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[bookmark: _Toc160408651]Introduction
Employee performance management and monitoring are critical aspect of any business in any industry (Obum et al., 2023). Business dynamics are evolving, but employee performance is persistently important aspect for the business that is relevant. Within the perspective of hospitality sector and organisation like Intercontinental Hotels Group (IHG) face these challenges significantly due to operating in the services sector (Mohsin et al., 2023). In the light of various socio-economic forces shaping work environment hospitality industry faces multiple challenges in managing employee performance. Socio economic factors comprises of multitude of factors such as economics situation, prevailing social trends and related cultural influences and also with combination of evolving and constantly improving technology advancements. These factors shape how nature of work in the hospitality sector improves and changes (Leung and Ladkin, 2024). The nature of job, employee expectations, employee behaviours is also changing as a result. This report will look in this aspect by consider IHG as the key case study organisation to understand influence and impact of socio economic factors on employee performance monitoring in hospitality sector.
[bookmark: _Toc160408652]Discussion
As a result of the dynamic nature of the variables influencing economic success, doing business in the hotel industry is an on-going struggle (Krupskyi et al., 2019). Concerns about worker wellbeing and productivity in the workplace are likely to rise in the face of economic instability, societal shifts, and legislative changes (Tribe, 2020). These people-friendly and adaptable policies are essential for leaders to navigate today's volatile markets, especially in light of the global economic uncertainty (Nieves and Quintana, 2018). Consequently, nevertheless, these techniques reduce stress for employees, which in turn increase output. Businesses need to change their evaluation practices from rigidly based on Western cultural norms and demographic trends to more customer-centric ones if they want to survive (Ashton, 2018). The ever-shifting dynamics of macroeconomics need constant vigilance to guarantee that laws, especially those pertaining to labour rights and working conditions, remain equitable (Mandić et al., 2018). 
[bookmark: _Toc160408653]Environment Analysis in the Hospitality Industry
Geopolitics, government rules, and visa requirements are always changing the way people travel. According to Gibbs et al. (2015), these factors often affect when and where the work force is sent. It can be hard for a business to stay financially stable and pay its workers fairly when currency values change a lot, global market trends are hard to predict, and commodity costs change every year. Baum et al. (2016) say that changing customer tastes and changing societal expectations about modern life affect the demand for hotel rooms in a dynamic way. Every business has to think about things like new technologies, international laws, and rules about the environment. 
	Factor
	Description

	Political
	Stable government, regulatory compliance.

	Economic
	Economic stability, income levels.

	Social
	Cultural trends, demographics.

	Technological
	Technology integration, online presence.

	Legal
	Legal compliance, contracts.

	Environmental
	Sustainability, green initiatives.



0. [bookmark: _Toc160408654]Socio-economic factors Affecting Employee Performance Management
Changes in society affect how businesses judge the work of their employees. A lot of research has shown that laws, social norms, and the business all have big effects on workers. According to Ngoc Su et al. (2021) one of the main causes of stress at work is the shaky economy, which makes people feel bad and pushes them to always aim higher. A growing workforce needs new and creative ways to be managed because of changes in living standards, cultural norms, and population (Ari, 2023). Walker says that the new wage deals and rules also need a full evaluation of what has been done. A lot of internal and external forces change people and places in the work in complicated ways (Tsaur et al., 2019). When the terrain changes quickly, operators change the support systems to get more accurate results.
Following are key socioeconomic trends pertinent to the hospitality industry;
Economics Trends – Economic changes affect hospitality industry significantly, with positive economic indicators such as reduction in inflation, positivity in growth i.e. GDP it creates a positive environment for the hospitality industry growth and vice versa in negative (Boley, 016). 
Tourism trends – travel restrictions, varying in exchange rates, geopolitical tensions are one of the few factors that drive tourism trends. Like covid-19 brought entire hospitality industry to standstill (Catana and Toma, 2022). Current Russia and Ukraine war has also affected entire Europe tourism in way or other. Tourism trend affect accommodation for hotel brands like IHG (Leung and Ladkin, 2024).
Technology Trends – application of technology in industry like online booking, virtual tourism, check-ins, use of mobile applications can affect guest preferences while looking for accommodations in hotels (Catana and Toma, 2021). IHG needs to be on the cutting edge of technology advancement and ensure that it is adopting and most up-to-date technology infrastructure (Mohsin et al., 2023).
Labour Market – unemployment, skill shortages, on-going wages and availability are key driver’s hospitality industry labour market. Post covid-19 hotels found it very difficult to hire staff as there were huge skill shortages in the industry (Bahunguna et al., 2023). IHG has been working on initiatives to address these issues. In case of IHG the brand has been working on multiple ways to address issues of employee performance (Lennon, 2021). The Hotel brand invests significantly in employee training; they have programs to improve employee empowerment and also initiatives to up skill employees (IHG, 2023).
Socio- Cultural Trends – changes in societal norms, varying demographics and cultural preferences are some of the aspects of socio cultural trends that can affect guest preference for hotel accommodation (Pakeh and Azmy, 2023). Travellers are coming from different destinations and brand like IHG need to know about customer expectations (Obum et al., 2023). IHG ensures that it has a diversified workforce that can handle customer cultural diversity and also enable better and more comfortable customer experience (Lennon, 2021). The brand has international talent management program that ensures that globally there is a pool of talent available from around the world to accommodate cultural norms and expectations of guests (IHG, 2023).
Industry Competition – when there are multiple brands operating and lot of choices, this drives hospitality market into significant competition such as the UK. IHG needs to ensure that it has multiple hotels with multiple pricing to accommodate guests with varied expectations from budget friendly to luxury and there is range of choices (Leung and Ladkin, 2023). IHG has multiple brand presence in the UK and it focuses on differentiation and offering competitive pricing (IHG, 2023). But key aspects are to ensure best service quality across it hotels to have competitive edge. The company is able to offer this by offering comprehensive employee reward options for performance (Catana and Toma, 2021). There are employee incentives, employee appreciation events, transparent career advancement opportunities and creating a culture of motivation and encouragement (IHG, 2023).
[bookmark: _Toc160408655]Industry Trends: Retention and Turnover Rates
Although there are pros and cons to each way of evaluating employee performance, it is very important that you fully understand this. The turnover rate is an important measure in this area (Baum, 2018). Due to the seasonal nature of industry, IHG faces very high turnover rates. In addition, additional challenges that affect high turnover is long working hours, slow career progressions and demand fluctuations (Bahunguna et al., 2023). In order to address this IHG works on round the year workforce planning and employee talent program globally that creates a talent pool and takes measures that significant amount of workforce is available on waiting and pre planned lists (Lennon, 2021). 
In addition, another factor that affects retention is intense industry competition; due to presence of multiple hotel chains employee keep changing jobs for better career advancement (Obum et al., 2023). Also, adjacent industries like event management, tour operations can accommodate similar workforce. So, employee retention is dependent on brand strength and value additions offered at the job. IHG in that content has employee incentives and reward-based policies to accommodate this (IHG, 2023).
When a lot of people leave the hospitality industry, customer happiness goes down, output goes down, and the cost of hiring new people goes up. On the other hand, Ulker-Demirel and Ciftci (2020) say that involved, career-oriented, and supportive workplaces help keep employees. 
People who work in the hospitality business have had very different responsibilities over the past five years. Traditional office layouts are giving way to mixed work arrangements, where people do some of their work in the office and some of it off-site (Boley, 016). These arrangements also allow for more flexible work hours. There are more people than ever trying to balance their personal and work lives. Currently of technology, old ideas about jobs don't make sense anymore (Bahunguna et al., 2023). Because of these different ways of working, IHG needs to change how it evaluates employees' work if it wants to keep hiring top talent (Leung and Ladkin, 2023). To help employees get used to the change, new methods and approaches are being put in place that consider different ways of working (Moutinho and Vargas-Sanchez, 2018). During the change process, it's important to be careful and sensitive because structures that last so long will be hard to tear down (Mohsin et al., 2023). 
[bookmark: _Toc160408656]Solutions and Strategies
The rules that have been around for a long time are losing their usefulness. But brave new ideas will have a chance in this kind of setting (Pakeh and Azmy, 2023). People with jobs from the 20th century are running into the 21st, so people with adaptable and creative minds may be able to seize new opportunities. The hotel provided training, open lines of communication, flexible schedule options common in the industry, and other measures that helped people grow (Baum, 2015). Even though working together is important, performance management can only be based on data and human ideas (Lennon, 2021). Keeping an eye on the many incentives that the industry offers has a big impact on staff morale, especially in the early to late stages of a project's finish. When it comes time to follow the HR department's suggestions, the company will be better prepared to deal with tomorrow's events with care and understanding (Catana and Toma, 2021).
There are some tough decisions that IHG needs to consider. Due to stiff competition the IHG brands needs to consider following;
· Offer a rewarding career with quick advancement options to employees
· Offer better wage rate then industry to ensure employee retention
· The research has shown that employees need better work culture and environment for sustaining, IHG needs to offer a more flexible and rewarding workplace with great opportunities for growth.
· IHG needs to establish a better work life balance due to industry dynamics of long working hours, the company needs to offer a more competitive solution to employees that can be unique advantage fr the company for attracting talent
[bookmark: _Toc160408657]Evaluation and Conclusion
Several key findings emerged from this study, and they will help IHG as it navigates the changing social and economic landscape of managers and takes a holistic perspective of career opportunities in the hotel industry (Bahunguna et al., 2023). Therefore, it is crucial to proactively manage staff performance when there is economic volatility, social instability, and changes in rules. According to the research of Kimbu et al. (2020), IHG had to shift to a more adaptable strategy to meet the goals that significant societal factors had prompted. The long-term impact of economic volatility on employee satisfaction may be mitigated by the establishment of a robust and supportive work environment (Kaushal and Srivastava, 2021). The workforce needs to meet a wide variety of goals as a result of societal changes. That is the essence of cultural assimilation. Because of this, laws are dynamic and subject to change; thus, those who want to remain in compliance must also be flexible (Baum et al., 2016).
[bookmark: _GoBack]Because of economic considerations, the hotel must be resilient enough to weather changes in currency values and overall economic conditions. To avoid having its international tourism business impacted by domestic politics, the hotel must also be cognizant of all applicable laws and regulations (Page and Connell, 2020). Adapting to new social groupings and ways of life is another suggestion of sociocultural factors. Consider trends like environmental protection methods, legal concerns, and technology development to determine precisely how IHG is influenced from the outside. A hotel's treatment of its employees may be gleaned from industry patterns, particularly those pertaining to the turnover rate and the number of employees that depart (Lennon, 2021). Companies suffer when workers aren't happy in their jobs, have opportunities to grow professionally, and are part of a team that cares about their success. Hybrid models and the capacity to work remotely, which is being expanded at will, have become the norm for all contemporary employees due to the abundance of revenue streams compared to even only five years ago (Baum, 2015).
Thus, IHG must improve its technical prowess, openness to other people's values, and capacity for adaptation. Some of the suggestions include providing workers with more control over their schedules and making the workplace more pleasant overall. The hotel industry is dynamic, but IHG can adapt to new circumstances and continue operating well (Mohsin et al., 2023).
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