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[bookmark: _Toc168566949]Introduction
Through the lens of human resource management in the hospitality industry, the purpose of this research project proposal is to investigate the effects of socioeconomic variables on the management and monitoring of employees' performance in a variety of work styles. There will be a particular emphasis placed on The Ritz London Hotel, which is a well-known establishment within the luxury hotel industry. A number of socioeconomic aspects and the effects that these factors have on employee performance in a variety of work modes will be investigated in the proposal, which will provide insights and viable solutions for efficient human resource management (Merriman and Bhutani, 2022).

[bookmark: _Toc168566950]Background of The Ritz London Hotel
Having been established in 1906, the Ritz London Hotel is a five-star establishment that is recognised for its high service standards and luxurious accommodations. As a member of the Ritz-Carlton brand, it upholds a reputation for excellence and serves a clientele that is considered to be of the highest calibre. In order to maintain its high standards, the hotel must employ a varied workforce, which necessitates careful supervision of employee performance (Moosa and Panurach, 2021).

[bookmark: _Toc168566951]Current Issues in Employee Performance Management
There are a number of issues that the hotel sector must contend with as a result of the changing socioeconomic landscape. These challenges include changeable economic conditions, shifting labour markets, and technological improvements. Especially in light of the fact that the industry is adopting a variety of work modes, such as hybrid, office, and flexible arrangements, these considerations have an impact on employee performance management. The issues that have been identified will be investigated in this proposal, and techniques for efficient performance management in a variety of work modalities will be suggested (Gebbels et al., 2020).
[bookmark: _Toc168566952]Discussion and Literature Review
PESTLE
	Factor
	Description
	Impact on The Ritz London Hotel

	Political
	- Changes in government policies Brexit implications Labor laws and regulations
	- Compliance with new regulations may increase operational costs Potential staffing issues due to immigration laws

	Economic
	- Economic downturns and recessions Exchange rates Inflation rates (Guan and Qiu, 2022)
	- Reduced customer spending power affecting occupancy rates Increased costs of imported goods and services

	Social
	- Changing customer preferences Demographic shifts Health and safety concerns
	- Need to adapt services to meet evolving guest expectations Increased focus on health and wellness initiatives

	Technological
	- Advancements in hospitality technology Adoption of digital tools for remote work Online booking systems
	- Investment in modern technology to enhance guest experience Integration of performance management software

	Legal
	- Health and safety regulations Data protection laws (e.g., GDPR) Employment laws
	- Ensuring compliance with health and safety standards Protecting guest and employee data Adhering to fair labor practices

	Environmental
	- Sustainability and eco-friendly practices Energy consumption Waste management
	- Implementing green initiatives to reduce environmental footprint Monitoring and managing resource consumption




Socioeconomic Factors and Their Impact on Performance Management
There is a significant impact that socioeconomic factors, which are a part of the PESTLE study framework, have on the management of employee performance. Among the most significant aspects are the following:
How the economy is now doing: There is a possibility that a downturn in the economy may result in budgetary restrictions, which may have an effect on the number of staff and resources that are available for performance management programmes. However, there is a risk that economic booms will increase competition for talent, which will necessitate considerable performance incentives. This is something that needs to be taken into consideration.
Alterations in worker demographics and expectations, such as the demand for work-life balance and opportunities for remote work, necessitate the installation of performance management systems that are flexible enough to accommodate these changes. These systems must be sufficiently adaptable to meet these changes.
Recent advancements in technology: despite the fact that technology makes it simpler to operate remotely and monitor the performance of employees, it also requires workers to be proficient in the use of digital tools. Despite the fact that this duality has the potential to increase productivity, it may also result in the requirement for training and resistance from employees who are less knowledgeable about technology (Baum, 2019).

Employee turnover and retention rates are two trends that are affecting the industry.
The hospitality industry is usually marked by high turnover rates, and a considerable number of employees regard their roles to be either temporary or transitional rather than permanent. On an annual basis, employee turnover rates might be more than seventy percent, according to reports from the hospitality industry. The following are some examples of strategies that are particularly important for retention:
Programmes for the Development of Careers: There is a possibility that increasing employee loyalty could be accomplished by providing employees with more diverse career growth possibilities.
It is possible to reduce employee turnover by aligning remuneration with industry norms and giving incentives that are based on performance. This can be accomplished by offering compensation that is competitive (Chalkiti and Valakas, 2020).
Employee Engagement: When it comes to retaining individuals, it is beneficial to develop a good work climate by creating recognition programmes and providing regular feedback. Another way to do this is to provide regular feedback (Moosa and Panurach, 2021).

There are a variety of work styles that are becoming increasingly common in the hospitality business.
In recent years, the hospitality industry has experienced the emergence of a number of labour patterns, some of which include the following:
Employees are afforded the opportunity to be flexible while yet maintaining some level of physical presence through the utilisation of the hybrid work mode, which blends working remotely with working on-site positions.
Office work arrangement is the usual arrangement of work in which employees are physically present at their place of employment. This arrangement is also known as the "office work arrangement."
Workers are given the opportunity to choose their own work hours and locations, which contributes to the maintenance of a healthy equilibrium between their home lives and their professional lives.
The COVID-19 outbreak in particular has brought to light the need for operational agility, which has been encouraged by technological advancements, altering expectations of the workforce, and the desire for operational agility. These work patterns have been spurred by some of these factors (Boxall and Bartram, 2021).

There are numerous examples from the business world that pertain to the monitoring of employee performance in a variety of work positions.
A number of different solutions have been used by top hotel businesses in order to properly manage employee performance across a variety of work modes. To give only one example:
An all-encompassing performance management system has been established by Marriott International in order to accommodate remote and hybrid work patterns. Setting goals, conducting performance reviews, and conducting regular virtual check-ins are all components of this approach. Through the utilisation of their technique, they ensure that continuous engagement and accountability are maintained.
For the purpose of improving employee engagement and performance monitoring, IHG, which is an abbreviation for InterContinental Hotels Group, implements a wide range of digital technologies. An emphasis is placed on having clear communication pathways and consistently delivering feedback loops in order to maintain performance standards across a range of work scenarios. This is done in order to ensure that performance standards are maintained.
In addition to providing comprehensive training on a variety of digital communication technologies, the Radisson Hotel Group has developed flexible work arrangements. In addition, they acknowledged the impact that wellness programmes had on the general performance of staff members and developed wellness initiatives in order to improve the overall well-being of their workforce (Janta and Ladkin, 2020).

Alternatives to Consider for a Response
When it comes to effectively managing employee performance over a wide range of work settings, it is possible to adopt the following strategies:
Make use of software for performance management that comes equipped with real-time monitoring and feedback capabilities. The incorporation of this particular aspect of technology comes highly recommended. Through the utilisation of tools such as Slack, Trello, and Microsoft Teams, communication and collaboration are simplified and made more convenient.
A significant component of training and development is the provision of training programmes that aim to increase digital literacy as well as the capabilities necessary for working remotely. In order for the workers to perform their responsibilities in an appropriate manner across a number of work modes, they are provided with the essential tools.
Adaptable Performance Metrics, Which Include the Following:It is necessary to develop performance measurements that take into account the particular challenges that are connected to the different forms of work. As an illustration, it is conceivable that the productivity indicators that are utilised for on-site employees and those that are utilised for remote workers are distinct from one another.
Programmes for the Health and Happiness of Labourers: There is a correlation between well-being and performance, and it is important to acknowledge this connection and develop initiatives that support both mental and physical health. This area includes the policies that apply to work-life balance, wellness programmes, and mental health resources. Included under this category are the policies.
[bookmark: _Toc168566953]Conclusion
The purpose of this research proposal is to shed light on the considerable impact that socioeconomic factors have on the management and monitoring of employee performance in the hospitality business. As is the case with other luxury facilities, the Ritz London Hotel is confronted with issues that are associated with economic changes, social trends, and technological breakthroughs. The implementation of various work modes, such as hybrid, office, and flexible arrangements, calls for performance management strategies that are flexible enough to accommodate these changes (Alonso and Kok, 2019).

[bookmark: _Toc168566954]Recommendations
In order to effectively manage performance in the hospitality industry, it is necessary to have technology, ongoing training, adaptable performance measurements, and employee wellness programmes. In light of the findings, the following recommendations are made:
Make use of sophisticated tools for performance management:In order to guarantee continuous engagement across all work modes, it is necessary to implement technologies that monitor and provide feedback on performance in real time.
The Enhancement of the Training Programme:The development of comprehensive training programmes for digital literacy, remote work, and performance management is under underway.
Performance Metrics Should Be Updated:Flexible performance evaluation criteria should take into account the challenges and dynamics that are associated with a variety of work styles.
Promote the Health and Happiness of Employees:The relevance of both mental and physical health in performance should be acknowledged, and measures to promote well-being should be developed (Kara and Koc, 2021).
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