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Introduction and Background
[bookmark: _3wzy3gn86zbg][bookmark: _Toc159002756]Background
Socioeconomic factors have multiple impacts on the entire business operations in the hospitality industry (Wu et al. 2023). This study focuses on the identification of the socio-economic factors and the ways they influence the entire performance management and monitoring mechanism in different modes of work in the hospitality industry. However, “economic fluctuations” have a significant impact on the investments of the business in the performance management practices in the organisations. In this case, the ‘economic downfalls” pressure them to cut costs and lead towards the levels of staffing in the hospitality industry (Lin et al. 2023). On the other hand, the trend of “remote work practices” impacts the entire monitoring and performance management system in the hospitality organisation like Raddison.  In addition to this, the “unemployment rates” and “skill shortages” have the potential of leading towards the increment of inefficacies in the performance management system in the hospitality organisations. Moreover, the “income disparities” may reduce the morale of the employees in terms of working towards attaining the business goals in the hospitality, which reflects the significant negative impacts of the performance management and monitoring (Kumar et al. 2023). Furthermore, the “customer expectation” is one of the most important “socio-economic” forces, which have a crucial impact on the performance management and monitoring system in the hospitality industry. However, “customer behaviour” and “expectations” impact the entire performance of the employees.
[bookmark: _v7k40s4qqwo6][bookmark: _Toc159002757]Aim
The research aims to analyse the impacts of socio-economic force on employee performance management and monitoring in different work modes from the perspective of Radisson’s HR.  
[bookmark: _ce5msdw6qjc5][bookmark: _Toc159002758]Objectives
· To evaluate the socioeconomic forces on the hospitality industry        
· To identify the influences of the socio-economic forces on employee performance management 
· To evaluate the impacts of socio-economic forces on employee performance and monitoring in different work modes in Radisson in the hospitality industry   
[bookmark: _z60j4eip0qnd][bookmark: _Toc159002759]Company Overview
Raddison Hotels is one of the most popular hospitality service providers in the United Kingdom, which is also operating in all over the world. The company has been recognised as the “3rd Largest Employer” in the “Travel & Leisure industry” by Forbes (Raddison Hotels, 2024). Moreover, the company is currently operating with more than 1250 hotels along with under development in “EMEA & APAC” across the globe (Raddison Hotels, 2024). Additionally, the annual revenue of the “Raddison Hotels International Inc” is around $1.8 billion (Raddison Hotels, 2024).
[bookmark: _imcg3c86wnlq][bookmark: _Toc159002760]Discussion/ Literature Review
Analysis of Socio-economic forces on the hospitality industry:
The socio-economic factors within the hospitality industry impact the businesses and growth of the industry. As per the observations of Liu-Lastres et al. (2023), increased preference for diversity and inclusion within the hospitality industry is also a major socioeconomic factor. The rise of social consciousness within communities increases the possibility of enhancing organisational inclusion and diversity to increase efficiency and productivity in the workplace. Moreover, Kumar et al. (2024) state that technological advancements are another major socioeconomic factor that impacts the hospitality industry. Through technological innovation, employees are given opportunities to better collaborate with their colleagues and enjoy opportunities for remote, hybrid and work from the office. Furthermore, Bonfanti et al. (2023) state that, changing customer preferences after the COVID-19 pandemic is also a major socio-cultural factor that impacts the industry of hospitality. In such circumstances, the employees have to effectively maintain their skills and gain relevant skills so that employees can cater for the needs of customers. On the other hand, Ghorbani et al. (2023), the changing customer preferences also encourage the employees to gain technology efficiency to enhance customer services to cater for the customers effectively with the help of technology. 
As per the considerations of López‐Gamero et al. (2023), the changing power dynamics of the labour market are also a major socio-economic factor for the hospitality industry. The expectations of the employees towards the competitiveness of their wedges and better working conditions encourage the hospitality industry, to effectively maintain the standard of working culture and the competitiveness of the salaries that are provided to the employees. Moreover, Högberg et al. (2023) state that the technological disruptions because of recent technological innovation also impact the employee performance management of HRM within the hospitality industry as automation is increasing the challenges of job replacement and uncertainty for the employees within the industry. According to Liu-Lastres et al. (2023), global economic instability also creates challenges for employees in the hospitality industry, impacting employee morale, increasing prices of commodities and segmentation of wedges. On the contrary Kwabi et al. (2023) states that the challenge of “Income Inequality” is also a major challenge for employees within the industry which is created by the changing preferences of the customers. The companies have to diversify the services within the sector so that customers can enjoy different services. It creates different roles and opportunities for the employees which increases the possibility of income instability among employees within the industry.                
Impacts of the socio-economic forces on employee performance management: 
The impacts of socioeconomic forces are significant for the hospitality industry and the organisations. As per the observations of Lee et al. (2023), the diversity and inclusion need within the workforce because of the changing social consciousness impact the workforce by increasing the need for employee empowerment and increased equality within the hospitality industry. For example, Radisson aims to effectively maintain “Diversity and Inclusion” through the initiative of “We are many minds with one emotion. It helps the employees maintain organisational collaboration among employees which increases diversity and inclusion through cultural awareness (Marriott, 2024). Moreover, Shah et al. (2023) state that the increasing need for social consciousness also creates the urgency for effective “Human Rights” established to enhance the work culture and maintain organisational principles. The establishment and maintenance of human rights principles also helps the employees to empower the employees through HRM policies and procedures effectively. For example, Radisson maintains human rights by maintaining the “United Nations Guiding Principles on Business and Human rights” through its policies and procedures (Radisson, 2024). It increases the possibility of better employee management within the workforce. 
Furthermore, Chi et al. (2023) state that the changing customer preferences create the need to provide training and development to the employees which also helps in employee performance management. With the help of training and development, the employees can gain relevant technological knowledge and understanding which can help the employees to ensure better customer service. For example, through the initiative of “Skill Academy” IHG provides technological training and knowledge to employees which can effectively enhance the skills of the employees to provide better customer service (IHG, 2024). On the other hand, Radisson provides training and development to their employees through “Radisson Academic Certifications” which helps the employees maintain customer service standards through enhanced technological training (Radisson, 2024). According to the observations of Sharma et al. (2023), the changing forces of technological disruptions are creating the need for employee engagement in the hospitality industry by focusing on employee motivation, engagement, work-life balance, job security and economic stability. Creating an innovative, sustainable and secure work culture helps to provide motivation and gain employee satisfaction for the organisation which is an important aspect of employee performance management. For example, the Radisson group becomes the first choice of employees who want to build a career in the hospitality industry by providing effective leadership, providing training and development and setting a growth mindset among employees (Radisson, 2024). On the other hand, IHG values “Equality, diversity and inclusion” to engage employees, and promote equality and inclusion among employees which helps to motivate and empower the people who work for the organisation (IHG, 2024). 
The “Goal setting theory” can help Radission to effectively maintain employee performance management by focusing on socio-economic factors. The theory highlights 5 major principles to achieve goals that are “Clarity”, “Challenge” “Commitment”, “Feedback” and “Task Complexity”.    
[image: ]          
Figure 1: Goal Setting Theory; Source: (Hew et al. 2023)  
According to Hew et al. (2023) “Clarity” the organisation can bring more clarity to the employee needs by focusing on socio-economic factors such as changing labour forces, “diversity and Inclusion” “Training and Development” etc. As per Meyer et al. (2023) “Challenge” the organisation can effectively enhance the motivation of the HRM to effectively focus on the socio-economic factors at the time of measuring employee performance. On the other hand, Zeb et al. (2023) ‘Commitment” the HRM can commit to enhancing employee performance. Moreover, through “Feedback” the HRM can gather knowledge about the initiatives of the company. On the contrary Van Iddekinge et al. (2023) “Task Complexity” the employees can achieve the goals of enhancing employee performance by achieving smaller goals.             
Evaluation of the impacts of socio-economic forces on employee performance and monitoring in different work modes:
Socio-economic factors increasingly impact employee performance and monitoring as different work setting needs diverse practices of employee performance. According to Zebua et al. (2023), In an office setting employee productivity is highly dependent on the factors of job security, employee motivation and competitive salaries that are impacted by the socioeconomic factor of social consciousness. Thus, HRM provides empowerment to the employees through a supportive work culture which enhances employee motivation. On the other hand, Qatawneh, (2023) states that rising social consciousness also promotes employee autonomy and empowerment for those employees who work from home. For example, through “Building Future” Radisson effectively addresses issues such as youth empowerment to empower them (Radisson, 2024). The “Youth Employment Programme” organisation focuses on providing jobs and empowerment to the employees which strengthens the workforce (Radisson, 2024). As per the observations of Astuti et al. (2024), in different work modes of the hospitality industry, work-life balance is also associated with employee management which is impacted by changing customer preferences and diversification of services. It impacts employee motivation, productivity and engagement. For example, IHG ensures work-life balance through “Flexible working” which helps the employees to manage their work and life accordingly (IHG, 2024). On the other hand, Radisson ensures employees' work-life balance through “Flexibility rules” which helps employees from the office, hybrid and those working remotely to work motivated by ensuring their wellbeing and work-life balance (Radisson, 2024). Moreover, Batchenko et al. (2023) convey that, technological innovation which is the impact of socioeconomic conditions, also increases the possibility of enhancing the usage of performance-tracking tools that enhance the possibility of better management of the employees who work remotely. For example, Radisson focuses on transforming digitally which helps in employee management and monitoring through localisation (Radisson, 2024). 
The Expectancy theory can be applied within the employee performance and monitoring process of Radisson as it helps to understand that people can make decisions based on rewards which they expect from the work. The theory highlights three major factors which are “Effort”, “Performance” and “Outcomes”.  
[image: ]    
Figure 2: Expectancy Theory; Source: (yepi-Garbrah et al. 2023) 
According to (yepi-Garbrah et al. 2023) through expectancy theory, organisations within the hospitality industry can effectively enhance employee performance by motivating the HRM to do their job effectively. As per Clementson et al. (2023), through “Effort” the HRM of the organisation can effectively focus on the impacts of socioeconomic factors within different work modes and come up with effective strategies that can help to enhance employee performance. Moreover, Schubert, (2023) through “Performance” the HRM can effectively implement the approaches to the workplace to hence the performance of the workforce and through “Outcome” the HRM can monitor the impacts of the approaches.                    
[bookmark: _5mh35g6s66cq][bookmark: _Toc159002761]Evaluation and Conclusion
[bookmark: _l0m70h8xgzx7][bookmark: _Toc159002762]Findings 
Socio-economic forces like “diverse customer expectation” have a significant impact on the performance of the employees in hospitality companies. However, understanding the diverse culture and expectations of the guests often brings dissatisfaction among the employees and also becomes the reason behind the changes in the performance management system and monitoring in organisations like Raddison. On the other hand, the remote work culture often creates an impact on employee morale as they become reluctant to accept change in the work procedures (Shafique et al. 2023). The lack of motivation to work from the office often creates barriers for the management to maintain the performance management system and monitoring in the hospitality industry to a huge extent. In addition to this, the extensive rise of digitalisation and remote work has also altered the “conventional performance management activities” in hospitality organisations like Raddison. On the other hand, the changing attitudes towards work-life balance and “diversity and inclusion” may also influence the procedures of performance management systems in companies in the hospitality industry (Suliman et al. 2023). However, the hotel chain Raddison has developed “Diversity and Inclusion” policies and practices, which have helped them in managing the performance management system positively (Raddison Hotels, 2024).  Furthermore, the rise of the utilisation of advanced technologies has also shaped the performance management system and monitoring in both remote and hybrid work in the hospitality industry.
[bookmark: _sea3pgqwtoy3][bookmark: _Toc159002763]Implications
This study can be embroiled in the advancement of additional essential measures for expanding the efficiency and execution of workers in the cordiality business. This study can likewise be ensnared as far as the improvement of the presentation the executive’s checking framework in Raddison for both remote and hybrid working employees.
[bookmark: _f5yp6jyvmatc][bookmark: _Toc159002764]Conclusion 
It has been derived from the study that the consideration of the advanced technology innovations has capability of fostering the performance management system in the remote and hybrid working employees in the hospitality business. Notwithstanding, it has additionally been presumed that the financial variables like "customer expectations" and "technological changes" fundamentally affect acquiring changes the exhibition the executive’s framework systems for remote working.
[bookmark: _8pd16bii8qw9][bookmark: _Toc159002765]Recommendations
[bookmark: _dw6bx29gzwrr]It is highly recommended to the organisation that they should execute the "Microsoft Teams" software, which will assist in fostering the commitment and correspondence with handling with the somewhat working representatives in the neighbourliness business. It is likewise recommended to Raddison Inns that they ought to carry out the "self-improvement program" for both the remote and hybrid working employees, which will assist with working on the capacities of the current labour force.
[bookmark: _tclzi65zn702][bookmark: _Toc159002766]
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