must be proper coordination software to avoid shortages of workers during busy hours and there must be equitable distribution of human resources to employees (Soheilirad et al., 2017).
Thirdly, Wrobel (2015) discussed the concept of blurring, or employees spending partially time in the office and partially at home or elsewhere. Their findings showed that working in hybrid work modes may cause higher job satisfaction and work output. However, they noted that the use of both types could pose a threat in blurring organizational performance assessment and pointed out that it may require new measurement frameworks and management training to adequately address performance and M&LE requirements of employees in such models (Wrobel, 2015).
Last but not least, the current study conducted by Gursoy and Chi (2020) aims to examine the socio-economic effects of the COVID-19 pandemic on the hospitality sector. They discussed how factors such as economic instability and pandemic threats clarified different modes of working, including remote and hybrid work arrangements. Their findings pointed to the idea that these changes and transitions call for agility in hospitality HR; the use of flexibility as well as the adoption of innovative approaches and technology to keep achieving performance without compromising on the morale of employees (Gursoy and Chi, 2020).
[bookmark: _Toc168526989]Examples of how Radisson Hotels monitors employees' management
To coordinate employee management across work modes, Radisson Hotels uses diverse measures. Thus, for on-site employees, normal conventional approaches like performance appraisal, direct supervising, and feedback from the guests are used. The performance also indicates that Radisson uses sophisticated Human Resources software to follow up on performance, attendance as well as efficiency (Sewell, 2021). To maintain connectivity for employees working from home and in other different work structures, the company relies on group communication and project management solutions such as Microsoft Teams and various other project management tools. Virtual meetings and reviewing employee performance from time to time make it possible for the employer to remind the employees of the goals of the company (Jones, Hillier and Comfort, 2016). Radisson also focuses on the ongoing professional development of the employees through online classes, guaranteeing that all the staff members, regardless of which modality, can apply themselves to the tasks they need to accomplish.
Marriott International and InterContinental Hotels Group (IHG) have realigned the overall approach towards managing their employees' performance by the shift towards diverse work modes (Nikolaou, 2014). For instance, Marriott has adopted the application of both digital technology and socio-technical approaches for purposes of evaluating performance among its employees (Li and Dervin, 2018). Their unique employee care program ‘TakeCare Level 30' is centred on physical, emotional, and even career wellness with engagement support tools ideal for remote and hybrid workers (Sargent et al., 2016). Many of the current remote workers at Marriott have weekly or biweekly virtual town hall and training session meetings to maintain connectivity.
Another approach has been adopted by IHG in their online platform known as “IHG MyLearning", which provides expansive training tools and opportunities (Pingkan, Yudistira and Saputra, 2023). They have to monitor the performance and give feedback daily hence they work with performance management software to check if the off-site and on-site employees are performing as expected. Flexible working is also encouraged regarding working locations and hours coupled with good communication channels and frequent virtual meetings to ensure that employees of IHG remain focused despite working for the company remotely (Reed and Allen, 2021).
In this regard, Radisson and its competitors are in a good position to achieve good results in managing employee performance in the different modes of work and operations (Sánchez-Medina and C-Sánchez, 2020). They also contribute to the improvement of employees' satisfaction and turnover as well as helping the companies be more responsive to the challenges and opportunities of the hospitality industry.
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Several potential solutions that could be used to address the challenges brought by socio-economic factors and the increased flexibility of work arrangements at Radisson Hotels and to manage employee performance in different work modes are:
Firstly, it is essential to leverage advanced technology. Radisson can improve how it utilises cross-functional HR software solutions that cover performance management, employee engagement, and training (Tarvainen et al., 2014). These platforms should include features such as real-time tracking, feedback mechanisms, and analysis of employee productivity and areas of inefficiencies. The use of artificial intelligence and machine learning can also enhance performance evaluations since it is possible to analyse trends and give early warning signs of problems before they become serious (Picone et al., 2014).
Secondly, the culture of constant feedback and interaction should be maintained. Scheduled virtual meetings and performance follow-ups should be implemented as best practices to keep remote and mixed-schedule workers motivated and connected to the overall vision (Torrington et al., 2020). Managers should also learn how to be virtual leaders to positively influence their employees. Sharing of information using collaboration solutions like; Slack or Microsoft Teams will help in the continuous sharing of information between the remote and on-site employees (Sendawula et al., 2018).
Thirdly, flexible work policies must be clearly defined and followed by everyone all the time (Smite et al., 2023). Radisson should develop clear policies on hybrid and remote work stating expectations regarding availability, communication, and productivity. Policies are useful in a way that they define boundaries and explain to employees what is expected of them; no matter the mode of work (Gallagher, 2016). 
Another important solution is investing in employee development. Radisson can extend the provision of online learning programs so that many kinds of professional development programs are available for all employees (Sharifian, 2017). Promoting training and development not only enhances the proficiency level of the employee but also shows the organization's concern for the growth of the personnel.
Also, it is crucial to foster a work culture that promotes the health and safety of workers in the organization. Incorporation of wellness programs aimed at enhancing physical, mental, and emotional well-being may increase morale and productivity. Offering items like counselling, health applications, and online workout classes may assist the staff in coping with stress and achieving a work-life balance (Ward, 2020).
Last but not least, implementing the use of data in decision-making will improve performance management. In this way, by managing data on employee performance, Radisson can determine performance tendencies and solve the problems concerning staffing, training, and development with maximal efficiency. 
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Evaluation and Conclusion 
This research has sought to establish the effect of various socio-economic factors on the performance management and monitoring of employees in Radisson Hotels, based on work modalities that include on-site, hybrid, and remote, among others. This evaluation highlighted the importance of economic factors and social factors in organizational staffing and employees’ expectations and put forward ideas on how to achieve organizational efficiency and service quality in the changing operating environments (Swarnalatha, 2017).
The first set of results suggests that technology support and strong communication systems are important to facilitate effective PM in various work modes. Social media applications that include performance monitoring, feedback mechanisms, and training features can go a long way towards boosting productivity and staff motivation (Reed and Allen, 2021). Asynchronous communication and a plethora of check-ins are critical for maintaining focus on organizational objectives and ensuring remote and hybrid staff members feel connected.
It further noted the need for communication of clear, realistic work policies and elaborate procedural frameworks to define expectations and roles in flexible working arrangements. Flexible work scheduling and set goals and yardsticks should improve employee morale and discourage high turnover figures. Moreover, affordable and flexible online courses for the staff foster professional growth and have a positive impact on their careers (Zhu et al., 2020).
It was identified that employee well-being remains an important factor when it comes to sustaining high-performance levels. Healthy activities that target physical, mental, and emotional health can be very of great importance in encouraging morale and productivity. Providing tools like professional counselling, applications and virtual exercise classes help workers to deal with stress and have a proper work-life balance.
Analysing performance data was considered one of the most efficient ways to improve performance management strategies (Donthu and Gustafsson, 2020). Through performance measurements, Radisson Hotels can design suitable staff requirements, training, and development solutions that can have a positive impact by delivering on set goals and objectives.
In conclusion, Radisson Hotels needs to have a comprehensive strategy to tackle employee performance to adapt to different modes of work. The best practices therefore suggested are as follows; The use of advanced HR technology, Encouragement of feedback and communication, more flexible work policies, organized employee development, focus on employee health, and use of data in organizational decision making (Florkowski, 2019). These strategies will assist the organization in addressing the dynamic challenges facing the hospitality industry and maintaining a competent and dedicated staff to deliver the required standards in service delivery at Radisson.
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