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[bookmark: _Toc168297067]Introduction
The hospitality industry is constantly at a crossroads or is in a state of transition. As socio-economic landscapes evolve, a critical challenge emerges modifying the conventional approaches to performance management and using monitoring of employees to suit modern employees and business climate. This proposal will thus seek to fill a gap in promoting a more suitable performance management system for modern hospitality organisations. It will suggest the recommendations for Easy Hotel regarding the key directions to improve performance management and guarantee the company’s effective functioning in a challenging socio-economic environment.
EasyGroup’s hotel chain identified as EasyHotel was established in 1995 and has had a lot of success in providing no-nonsense bare bones, and cheap services (EasyHotel, 2019). Due to their core competitiveness, efficient operation management, and lean staff structure; they have become one of the most representative enterprises in the low-end hotel market. However, this success story has gotten new risks. Today's working environment may be described as a situation with a high level of employee turnover and intensification of competition for personnel (Bruce Tracey, 2014). Also, more social, and economic aspects, for example, skills scarcity and rising concerns about the life-changing balance push to redefine conventional employment patterns. This report will identify how and to what extent socio-economic forces influence work models at Easy Hotel and suggestions and findings will be indicated. 
[bookmark: _Toc167407699][bookmark: _Toc168297068]Impact of socio-economic factors on employee performance management and monitoring
The interrelation between socioeconomic factors, work arrangements, and performance in the context of the hospitality industry has become more popular among researchers. One published research by Davidson et al. (2011) focuses on the connection between social class background and career selection in the hospitality industry. They established that poor attitudes towards the industry's image and low levels of wages and promotions lead to high turnover rates among employees. This imparts the need to have performance management frameworks, which tackle issues to do with the employee's welfare as well as coming up with a clear career ladder, especially during a time when there is stiff competition for talent in the job market. Campos-Soria et al. (2015) discuss the income inequality problem in the hospitality industry. For instance, they observed that the income level of most hospitality industry workers is subsistence because many of them are found in the lowest pay scale. This makes it probable that these checking practices should be more stringent to warrant optimal working in organisations especially when the economy is in a downturn. However, such practices could be useless if the problem of employees' health and motivation is not solved at all.
A study conducted by Koenig and Petrick (2020) attempts to analyse the rising trend of remote working schedules across companies in different industries. Based on their results, they argue that though working from home is beneficial as it is flexible and boosts productivity, it complicates employee evaluations. The performance of the parameters becomes clearer, and the usage of the remote monitoring instruments is optimal. Kagioglou et al. (2021) have analysed the requirement of the competencies-based performance management system in the hospitality industry. They have stated that this might be because old-fashioned methodologies confined to outputs may not be sufficient to measure all the attributes central to effectiveness. Employee competencies must be consequently trained and improved through organisational training programs (Cappelli and Tavis, 2016). The competencies development is significant when it is integrated with the performance evaluations.
[bookmark: _Toc168297069]Industry examples
The following examples demonstrate how many large hotel companies adjust their monitoring approach according to work states, thus underlining the importance of the coherent combination of quantitative and qualitative evaluations for a comprehensive understanding of the employees’ performance.
Marriott International:
The classic approaches such as supervisors’ direct observations and guest feedback questionnaires continue to represent essential tools for assessing the performance of the housekeeping, front desk, and restaurant employees (Chen et al., 2011). Marriott's ''Work Anywhere'' program uses project management software for the managers working in geographically distributed teams (e.g., reservations). These tools help monitor the progress of tasks that are carried out, frequency of communication, and together with deadlines, all these give a view of employee performance (Den Hartog et al., 2014). Hybrid roles at Marriott consist of on-site training, but the constant video conferencing of employees is also used. Appraisals include objective results from the software that was used in the respective area, as well as written and oral feedback from the supervisors concerning interpersonal skills.
IHG Hotels and Resorts:
IHG's basic focus is on the ability to engage the guests through weekly mystery shopper programs and guest satisfaction surveys to track the delivery of services by the company's employees posted on-site (Jovana Lončar and Miroslav Knežević, 2023). For the remote functions, IHG uses online courses with quizzes to determine the training effectiveness, knowledge, and skills. It can also involve time-tracking tools for detailed tasks performed in the organisation or firm. Another thing is that in IHG, performance check-ins are done on a daily, weekly, monthly, or yearly basis either through video calls or online surveys (Kwan et al., 2024). This check-in revolves around goals established, and interactions with peers as well as compliance with the values of the company, ensuring a comprehensive view of the employee’s performance in both work modes.
Radisson Hotel Group:
The major sources of information being used by Radisson to evaluate guest service delivery and the performance of on-site staff are the guest feedback survey and self-evaluation by the employees. Employees of Radisson’s remote teams might use corporate communication platforms equipped with analytical functions necessary to assess the volume of messages exchanged and the rate of response, as well as the efficiency of the team’s work (Radisson Hotels, 2017). The structure of feedback is conducted with the help of a mobile application where the employee can provide feedback for the colleagues and receive feedback in return irrespective of the work mode. This creates more responsibility as well as reveals people’s capacities for different tasks.
[bookmark: _Toc167407703][bookmark: _Toc168297070]Potential solutions
The dynamics of the work environment in the hospitality sub-sector require the application of relevant strategies in boosting performance management across multiple systems (Verma et al., 2020). Here are some potential approaches to consider: 
Technology-Enabled Monitoring: Exploit technological devices for the new paradigms of work. While project management software captures the achievement of activities and communication, time, and attendance tools capture productivity (Folan and Browne, 2015). Courses delivered through the internet accompanied by particular tests and quizzes can track the skill progress. But at the same time, it is also important to see, that between implementing methods of collecting data and preserving the rights of the employees.
Hybrid Performance Reviews: It requires the incorporation of on-site observation and actual quotations from the guests alongside results obtained from performance management software (Gerrish, 2015). Collectively, these outcomes give an integrated perspective of employees’ performance in various work modes.
Focus on Skill Development: The following are recommendations for the management of human resources in workforce organisations. Easyhotel should adopt competency-based performance management systems. Seamlessly link the provided skill development opportunities to the performance reviews, with an aim on flexibility and staff development to enable employees to succeed in today's volatile world.
Regular Feedback and Communication: Remind workers on the remote working schedule to check on their team through video conferencing or an instant message or receive feedback from online polls (Herington et al., 2013). Appoint a culture of regular positive feedback by using peer-to-peer recognition methods. This promotes interactivity as well as creating responsibility across the work modes.
Transparency and Flexibility: Clear and delineated communication processes should be implemented while performance targets for the different work modes subjected should be clearly stated. Promote flexibility at the workplace and where possible adopt compressed work weeks (Kagioglou et al., 2021). This flexibility can be advantageous to both the employer and the employee organisation since the freedom to work at flexible hours may increase employees’ well-being and motivation thus improving their productivity.
[bookmark: _Toc167407704][bookmark: _Toc168297071]Evaluation and Recommendations
[bookmark: _Toc167407705][bookmark: _Toc168297072]Evaluation 
This paper sought to analyse the various factors in the external environment affecting easyHotel especially the socio-economic conditions and the issue of managing workers far away. The analysis led to the discovery of interesting findings. Knowledge about the socio-economic environment makes it possible for easyHotel to capture the market segments travelling on the low bud that include the young people as well as the aged people and growing out of the working from home concept, they can address the issue by converting some of the rooms to working stations. The need for frequent and timely communication and the need for clear and concise instructions for workers were outlined as best practices for remote working. To this end, a performance management process model was proposed in the next recommendation. Therefore, the structure of this model involves check-ins, peer recognition, and development planning. Here follows how easily Hotels can maximize these suggestions to tap into current trends, manage the productivity of remote employees, and sustain success in future trends in the hospitality industry.
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Here's a recommendation for an effective performance management process model that can be implemented by easyHotel:
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[bookmark: _Toc167402145]Figure 1: Effective Performance Management Model
Source: (Biron et al., 2011)
Goal Setting and Planning (Beginning of Review Period):
Individual goals that are further aligned with IDPs and departmental/ organisational strategic objectives are SMART. Market niches can be established with promotional campaigns that address certain segments and needs for example cut-price solutions for young people or pensioners (Sakka et al., 2022). Products and services should change to reflect consumer preferences, for instance, incorporating offices for rent for those who work from home, if this becomes a permanent option. The following appointment tips will help you during the review period for one-on-one meetings.
Continuous Feedback and Development (Throughout Review Period):
Implement the possibilities of feedback by utilising tools that involve people in your organisation with a focus on improving work outcomes. Compliance with a blend of formative and summative assessment processes to offer constructive comments on performance and career progress in between set intervals. Use a platform whereby your fellows can be rewarded for good performance to enhance on the part of the team's performance and spirit.
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[bookmark: _Toc167402146]Figure 2: Sandwich feedback
Source: (Toytok and Yavuz, 2018)
Performance Review and Development Planning (End of Review Period):
Easyhotel can ensure to undertaking of an assessment of the output and results against laid down objectives and regular assessment. Assessment should fill the criteria of performance assessment. Develop a partnership for coming up with the development plan concerning areas of strength, weakness, opportunity, and training that can be provided to fill the existing gap (Qiu and Wei, 2017). Develop a communication strategy that should utilize video conferencing, instant messaging, and surveys to ensure the employees working in remote locations relate to the rest of the team. Identify other resources that can be used or tools that exist largely for a business that employs remote staff in the hospitality business. 
Communication and Transparency:
The strategy entails being specific when passing communication throughout the process, as well as any anticipation, analysis, and advancement. For this reason, the behaviourist approach can be promoted during performance reviews by encouraging the employer and employee to engage in two-way communication about roles, goals, and an employee's learning requirements.
[bookmark: _Toc167407707][bookmark: _Toc168297074]Conclusion
Knowing social and economic processes allows them to attract cost-conscious tourists and mitigate the effects of the shift towards remote employment by providing co-working areas. It is essential to explain how interpersonal communication and feedback influence remote personnel's performance, advocating for the model that includes daily-to-weekly staff interactions, weekly celebrations, and monthly personnel progress meetings. If applied, these improvements concerning easyHotel will enable it to leverage trends, manage its workforce, and profit in the long run.
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