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[bookmark: _Toc159366048]A short IHG Hotel History 
The International Hotel Group (IHG) is a familiar hospitality brand. More than 6,900 hotels are operated in over 100 countries and territories (IHG, 2023). It operates under names like InterContinental, Holiday Inn, Crowne Plaza, and Kimpton to serve travellers of all types. So far, it has 19 hotel brands (IHG, 2023). IHG is a global brand that adapts to consumer needs and market developments. Flexible employment options have been common in recent years. These solutions let workers choose between working from home and in the office based on their jobs and preferences. IHG has developed several work modes to adapt to the COVID-19 pandemic in the hotel business. This report analyses how IHG manages the three work modes (hybrid, office, and Flexi) and how they monitor employee performance in each mode. 
[bookmark: _Toc159366049]Feasibility of Implementing Different Work Modes in the Hospitality Context 
According to the industry's fixed schedule concept, hospitality workers must be at the hotel for their shifts. IHG is considering hybrid, office, and flexi work modes to promote employee work-life balance and productivity (IHG, 2022). Technology and changing employee expectations are driving this. Hybrid work mode working from home and in an office and allows individuals to choose their work location based on their job responsibilities and personal needs. In contrast, office workers labour at the office for their shifts but can work from home on certain days. This layout is more typical in America. Finally, flexi work allows workers to work at their convenience as long as they meet their job duties and goals. 
[bookmark: _Toc159366050]Current Employee Performance Management Issues 
Overall, these employment options can benefit both employees and employers. These benefits include employment happiness, reduced commuting, and company savings. About 54% of participants in a survey have revealed that work flexibility is of equal importance with better salaries, denoting that many people prefer flexible work arrangements (IHG, 2022). However, these work styles confront managers and HR professionals with unique challenges in monitoring and managing employee performance, which may impact the organization's success. 
One obstacle is establishing consistency in performance reviews and feedback for all employees, regardless of work arrangement. In most circumstances, scheduled shifts allow for uniform performance monitoring, while flexible work arrangements may lead to unfair comparisons because individuals have differing autonomy and accountability. According to  Groen et al. (2018, p.727), employers need to devise ways to monitor workers under the flexible arrangement because doing so is challenging owing to a lack of sight. Working from home or at non-traditional hours can make communication and visibility difficult, making it harder for supervisors to evaluate performance. Demotivation, biased assessments, and employee disagreements may stem from these issues. This paper focuses on socio-economic elements such as technology and the employee's home environment, which may also affect flexi work performance. 
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[bookmark: _Toc159366052]Hybrid mode
This is called "hybrid work mode"—working from home and in person. Due to the pandemic, this type of business has grown more common in the hotel industry, where many employees work remotely (Nakai et al., 2022, p.1568). Socio-economic issues caused by the epidemic have changed this work style. Hotels and other hospitality businesses have had to cut costs and operate with fewer personnel. Employee performance management and monitoring have changed as a result. Their work arrangements are more flexible but face new communication and collaboration challenges (Pokojski et al., 2022, p.10). 
Socio-economic factors significantly impact employee performance management in hybrid work modes by requiring a more outcome-based approach. Due to their remote work, managers can no longer monitor employees' everyday activities (Saurombe et al., 2022, p.1). As a result, performance appraisals and objectives increasingly focus on employee results rather than everyday routines. Due to this, employees may be more independent and self-directed at work, boosting job satisfaction and motivation. However, the management should provide work and communication tools and resources to support people who work remotely (Choi, 2018, p.29). Again, the management and staff must communicate openly and set clear goals to achieve the organization's goals. 
Technology and digital technologies are other socio-economic factors affecting hybrid work performance management. Since employees work from home, technology and digital tools are vital for performance management and monitoring (Saurombe et al., 2022, p.4). Companies must invest in technology to allow remote work. This technology includes virtual meeting platforms and project management tools. Human resources departments must also train and support staff to adapt to digital technology and evaluate their performance-boosting potential. Due to this, performance management has become data-driven, allowing managers to track employee progress and performance using digital platforms (Pokojski et al., 2022, p.11). 
[bookmark: _Toc159366053]Office work arrangement 
Pandemic socio-economic issues have also affected performance management and monitoring in the office work arrangement paradigm, where workers work on-site in a physical office (Haque, 2023, p.60). The outbreak changed both of these employment elements. Due to limits and safety measures, businesses must change their performance management strategies to ensure employee health and safety. 
Health and safety regulations are among the biggest socio-economic factors affecting office performance management (Vu et al., 2022, p.2). Human resources agencies must ensure staff follow COVID-19 protocols to prevent its proliferation. These regimens include daily sanitization, masks, and social isolation. Not only has this affected employees' daily activities and relationships but also their performance evaluations. For instance, personnel may be evaluated on their job duties and health and safety compliance. 
Technology is also used more in office work arrangement mode, which monitors worker performance. Companies decrease physical interaction with contactless check-ins and online payments. Digital operations require staff to understand technology (Ng et al., 2022, p.2). Human resources departments must ensure that employees have the knowledge and abilities to use these technologies, which may require additional training and help. Digital methods can assess and improve employee performance by generating information.
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Finally, socio-economic issues have altered flexi employment, which enables workers to choose their place and time. This work approach allows workers more autonomy (Haque, 2023, p.60). The hospitality industry is adopting this approach because it helps people balance work and life and lowers costs. Performance management and monitoring are harder when workers have a greater say. This has improvement potential. 
Flexi employment emphasises mental health and well-being due to epidemic-related socio-economic variables. Due to remote work, organisations must focus on employee health and happiness to reduce burnout and enhance productivity (Ng et al., 2022, p.4). Flexible work schedules and mental health tools from HR help employees stay healthy and happy. 
Flexi work has shifted performance management to KPIs. Managers must develop KPIs that support company goals when employees have more job flexibility (Ishaq Bhatti et al., 2014, p.3128). Managers must connect with and check in with employees to verify they are meeting these KPIs. However, staff work at diverse locations and hours, making performance evaluation harder. 
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Many IHG staff worked from home throughout the pandemic. The company allows employees to work remotely and in person (InterContinental Hotels Group, 2023). IHG efficiently manages and monitors worker performance in this mode using many methods. IHG started with a strong digital performance management system to measure employee progress and accomplishments (InterContinental Hotels Group, 2023). Managers can provide employees with clear goals, targets, and KPIs that are routinely analysed and altered to fit business demands. This technology enables workers to track their development and communicate with their employers, which is helpful. Second, IHG holds team meetings and check-ins using Zoom and Microsoft Teams (Brandler, 2021). Managers and employees can discuss job progress, concerns, and feedback at these check-ins. Managers' regular communication and feedback build trust and autonomy, motivating and satisfying workers.
[bookmark: _Toc159366057]2. Office work arrangements: 
IHG has protected on-site staff with health and safety regulations during the pandemic. IHG strengthened staff performance tracking in this mode (Hao et al., 2020, p.7). Computerised check-in and payment will be a key initiative. This protects workers and gives vital performance data. An employee who takes a lengthy time to complete a contactless check-in may need extra training. So employees know and follow the requirements, IHG provides monthly health and safety training. This training is examined to measure employee performance and identify areas for improvement. 
[bookmark: _Toc159366058]3. Flexi mode
Although IHG only introduced flexible work, it has made steps to manage employee performance efficiently. IHG provided remote workers with all the resources and information they needed through an internet gateway. The resources include project management and communication tools. Moreover, IHG uses key performance indicators (KPIs) to evaluate staff performance. Key performance indicators (KPIs) are tailored to employees and the company's goals to assess success (Ishaq Bhatti et al., 2014, p.3128). IHG uses virtual platforms for regular check-ins and team meetings to keep employees engaged and connected. Managers can also track worker growth and quickly fix performance issues during these sessions.
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Several ways exist to manage and monitor performance in the hotel industry's multiple work modes during the COVID-19 epidemic. These include adopting new technology, adopting flexible solutions, and prioritising employee mental health. Firms should consider investing in remote work, performance management, and monitoring solutions with virtual meeting platforms and project management tools (Groen et al., 2018, p.727). Businesses should also invest in training to help employees adapt to new technologies and maximise their benefits. 
Setting goals and KPIs that complement organisational goals while allowing employees to work independently is one way to do this (Ishaq Bhatti et al., 2014, p.3128). Work schedule flexibility can help employees balance personal and professional demands. Regular check-ins, communication between managers and employees, and cross-functional interactions can help manage performance in a flexible work environment (Groen et al., 2018, p.728). Managers and employees must communicate openly and transparently to develop and maintain effective performance management and monitoring across all work modes. Managers should provide regular feedback and assistance, and employees should feel comfortable addressing their concerns with them. This ensures an engaged, collaborative crew, which boosts performance.
Employees' physical and emotional wellness must be prioritised in today's workplace. Employees should have resources and services to maintain their physical and emotional health (Ng et al., 2022, p.4). This may include flexible work arrangements, mental health tools, and regular check-ins to ensure staff can handle their workload and feel supported by management. Additionally, solutions can be adapted to each work mode, paying attention to all the required resources to support remote work (Choi, 2018, p.29). Firms may use hybrid work modes to accommodate remote work by establishing outcome-based performance assessments and targets. 
[bookmark: _Toc159366060]Evaluation and Conclusion 
COVID-19's socio-economic dynamics have affected hotel employee performance management and monitoring. Monitoring has become a challenge mainly because of introduction of different work modes like hybrid and flexi, which were primarily populated by the pandemic. Performance management faces opportunities and challenges due to various work modes like hybrid, office, and Flexi (Ng et al., 2022, p.4). These changes need the Human Resources department to implement strategies that monitor and manage employee performance while prioritising employee well-being. As hotel companies respond to socio-economic challenges, the future of work is predicted to change because hospitality is ever-changing.
IHG manages hybrid, office, and flexi scheduling in various ways. To manage hybrid work mode employee performance, the organisation prioritises clear communication, regular check-ins, and an accountable and independent culture (Brandler, 2021). Office health and safety and digital technologies affect employee well-being and performance. Customised KPIs and team meetings let flexi workers evaluate performance (InterContinental Hotels Group, 2023). IHG has ressponded to the pandemic and kept staff performance high after using these techniques. Integrating alternate work modes into hospitality brings both opportunities and challenges for employee performance management. IHG handles socio-economic challenges and develops ways to monitor and manage employee performance in these work modalities as it explores and adopts them. From the perspective of human resource specialists, this proposal analyses these implications and offers solutions for implementing and managing different work styles in the hospitality business.
This research proposal has several implications for organisations, particularly hotel firms. Before anything else, hotels must recognise that flexible work arrangements are now part of modern work life. Traditional performance management systems will no longer work with the rise of hybrid, office, and flexible work arrangements. Flexible, outcome-based strategies are needed to accommodate different work styles and deliver fair appraisals to all employees. Second, technology is important because the COVID-19 pandemic has accelerated hotel technology deployment. IHG has managed employee performance by investing in and using digital tools for communication, collaboration, and performance tracking. Technology is essential for managing performance in current and future work patterns. Third, the pandemic has highlighted the importance of employee mental health and well-being. Organisations must provide resources and assistance to help employees maintain their physical and emotional health as they navigate the many work arrangements and personal and professional challenges. inally, clear goals and KPIs are needed in a flexible workplace to manage performance. These should accommodate different work styles and support the company's goals. This will help employees grasp their duties and expectations, improving performance. Similarly, communication is key to managing performance in a flexible workplace. A healthy workplace includes regular check-ins, timely feedback, and open communication between managers and staff. This will boost employee involvement, improving performance.
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