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[bookmark: _Toc166351005]1. Introduction and Background
In the dynamic setting of the hospitality industry, employee management is a critical part of the smooth achievement of good service delivery and client satisfaction. As a heterogeneous selection of workplace modes such as hybrid work, flexible arrangements, and traditional office locations is introduced, there is an urgent issue to identify the way for their integration (Ali et al., 2021). This proposal is directed at investigating the possibility of implementing different work modes along with efforts to resolve the problem of individual effectiveness management in the hospitality area.
IHG Hotels and Resorts, one of the world's foremost hospitality industry majors, distinguishes itself from the multitude of brands it possesses, covering various market segments. Based on the statistics given in the latest reports in the industry, IHG has over 222 hotels in around 100 countries and its staff exceeds 400,000 people across the globe (Statista, 2024). The changes in socio-economic circumstances are the priority of the most significant elements that determine the success of the different workplace models employed in IHG Hotels and Restaurants (IHG, 2022). Demographic patterns which include an aging workforce and generational differences largely alter employees’ perception of the issues of work flexibility and career advancement opportunities (Brink & Zondag, 2019). As it is stated by the International Labour Organization (ILO) in one of their latest research, the world workforce is currently facing a significant demographic change, which can be noticed in the medium age of the employees increasing over the past ten years. In the hospitality sector, this tendency become more vivid; a noticeable number of employees are close to retirement (ILO, 2023). On top of this is the fact that the research which was conducted by Deloitte pinpoints distinct work style preferences that different age groups have. Millennials and Gen Z, who are the younger generations, consider flexibility and work-life balance as the priority while the seniors have the traditional arrangement with stability as the top priority (Deloitte Global Millennial Survey, 2022).
Along with this, the economic conditions are important such as GDP growth rates and labor market trends that also assist in improvement in work modes and management employee methods at IHG Hotels and Resorts. The real GDP growth contracted by 5.0% in 2020; it was the steepest fall since the 1930s (World Bank, 2021). Consequently, all hospitality businesses including IHG had to make cost-reduction steps including downsizing personnel to meet the demands of the harsh environment. Industrial trends like employment rates and wage trends affect recruitment and retention tactics in the hospitality sector. Socio-economic factors very hugely affect work ethics at IHG Hotels and Resorts. The advent of demographic development, and economic and technological progress leads to the adaptation of employees' preferences and organizational strategies. By embracing a flexible work agenda, IHG corporation creates a working setting in line with societal values, increases employee satisfaction, and enhances its competitive edge in the hospitality industry.
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Figure 1: IHG Hotels & Resorts Employees
Source: (Statista, 2024)
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Figure 2: Number of IHG Hotels Worldwide
Source: (Statista, 2024)
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In modern hospitality, a sector characterized by fierce competition for clients, the sound management and monitoring of employee performance is not only desirable, but it is in fact necessary for the quality of service, level of guest satisfaction, and general success of the organization. Nevertheless, these controlling process outcomes are always intricately connected to multifarious socio-economic factors that influence the industry’s types of landscapes (Kandampully, Zhang, & Jaakkola, 2018). 
[bookmark: _Toc166351007]2.1. Socio-economic Forces in Hospitality Industry
The hospitality sector operates in an environment of rapidly changing socioeconomic status, as well as technology, consumer behavior, and economic challenges. Internationalization, for example, has been one of the factors that has increased the competition in the hospitality industry significantly hence, organizations have adopted performance management strategies that focus on effectiveness, efficiency, and global standards (Baum, 2007). Kim et al. (2016) emphasize that issues of such nature have to be imbibed with the culture of the country while maintaining consistency across operations. Technologies have been the driving force of revolution in performance monitoring in the hospitality industry; the industry is given the chance of real-time tracking as well as performance analysis through the employees' metrics. The growing popularity of performance management systems, data analytics, and employee monitoring solutions during the digital era provides HR professionals with evidence-based tools for strategic planning aimed at talent enhancement (Sainaghi & Phillips, 2014).
[bookmark: _Toc166351008]2.2. Changing Consumer Preferences
Consumer preferences are the key factor that determines the kind of services that customers need. This, in turn, can influence the employers' expectations of workers. However, the article written by Lam and Zhang (2013) suggests that performance management must change to be consistent with the dynamic consumer market to continue playing in the competitive arena. Organizations are thus forced to anticipate and transform their present-day services, operation models, and performance assessment indicators to match future customer needs and expectations. The authors Fraj and Martinez (2006) emphasize the link between the incorporation of customer feedback into employee performance evaluations with the alignment of the major objectives, which are to satisfy customers, with the performance of the employees. Along with customers’ feedback, company management processes can be enhanced to quality service standards and will in turn lead to customer satisfaction which will be a major contributor to the company’s growth in the highly competitive hospitality industry (Xie, Johns, and Byon, 2020). 
[bookmark: _Toc166351009]2.3. Economic Fluctuations
Economic cycles, like involvements or the economic downturn, encompass essential challenges to performance management in hospitality mainly. Organization has budget reductions, lower revenue, and increased pressure to fulfill the expectations of the shareholders during economically unstable times (Wut, Xu, & Wong, 2021). As stated by Oh (2017), the consequences of an economic increase in employee satisfaction and performance could be significant, including the risk to service quality, guest experience, and overall organizational outcomes. According to the work of Boselie, Dietz, and Boon (2005), the practice of investing in employees, supporting a positive working environment, and reward systems that recognize good jobs can help sustain high levels of employee morale when the economy is undergoing trying times.
2.4. Impact on Performance Monitoring Across Different Work Modes
The emergence of hybrid work models which incorporate the traditional physical and home elements, make it a more cumbersome process to monitor organizational performance in the hospitality sector. HR managers must strike a balance between autonomy and oversight, encouraging a flexible method of working while at the same time maintaining the scrutiny of employee performances (Bloom et al, 2015). This necessitates the adoption of standard goals, channels for communication, and assessment measures to preserve validity and equity as multiple work modes are used. Using technology and favorable performance management practices, a properly functioning organization can analyze employees' work in different modes of work while ensuring their effectiveness, productivity, and engagement (Siraj & Hágen, 2023).
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Since the last five years, the industry of hospitality has undergone a radical change in working patterns, which is mainly triggered by the progress in technology, the dynamic attitude of the workers, and the need for more adaptation and flexibility in the management of transactions. However, other factors beyond the organization such as the COVID-19 global pandemic have contributed largely to driving this evolution which has forced many organizations to embrace unorthodox forms of work (Singh, Bala, Dey, & Filieri, 2022). Over the past few years, remote work has grown and evolved to fit hospitality management needs, where workers can accomplish their responsibilities from a place that is not a traditional place of work. This transition has been made feasible due to the progressive advancements in communication technology that allow borderless collaboration and connection. The rate of remote work adoption in the hospitality industry was fostered by the COVID-19 pandemic because firms wanted to mitigate the risks associated with infections and follow the social distancing regulations (Arunprasad, Dey, Jebli, Manimuthu, & El Hathat, 2022). Due to the covid, Marriott International decided to apply the remote work policy. The company provided the necessary technology and resources, which enabled the employees to operate remotely; for example, virtual collaboration tools, training programs, and support services were available (Marriott International, 2020). Marriott utilized digital platforms for allowing virtual communications and teamwork among distributed teams, while they remained employees connected and motivated despite the physical separation. It is also worth mentioning that the enterprise installed performance monitoring systems to track employee performance in remote work conditions and give feedback as well as support on time (Marriott International, 2020). IHG, a famous hospitality giant in the globe, have adopted the flexible working model to improve employee liberty and performance. The firm has a workplace plan that allows workers to choose to work remotely part-time and access the onsite facilities and services as needed. IHG has built up technology infrastructure and working space design for hybrid working patterns to create a supportive work environment where employees are able to easily access the tools, they need to excel whether they are working in an office or remotely. Moreover, IHG has established result-oriented performance management processes that grant employees an opportunity to prove their worth irrespective of the remote environment in which they are working (IHG, 2022).
[bookmark: _Toc166351011]2.6. IHG Employees' Monitoring Management
In more conventional physical workplaces, the InterContinental Hotels Group (IHG) depends on managerial and supervisory supervision to make sure that the subordinates perform in line with company guidelines and display good service. Periodic performance reviews evaluate employees against the specific metrics and objectives set, while comprehensive training and learning programs help develop employee skills and expertise (IHG, 2022). IHG has chosen to use virtual meeting platforms, performance tracking software, and clear communication channels for remote employees to monitor employee productivity levels and provide support and feedback. In a hybrid work environment, IHG provides the option of flexible schedules, outlines proper performance metrics, and employs collaboration apps to enable communication and teamwork among hybrid teams (IHG, 2022).
[bookmark: _Toc166351012]3. Conclusion
Ensuring that different working modes are integrated within IHG Hotels and Resorts' framework for managing employee performance is crucial for the company to survive in the ever-changing hospitality industry. The multifaceted nature of socioeconomic forces involving demographic change, economic fluctuations, and technological advancements highlights the need for organizations to be adaptive and flexible in their strategies. IHG's display of network flexibility is not only a match of fundamental social values but also an elevation of employee satisfaction and competitiveness. However, a balanced working situation requires a sophisticated way of performance monitoring and communication tools, guaranteeing the keep-up of productivity and employee engagement across the changing manner of work. In the process of IHG's evolution, it is vital to stress the implementation of flexible HR practices, the investiture in advanced IT infrastructure, and the cultivation of a favorable organizational culture to sustain the ability to thrive in the dynamic landscape.
[bookmark: _Toc166351013]3.1. Implications
This research's implications will reach the whole hospitality business, which must continually adapt its performance management strategies in line with a global and dynamic economy and workers' priorities. As the hospitality industry is evolving, embracing new technologies and techniques can effectively increase employee satisfaction, enhance operational efficiency, and maintain a market advantage. Furthermore, the study highlights the fact that the Learning and Development programs should always be available as well as the use of technology-driven solutions which should be incorporated into the organization that propose a hybrid and remote working environment.
[bookmark: _Toc166351014]3.2. Recommendations
IHG and other association members must give high priority to preventive action to deal with existing problems and the opportunities that come with different work systems. All of these include, but are not limited to, the revision of HR policies to give way to multicultural workforce requirements, the optimization of communication and collaboration tools used to connect remote teams, and the introduction of a strong performance monitoring system that will provide transparency and accountability across the different work environments. The hospitality sector can attain long-term organizational success and stay competitive in a dynamic hospitality environment by resorting to a sophisticated methodology of workforce management.
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