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[bookmark: _Toc160474407]Introduction and Background
This research work is intended for the case study of the Hyatt Hotels Corporation, a prominent lodging company with international operation globally. In 1957, Hyatt starred its journey and has now become the biggest and most known hotel brand on the planet. Presently it has cardinal and this out to over a thousand sites which are in completely for six continents and 68 countries (Hyatt, 2021). Hyatt is a widely renowned company for its thorough and genuine hospitality style as well as personalized experiences. However, for various reasons, 2020 was challenging for the brand, especially during the pandemic, and the hospitality industry overall.
The system of socioeconomic aspect as one of the PESTLE analysis factors brings obvious changes in the management of personnel at the hospitality business forcing to conduct a monitoring business for employee performance. Recent studies by Jones et al. (2021) show that apart from those in developed countries, are experiencing high turnover rate, which averaged thirty percent in 2019 across the world. However, the pandemic intensified the issues to a brand new level, making the owners implement changes in the existing work processes for the sake of making the hotel go on existing and that of their staff.
As an example, the intend to analyse the Hyatt Hotels Corporation and to determine the fallout of various social and economic factors on workforce management and staff performance measurement in a variety of different roles within the hospitality industry. As related to hotel industry, the research will explore the potentiality to foster a variety of work arrangement, covering also hybrid work mode, traditional office work arrangement, and flexi work mode. Besides, it will illustrate the type of effect that these working designs can exert on the performance monitoring and applicable monitoring of employee performance as well as the problems that the industry is encountering.
This document’s primary objective is to share with Hyatt Hotel company and the hospitality industry as a whole the current state of affairs and their findings regarding socio – economic factors influencing personnel management at both an individual level and a corporate scale. To conclude, the analysis will result in the adoption of constructive measures for managing and controlling of the workers performance in the challenging environment of various businesses which will in turn increase the ability and success of the enterprise organisation.

[bookmark: _Toc160474408]Discussion/Literature Review
Basically, one of the most important differences that hospitality industry has undergone is that of management of human resource department and the performance of employees in the last several years. Other than that, the multiplicity of work models is another mechanism that has added to the high complexity of these procedures. These work models include hybrid, office, and other flexible or agile work systems. Socio-economics of the hospitality industry has been a field many researchers have focused on to study the effects on labor management practices. Through their findings, these researchers have shed light, and sometimes finding solutions to some of the most interesting questions.
The hotel business staff turnover is a true problem affecting this industry at a particularly high rate and has to be considered the biggest challenge that may be faced. Body of Research conducted jointly by Baharin and Hanifi, 2018 revealed that the median turnover rate in a hotel business is 30% which is high in comparison to the other industry turnover. Collectively speaking, this high rate of turnover is connected to various factors, including but not limited to low compensation, extended working hours and the chance for professional growth that is limited. Workers in the tourism industry, during the COVID-19 crisis, have been facing harsher working conditions, thus a lot of layoffs and furloughing have occurred throughout the sector (Gursoy et al., 2020).
As for hotel companies, they do develop a concrete range of approaches, the main purpose of which is to monitor the work performance of their employees across all possible work modes - remote or otherwise. One case that reflects the deployment of a multi-work model is Hyatt Hotels Corporation, where employees in their corporate division work in this manner. This model provides employees with an option to work from their homes for a while while still having them to come to the office for the other in-office weeks (Hyatt of 2021). Mas-Machuca et al. is stating that the research has shown a major positive impact of this strategy in the areas of work-life balance and job satisfaction and that such impact may attract less employees to resign.
Also, multiple hotel businesses are using the method of hybrid work pattern in which employees are allowed to be engaged in the business at different times and at different locations. Apart from hybrid work process, business people have accepted the wave of flexi work mode, where employees get to decide the time when they wish to start working and also their schedules. Take, for instance, Marriott International, which has come up with the "WorkLife" programme that offers its employees more than a simple work flexibility (Marriott International, 2021). This, according to Mas-Machuca et al. (2016), has prompted the staff to show their satisfaction with the effect; they cited autonomy and control over their work-life balance as their reasons.
The latter does not exclude these factors but by contrast stimulates a number of topics for supervising employees' working progress throughout the day. Managers may have difficulty in checking the level of virtual activities performed by the employees and assessing the outcome of the distributed work arrangements creating challenges for the managers (Gajendran and Harrison, 2007). Hotel groups have found tech-enabled solutions to be effective in mitigating the negative impact that tourism can have on the environment. A few of these can be outlined as demanding software and social media among others.
For example, the InterContinental Hotels Group (IHG) has built a performance management platform that helps managers set objectives, track milestones, and provide personalized feedback. This can be done regardless the employee's location in the company (IHG, 2021). As Aguinis et al. (2013) put it this method has been shown to increase the contribution of the general staff to the management and as a consequence of this the workers involvement in achieving the organizational goals will be increased.
In the matter of applying gamification techniques, providing another feasible solution, the mechanism of work of employees becomes very versatile. The concept of gamification introduced by Deterding et al. (2011) defines it as a strategic harnessing and implementation of prominent components of game operation to optimization of experience and motivation of people in activities that may not be related to gaming. As mentioned by Xue et al. 2017, in the hospitality industry gamification has helped workers branch out to enormous of possibilities like completing training modules, teamwork activities, and excellent customer service.
One of the winning tools applied in the training programmes of Radisson Hotel Group by gamification, is the assessing employee performance. The same was implemented through the development of a mobile application which is used to reward the workers for successfully passing exams and taking learning modules (Radisson Hotel Group, 2016). From the study done by Xu et al. (2017), it is seen that this method is indeed helpful in ensuring that employees remain engaged and also that the information they gain is with them in the long-term. This ultimately translates to an improved performance at work.
While these choices can be seen as effective in the future, we need to acknowledge that entailed risks don’t disappear as well. Given a choice between technology-based performance monitoring systems, that could not possibly evaluate the whole multidimensional employees’ performance, these kinds of positions requiring human soft skills might not be the right option (Pulakos et al., 2015). What's more, there's a probability that not all workers vacation the habit of applying the gamification methods at work. Consequently, as a result of being dependent slightly on these methods, one can keep the urgent rewards in mind not career progression.
Hotel brands must embrace a comprehensive process that not only considers the special peculiarities and needs of workers but also incorporates their preferences and preferences in order the successfully monitor and control the employee performance across different working models. There might be a possibility to encompass an eclectic combination of tactics as gamification, technology-based solutions, flexible scheduling alongside the never-ending feedback and communication loop amongst the management and workforce.
Moreover, managing hotel brands also comprehends the duty to solve the problems of the social-economic prevalent conditions that leads to a high separation rate of workers and unsatisfaction among them. Baharin and Hanafi agree with this view and add that the competitive remuneration and benefits, career development opportunities, and an encouraging and friendly environment are not the only circumstances that employees will consider when they make a decision to work in an organization (2018).
Briefly, considering the complexity of socio-economic influences on the managerial and operational views of employee performance assessment in the intricacy of different working styles is extremely complex and varied. Hotel brands, to combat these problems, have come up with different strategies and although there is no catch that fits all, it is sure that some of them have been widely successful. The fact that hotels can develop an employee strength that is flexible and resilient in the face of a business environment that is turning and playing every day, can be facilitated if their business climate is flexible enough to adopt such an approach the one that prioritizes workforce engagement and wellbeing is guaranteed.
[bookmark: _Toc160474409]Conclusion and Recommendation
The research proposal is concerned with the role of socio-economic forces in job performance monitoring and management through different working modes especially in the hospitality domain with Hyatt Hotels as an instance. Data revealed that hybrid work, office work, and travaux flexibles offer hotel brands not only options but also a set of challenges related to employee supervision and performance management.
Employee turnover rates have always been one of the major problems for the hospitality industry, especially now, in the midst of the COVID-19 pandemic (Gursoy et al., 2020). Addressing this challenge by hotel brands has been approached through strategies such as hybrid work plans, flexible schedules and tech-based performance management systems (Hyatt, 2021). Over the years, it has been found out that such interventions have a positive effect on work-life balance, job satisfaction, and employee engagement which could ultimately lead to a reduction in the job turnover rates (Mas-Machuca et al., 2016).
But, the reliability of these methods does not work for all hotel brands and they should use a global method that considers the different requirements and taste of their crews. Among these could be varied types of flexible arrangements, technical solutions and gamification techniques alongside with regular manager-employee communication and feedback.
Based on the findings of this research proposal, the following recommendations are offered to Hyatt Hotels Corporation and the broader hospitality industry:Based on the findings of this research proposal, the following recommendations are offered to Hyatt Hotels Corporation and the broader hospitality industry:
· Put in place flexible work schedules including the hybrid work mode and flexible work mode to achieve a better work/life balance and improve job satisfaction of employees.
· Implement technology performance management systems which enable efficient setting and tracking of objectives as well as giving continuous feedback, irrespective of work locations.
· Determine the role of gamification in training and engagement initiatives which yield more results in terms of motivation and learnability.
· Cushion the shock of high turnover rates due to underlying socio-economic factors by giving competitive wages and benefits, offering chances for progression, and building a healthy and inclusive workplace.
These recommendations can enable hotels to build a more adaptable and thriving personnel which are capable of handling the dynamic business environment and ultimately providing the best customer service. However, more research is needed to analyze the lasting effects of these strategies and to detect what the most effective solutions for ongoing employee performance management and monitoring are in the hospitality business.
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