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Executive Summary
The hospitality sector is one of the main industries closely connected to social and economic factors. As it is closely linked to major social and economic factors, emphasis deepens on the employees as its subject. Hospitality employees are becoming vulnerable to the impacts of the changing economic and social landscape in organisations or the industry itself. To find the major social and economic factors, this research project proposal took an active approach by taking InterContinental Hotels Group PLC as the chosen organisation. Many factors relating to racial discrimination, pay gap, social background and over-indulgence of leaders are playing huge roles in affecting the employees. In addition, there are dramatic changes in work modes for hospitality employees such as unsociable work hours, women in management, precarious work, and professional development opportunities. In general, it was found from the research proposal that there remains a huge impact on employee retention and engagement through socio-economic factors. 
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1. [bookmark: _Toc160129383]Introduction
InterContinental Hotels Group, commonly identified as IHG Hotels and Resorts is a multinational hotel and resort chain headquartered in Denham, England. This hotel group claims to be a leading hospitality business in the world that employs nearly 345,000 across the globe (InterContinental Hotels Group PLC, 2019). The purpose of the business is to deliver true hospitality for good all over the world. Currency, 6,261 hotels and resorts are being operated globally under 19 different brands (InterContinental Hotels Group PLC, 2023). The services of these hotels are facilitated by excellent and talented employees who are primarily recognised as colleagues. The business has a long history of more than 200 years in providing hospitality to people when it was first published as a bass brewery in 1777 (InterContinental Hotels Group PLC, 2023). In terms of integrating its people, the business creates a very inclusive culture that fosters the development and growth of people from different races and ethnicities.
Furthermore, the active approach towards people and colleagues worldwide has earned the second position in Europe’s Diversity Leaders 2024 by the Financial Times (InterContinental Hotels Group PLC, 2024). It is evident from this achievement that people are its major concern in gaining competitive advantage and growth in the sector. The business has also developed a working culture to suit the working needs of parents and women (InterContinental Hotels Group PLC, 2024).
The research proposal below will explore how employee performance management and monitoring are influenced and affected by socioeconomic forces. The proposal will explore how working in different modes for employees in current circumstances of the hospitality sector. It will explore different literature to identify the social and economic factors that are influencing the working conditions of employees. For generalisation, topics such as retention and turnover rates will be explored from the Human Resource Manager’s perspective. Exploring these vital factors for the hotel business will help in understanding the current landscape for workers in the hospitality business. As a Human Resource Manager, this research proposal will also explore the varied work modes that have been introduced over the last five years for the improvement of performance and integration of employees. Lastly, to develop greater knowledge of workforce and performance management in the hospitality sector, the proposal will explore other organisational examples. Building knowledge of the major industry examples will help develop an in-depth understanding of performance management practices in the hospitality sector. 

2. [bookmark: _Toc160129384]Discussion/ Literature
[bookmark: _Hlk160130866]2.1 Socio-economic factors affecting hospitality employees’ performance
Social and economic factors heavily influence employees' performance and engagement in the hospitality sector. The sector is highly concentrated with a varied and diverse workforce since it encourages people from various backgrounds to make a career. Therefore, various socioeconomic factors underlie this discipline. One of the major factors found by Lee and Yu (2023) is racial diversity which greatly influences the performance and engagement of employees. Since the hospitality sector is closely integrated with people from various races, it becomes very critical in the role of Human Resource Managers to determine the rate of racial diversity being maintained (Torrington et al. 2020). The presence of any kind of disparity in the treatment of racial differences can have adverse impacts on the performance of the employees (Armstrong and Taylor, 2020). Similarly, along with racial diversity, the gender pay gap forms a major economic factor that is affecting the rate of performance of the employees. It is found that income and pay inequalities for different genders and among different industries have directly affected the performance and career prospects of employees (Lee and Yu, 2023). This can also be a potential challenge for the InterContinental Hotels Group. However, through effective consideration and compliance towards Human Rights and Modern Slavery, the hospitality business is keeping its employees closely related. 
Moreover, the performance of the employees is also influenced by social class background such as beliefs and attitudes being imposed on them. This issue has a great influence on the development of the employees as it is highlighted directly in their working behaviour. It is also advocated by Wang et al. (2019) that excessive expectations and perceptions of employees in building their careers in the hospitality sector also challenge the sector. The economic factor for employee performance in UK hospitality is also strengthened by inflation. The rising cost of living has critically affected the employees in perceiving a career advance in hospitality (Victor et al. 2021). This has gradually decreased the performance of the employees. 
[bookmark: _Hlk160130906]2.2 Industry trends (retention rate, turnover rate)
Retention rate is a constant trend that relates to the hospitality sector. Currently, the staff retention rate in the hospitality sector is nearly 70% which is due to a strong inclination towards career development and growth opportunities being emphasised by many businesses. Blythe (2021) states that an average employee spends or stays for 12 months in the hospitality sector due to varied reasons. It is numerous negative reasons such as lack of recognition, employee perceptions, and attractiveness of other sectors that are posing a great threat to balancing the retention rate (Wingett, 2016). The inability to retain employees in the organisation coming from misconceptions or perceived information has also placed heavy challenges on the hospitality sector. Similarly, the high turnover rate of the hospitality sector as identified by Halvorsen et al. (2024) is also posing a great threat to businesses. Employees generally complain about unsociable hours and less flexibility in working as major reasons behind their departure from the hospitality business. The changing or extensive working hours for the workers in this sector is placing huge emphasis on their disengagement from expected performance. The lack of flexibility due to varied organisational needs has also emphasised the high turnover rate in the hospitality sector. 
Furthermore, inflationary pressures have also become a major industry trend as it places great emphasis on the above two factors as well. This macro-level issue has highly affected the sector according to Bullock et al. (2024). This has affected the ability of hospitality businesses to keep their employees satisfied and engaged. The necessity for the re-establishment of procedures in generating better strategies to tackle the inflationary pressures. This has also provoked employee turnover as it has declined the working conditions in terms of devaluation of efforts irrespective of extensive working. 

2.3 [bookmark: _Hlk160131017]Emergence of different work modes in the hospitality sector
[bookmark: _heading=h.1fob9te]The hospitality sector is identified as a very dynamic and rapidly developing sector that is influenced by the working styles that have evolved over the years. The increase in tourism activities among people around the world has directly impacted the number of working styles and environments of employees in the hospitality sector. Abdou et al. (2022) state that the rise in unsociable working hours for hospitality employees has heavily affected the performance of employees. Meanwhile, unsociable working hours get high, and the number of irregular holidays being practiced by the consumers has also extended the working shifts for the employees. According to Moustafa et al. (2024), the working modes in the hospitality sector have also evolved in terms of having women in the management. The managerial or administrative positions have started to be filled by women as they are provided career growth opportunities and advancement. In recent years, the rise of women’s participation in the hospitality industry has demonstrated the working styles and approaches of businesses. 
In the words of the Fair Work Convention (2022), precarious working in the hospitality sector has also been developed extensively over the past few years. The demand for maintaining employment insecurity and employee relations through wages and rights has evolved. The rise in precarious work has highly affected the amount of employee perception regarding their career prospects. In addition to this, professional development as pointed out by Moustafa et al. (2024) has also emerged in the hospitality sector. This is also connected to the demand for the maintenance of employee turnover. Employees currently are provided with career growth opportunities and professional development to gain more insight into their working habits. This has significantly increased the expectancy of businesses to keep employees engaged. 

2.4 Industry examples of performance management
The major industry players have a very significant number of considerations and practices towards performance management. One such practice is prevalent in Marriott Hotels in terms of diversity and equality. According to Song et al. (2024), employees experience a very positive working ambiance where equal treatment to all people in terms of diverse skills, attributes, and characteristics. The InterContinental Hotels Group has also implemented performance management through the development of one team that emphasises close connection. With the utilisation of expertise and scale of the employees, maximum performance is guaranteed to provide exceptional customer experience (IHG, 2019). Another major performance management activity undertaken by Marriott Hotels is internal motivation (Manoharan et al. 2024). Management in this organisation understands the significance of internal motivation during times of external pressure has highly influenced the amount of performance. Through active Corporate Social Responsibility, it has been possible for the organisation to maintain the performance of employees.
On the other hand, performance management is highly influenced by the amount of innovation being adopted and implemented in Radisson Hotel Group. This hotel business has emphasised the use of cutting-edge innovation to influence the employees to maintain their performance (Radisson Hotels, 2022). The maintenance of performance through innovation and groundbreaking technology assures that people are responsible enough to fulfil the desired outcomes. Another major practice for the same organisation is seen as EMMA which is a technology-driven platform for the facilitation of core business functions (Radisson Hotels, 2022). This technology has highly influenced customer experiences, food pricing, and employee efficiency. 

[bookmark: _heading=h.3znysh7]

3. [bookmark: _Toc160129385]Evaluation and Conclusion
The above research proposal has discussed the major impacts of social and economic factors on the performance of hospitality employees. It was found that the employees have a very deeply rooted connection with the social and economic factors discussed above. The discussion above found attitudes, cost of living, racial diversity, and gender pay gap as the common issues that are being experienced by the hospitality businesses. These factors enabled the proposal to determine the impact currently being imposed on the employees while maintaining their performance and engagement. The discussion on retention and turnover rates in the hospitality sector in the present scenario is posing a great threat to the future working conditions of the employees. The high rate of turnover due to various underlying reasons emerging from both internal as well as external sources has demonstrated a critical situation. 
In terms of hospitality sector evolution, it was found that the working modes have changed extensively. The approach towards handling the customers has grown extensively. It was found that the development or change in the working modes has directly indicated the necessity of addressing the growing number of customers in the present era. The evolution of working modes has demonstrated the need for higher performance but with higher efforts and inclusivity as well. The demand for activeness and regular participation even with unsociable working hours and a lack of flexibility. This indicated that hospitality employees are met with several challenges within their organisational policies of working. The loss of interest and career growth, as identified by most employees have directly affected the retention rate. Furthermore, looking at the industry examples for performance management initiatives has also indicated several practices. The use of technology, motivation, diversity, and inclusion has been influential in the development of these businesses. These practices of JW Marriott and Radisson Hotel Group have helped understand their focal point in improving the performance of the organisation as well as their employees. 
[bookmark: _heading=h.tyjcwt][bookmark: _Toc160129386]
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