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[bookmark: _heading=h.qps5kxlkk6vh]Executive Summary
This proposal looks into the influence of these factors on InterContinental Hotels Group’s (IHG) employee performance management. They help to focus on the ways performance monitoring is influenced by the changes in societal norms, advancement in technologies, and fluctuations in the economy. The feasibility of the flexible, office, and hybrid work models in the hospitality industry is examined in this paper. Some of these solutions include the adoption of high performance management systems, encouraging the adoption of flexible working hours, enhancing the training activities, and ensuring that the wellbeing of employees is accorded the highest priority. Based on recommendations, the key areas to focus on in order to improve productivity and thus the mood of the employees are the integration of artificial intelligence technologies, the provision of various employment opportunities, the availability of training, and the provision of extensive support services.
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[bookmark: _heading=h.30j0zll]Introduction
This proposal investigates how socioeconomic factors affect workers' performance monitoring and management across a range of work settings in the hospitality sector. The study centres on InterContinental Hotels, a prominent international hotel brand, to comprehend how socio-economic issues impact employee performance and the efficient implementation and management of various work styles.
[bookmark: _heading=h.3znysh7]Background of InterContinental Hotels
The well-known international hospitality corporation InterContinental Hotels Group (IHG) oversees a significant network of hotels and resorts. IHG was founded in 1946 and currently manages 5,900 hotels in around 100 countries (Baum, 2015). IHG's InterContinental brand, which is well-known for its dedication to innovation, luxury, and high-quality service, is distinguished by its outstanding guest experiences and stringent staff management procedures. The company's goal is to establish a high-performing culture among its staff and provide unique visitor experiences to develop Great Hotels That Guests Love.
[bookmark: _heading=h.2et92p0]Current Issues
Socio Economic issues such as changing societal norms, technology improvements, and economic fluctuations present several challenges for the hospitality business. These elements have a big impact on managing employee performance, especially when it comes to tracking and overseeing work in various work environments like offices, flexible work schedules, and hybrid work environments.
Economic Volatility: Decreases in travel and tourism can result from economic downturns, which can have an impact on hotel income and occupancy rates (Benders & Van Hootegem, 2019). This in turn affects employee management procedures such as work schedule modifications, layoffs, and hiring freezes. To sustain service standards and staff morale in the face of financial instability, effective performance management is necessary.
Technological Developments: The emergence of digital tools and platforms has revolutionised the tracking and management of employee performance (Yeşiltaş et al., 2010). Even in remote or hybrid work environments, more precise and efficient performance metrics tracking is made possible by advanced performance management systems, artificial intelligence, and data analytics. However, there is a significant cost and training involved in the integration and use of these technologies.
Changing Social norms: The need for flexible work schedules and a work-life balance is growing. The management and monitoring of performance have changed as a result of the transition towards remote work and hybrid models (Karasek & Theorell, 2018). Companies must modify their performance management procedures to accommodate employees' demands for flexibility in terms of work hours and location.
[bookmark: _heading=h.tyjcwt]Feasibility of Implementing Different Work Modes
Because the hospitality industry is service-oriented, implementing diverse work modes creates special obstacles. However, to improve worker satisfaction and productivity, the viability of such implementations is being taken into consideration more and more.
Hybrid Work Mode: A hybrid work mode offers flexibility and some in-person engagement by combining remote and in-office work (Chan & Hsu, 2016). Hybrid work applies to occupations in the hospitality sector that don't need a permanent physical presence, such as managerial and administrative ones.
Office Work Arrangement: This type of work is conventional and involves employees working from a set office area (Davidson et al., 2015). For jobs like front desk workers and housekeeping that need direct guest engagement and on-site duties, this mode is still necessary.
Flexi Work Mode: Gives workers the freedom to select their work schedules and places. While this mode might increase productivity and job happiness, it also necessitates the use of efficient performance management systems to guarantee performance and accountability (Condei et al., 2016).
This proposal looks at these various work arrangements within InterContinental Hotels, emphasising how socioeconomic factors affect employee performance management and offering workable methods to deal with these issues.
[bookmark: _heading=h.3dy6vkm]Discussion/Literature Review
[bookmark: _heading=h.1t3h5sf]Impact of Socio-Economic Factors on Employee Performance Management
There have been several studies that have shed light on the significant influence that socio-economic issues have on the management of employee performance across the hospitality business. For example, Baum (2015) conducted a study that highlights the influence of economic cycles on labour demand. The study highlights the fact that economic downturns often result in decreased personnel numbers, greater workloads, and a focus on cost-cutting measures. This, in turn, affects the performance and morale of the workforce.
There has also been a significant focus on the study of technological developments. It has been said by Benders and Van Hootegem (2019) that the use of advanced performance management systems and analytics driven by artificial intelligence has completely transformed the process of monitoring and evaluating the performance of employees. The use of these technologies makes it possible to monitor performance measures in real-time, which contributes to a management strategy that is both more effective and more responsive (Gonzalez et al., 2020).
Extensive research has been conducted on the changing standards and expectations of society on the balance between work and personal life. Karasek and Theorell (2018) explore in their research how the need for flexible work arrangements has led to the adoption of hybrid and remote work models. Specifically, they focus on how people are working from home. Because of these developments, new performance management practices are required to guarantee that the level of employee engagement and productivity will continue to be high.
[bookmark: _heading=h.4d34og8]Background on the Topic
Socio-Economic Factors
1. Economic Conditions: The performance of the hospitality business is directly influenced by economic conditions such as inflation, unemployment rates, and economic growth (Teng & Barrows, 2018). When the economy is in a downturn, people have less money readily available to spend, which hurts travel and tourism, which in turn affects hotel occupancy rates and revenue.
2. Technological Factors: The use of technology in performance management, which includes the utilisation of artificial intelligence (AI), data analytics, and software designed specifically for performance management, has resulted in the simplification of the monitoring and evaluation procedures. These technologies make it possible to conduct more precise and fast evaluations of employee performance, especially in contexts where employees are working remotely or in hybrid arrangements (Kusluvan et al., 2010).
3. Social Factors: The adoption of new work modes has been pushed by societal factors, including the shifting social norms and expectations on work-life balance and flexibility (Kim & Brymer, 2019). Because employees are increasingly looking for flexibility in their work arrangements, performance management practices need to be able to adjust to changing circumstances.
4. Political and Legal Factors: Several political and legal factors have a considerable role in the management of hotels' workforces. These include government policies and labour regulations. To uphold legal and ethical standards in performance management, it is essential to ensure compliance with legislation concerning working hours, minimum wage, and employee rights (Guchait et al., 2014).
5. Environmental Factors: The hospitality industry is now placing a greater emphasis on the implementation of sustainability programmes. To achieve the objectives of corporate social responsibility, it is necessary to properly manage employee functions that are associated with environmental sustainability.
[bookmark: _heading=h.2s8eyo1]Illustrative instances from InterContinental Hotels Group (IHG) and other brands
To effectively monitor employee performance across a variety of work modes, InterContinental Hotels has devised several various tactics. For monitoring and assessing the performance of its employees in real time, the corporation makes use of sophisticated performance management systems. Using artificial intelligence and data analytics, these systems provide insights that may be put into action on staff productivity, engagement, and areas that need development (Boella & Goss-Turner, 2019). Additionally, to satisfy the ever-changing requirements of its workers, IHG has implemented flexible work arrangements. One example is that the corporation provides administrative and managerial staff with hybrid work models, which enable them to work both remotely and in the office. Employee happiness and retention are both increased as a result of this flexibility, which also helps preserve a healthy work-life balance (Lee-Ross and Pryce, 2010).
· Marriott International:
Similarly, Marriott International has integrated technology and flexible work arrangements into its operations. Because the organisation employs digital platforms to monitor employee performance, it can maintain high levels of both productivity and service quality regardless of the style of work that employees are performing (Park & Gursoy, 2022). To assist remote and hybrid workers, Marriott's approach includes regular virtual check-ins, performance assessments, and training sessions.
· Radisson Hotel Group:
With the implementation of flexible scheduling and the availability of remote work choices, Radisson has made it a priority to cultivate a supportive working environment. To monitor employee performance and provide feedback, the organisation makes use of performance management solutions that are hosted in the cloud. Continuous communication and collaboration are critical for maintaining high performance in a variety of work modes, and these technologies make it easier to establish and maintain those relationships (Wang et al., 2020).
[bookmark: _heading=h.17dp8vu]Potential Solutions 
· Technology Integration: 
The incorporation of sophisticated performance management systems has the potential to dramatically improve the monitoring and evaluation of employee performance. Real-time data and insights are provided by these systems, which enables managers to make decisions based on accurate information. Analytics powered by artificial intelligence may detect performance patterns and areas that require improvement, which enables tailored interventions to be implemented (Sigala & Chalkiti, 2014)
· Policies of Flexible Work: 
The implementation of flexible work arrangements has the potential to boost employee satisfaction and retention rates. The workforce has a wide range of requirements, which can be accommodated by hybrid work models, flexible scheduling, and the possibility to work remotely. To ensure responsibility and productivity, these arrangements call for the implementation of sophisticated performance management systems.
· Programmes for Training and Development: 
It is essential to provide employees with ongoing training and development to assist them in adjusting to changing ways of working and technology. The provision of consistent training sessions on performance management tools and the most effective methods for working remotely has the potential to improve employee competency and performance (Armstrong and Taylor, 2020) 
· Programmes for Employee Support:
It is vital to emphasize the well-being of employees to maintain high levels of performance. Increasing staff morale and productivity can be accomplished through the implementation of support programmes that address mental health, work-life balance, and stress management management. It is possible to identify and address any issues that are influencing performance through the use of regular check-ins and feedback sessions.
· Clear Performance Measures:
Good performance management needs to establish performance measures that are both explicit and measurable. It is important that these metrics are connected with the goals of the firm and that they are adaptable to the various work patterns. It is possible to ensure that staff continue to maintain their attention and motivation by conducting regular performance reviews based on these metrics (Torrington et al., 2020).
· Enhanced Communication Channels:
The maintenance of communication channels that are both open and effective is of utmost importance, particularly in the context of remote and hybrid work environments. Facilitating constant connection between employees and managers may be accomplished through the utilisation of digital communication tools and platforms. This helps to ensure that performance expectations are communicated clearly and that feedback is offered promptly (Johnston et al., 2012).
[bookmark: _heading=h.3rdcrjn]Evaluation
With an emphasis on InterContinental Hotels, this study has demonstrated the important influence of socioeconomic factors on employee performance management and monitoring in the hospitality sector. Performance management practices are significantly shaped by changes in social norms, technology developments, and the state of the economy. Effective solutions for managing performance in various work modes include the integration of sophisticated performance management systems, flexible work policies, and extensive employee support programmes.
To solve these issues, InterContinental Hotels and other top players in the sector, such as Marriott and Radisson, have put in place several initiatives. They have embraced flexible and hybrid work patterns, prioritised ongoing training and development, and used technology to assess performance in real-time. The maintenance of high-performance standards and staff satisfaction has been successfully achieved through these approaches.
[bookmark: _heading=h.lnxbz9]Conclusion
In summary, to properly manage employee performance, the hotel business must constantly adapt to the changing socio-economic context. InterContinental Hotels has shown initiative by incorporating cutting-edge technology, adaptable work schedules, and strong support services. These tactics have improved staff retention and well-being in addition to improving performance management.
[bookmark: _heading=h.35nkun2]Recommendations
· Leverage Advanced Technologies: To guarantee real-time monitoring and data-driven decision-making, InterContinental should keep spending money on AI-driven performance management tools.
· Adopt Flexible Work Policies: By providing more alternatives for hybrid and flexible work, employers may better meet the demands of their varied workforce, increasing employee retention and satisfaction.
· Improve Training Programmes: Employees must have regular training and development opportunities to be prepared to succeed in a variety of work environments.
· Put Employee Well-Being First: Putting in place all-inclusive support programmes that deal with work-life balance and mental health can improve morale and productivity.
Through the implementation of these suggestions, InterContinental Hotels may enhance its performance management procedures, guaranteeing consistent excellence and staff involvement in the dynamic hospitality sector.
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