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Analyse the Impacts of Socio-economic Force on Employees’ Performance Management and Monitoring in Different Work Modes: Hospitality HR’s Perspective
[bookmark: _Toc166964224]Introduction and Background 
Famous global hospitality brand Radisson Hotel Group is running businesses in the UK through its signatures like Radisson Blu, Radisson RED and Park Inn by Radisson. Boasting a network of more than 50 hotels across major UK cities and constituting one of the country's leading hotel chains, Radisson positions itself in a significant place within the gauge of UK hospitality (Radisson Hotel Group, 2023). The significance of this study arises from the fact that the dynamic socio-economic environment is such a crucial factor for employee performance within the hospitality sector. The latest information suggests that the tourism industry has relatively high workforce turnover figures with an average of 30% on an annual basis compared to overall industry norms which are 15% (Gabbitas, B., 2023). It helps us to understand that, amid all these pressures, the continued development of agile performance management strategies is mandatory. These strategies should be able to work around the economic fluctuations, and the changes in labour laws, and adapt according to the changing societal norms (Wills, 2022). The objective of this proposal is to do the research thoroughly, grasp what role is played by socio-economic factors in Radisson’s performance management, and develop effective strategies to engage employees, and ultimately improve their productivity. This analysis serves as a must, given that productive employees' performance is accountable for a 14% increase in productivity and a 12% increase in customer satisfaction (Ashtalkoska, I., Ashtalkoski, S. & Čekrlija, S., 2023). Radisson is now operating under various work modals already weighed upon the wishes of the employees. Examples of work options range from standard employment, and part-time two-hours-per-day jobs, to hybrid workflow applications. One of the most influential models of our post-pandemic era has been hybrids, which combine office and remote work to continue economic productivity while keeping the environment safe for workers (CAB Hospitality, 2023).
It is significant not just to focus on and adapt performance management measures that fit corporate objectives but also to support employee well-being; hence, the understanding of the interplay between the various work modes and the broader socio-economic environment becomes a prerequisite. This foundation analysis contains preliminary investigations on the hospitality industry dynamics that can help discover ways in which the organization can optimize performance management. The study, through this exercise, aims to create a manual that will be of utmost importance to workforce management and will be equally crucial to the continued sustainability and profitability of the hotel group (Perform Yard, 2024).
[bookmark: _Toc166964225]Discussion/Literature Review
[bookmark: _Toc166964226]Socio-Economic Factors
The hospitality industry is greatly impacted by such societal-economic factors that in turn may affect the performance of workers. The PESTLE framework helps identify the most important factors that make strategies for hotels like Radisson criticize them - Political, Economic, Social, Technological, Legal, and Environmental (CIPD, 2024).
The political factors entail government policies towards tourism and labour laws; they are so direct as to govern practices of employment. Alternatively, the implementation of more stringent immigration policies can be the culprit of the hospitality industry in the UK regarding the shortage of competent staff (World Travel and Tourism Council, 2022). Economical components play an equally important role. In the economic downturn or boom, job rates or spending power of individuals become unstable, which leads to lower occupancy rates of hotels and subsequently, to a decline in staffing requirements. Social factors can be characterized by new demographic groups and evolving modern customer expectations and this together necessitates the transformation of the services offered by hotels and eventually, the performance management employed to meet the many dynamic customer groups (Alie, 2016).
Technological innovations have redirected performance management with computed insight through employee auditing devices, which in turn helps organizations accurately conduct performance assessments (Brown et al., 2021). Legal issues are of great importance in this area, particularly in the case of changes in labour law. As a result, hotels are forced to continuously update their HR policies in line with the legal parameters concerning wage issues, working hours, and workplace safety. Ultimately, the sustainability agenda explaining the performance of eco-friendly acts will also bring changes in the workplace for the employees and their effective roles thereby demanding enterprises to regulate sustainability goals (Novative, 2023).
[bookmark: _Toc166964227]Industry Trends
Nowadays, alongside the industry benchmarks, such as staff retention and job-related turnover rates, provides additional knowledge of the challenges that Radisson as well as the entire hotel sector has to deal with. The industry of hospitality is well-known for the massive amounts of staff turnover that occur, and research studies have shown that hotels in major cities, such as in the UK, record a turnover rate of 75% per year, more than twice the underperforming payroll for other sectors (Fourth, 2022). The largest contribution to the high turnover rate of hospitality jobs can be attributed to the short-term position of these jobs and the stress that staff is exposed to, which can lower their satisfaction with the work (Supardi & Utama, 2024).
Radisson is to meet this extreme reshuffling, by having HR policies in place that focus on staff happiness and retention - following strategic HR practices. These include salary competitiveness, career development, and a flexible form of work as they have been tested and found to be very efficient in reducing turnover of the workforce (Singh et al., 2022). More so, since Radisson has established the causes of employee turnover, they then have the highest performance monitoring systems put in place. It was not only about the tracking of performance but also about identification and potentiating talents.
Many employers opted for flexible work arrangements during the time of the pandemic, which also pushed the performance management plans. Radisson has taken into consideration employee scheduling that enables flexibility as well as remote work, pointing to a trend of work environments adapted to increasingly changing market conditions within the hotel industry (Tan & Sim, 2023). Simple measures such as flexible working hours, opportunities for personal development, and regular feedback and coaching sessions facilitate employees' work-life harmony and lead to improved performance and job satisfaction (Ungemah, 2021).
[bookmark: _Toc166964228]Performance Management in Different Work Modes
Radisson's strategies of performance management with continuous modes, whether it is remote or in the workplace, reflect a strategically induced adaptation to modern workforce demand. In a mixed work setup, which combines work from the office and home, Radisson benefits from online applications to control performance and communication speed. This ensures that employee engagement and productivity are also high wherever they are located. A recent study conducted in Radisson revealed that participant workers' satisfaction level of practising hybrid work was 78%, which in turn increases the performance index of those workers (Elia, 2017).
For immature office locations, Radisson highly values its culture of round-the-clock feedback and review. The organization has performance management software integrating feedback mechanisms that can be applied immediately which carries with it recognition and proper advice. The implementation of the mentioned technique contributed to the rise of employee satisfaction by 24% and the total reduction of turnover by 15% in their office environments (Morrison & O’Gorman, 2021).
Flexi work hours, which are contracts including when the employees work the hours of their own will, are supervised by a ranking system based on the level of employee involvement. The framework lies in the fact that it is information-oriented, which is especially important for the roles with manifested targets (Cloutier & Barling, 2020).
[bookmark: _Toc166964229]Comparative Analysis
The strategies of Radisson in performance management which the two industries, Marriott and IHG, employ, touch on both uniqueness and sameness. For example, like Radisson, Marriott also spent significant resources on technology to sustain its hybrid and remote work programs. What is more, Marriott focuses on employee development as a constituent of performance management on a more extended scale. They provide more detailed training and career growth opportunities, both renowned elements among industry professionals (De la Mora Velasco et al., 2021). IHG is the one that pays a lot of attention to cultural diversity and inclusivity as the fundamental values of its performance management process. The tailored training method used by IHG which encapsulates the evaluation of diverse employee backgrounds led to the improvement of the company’s retention rate by 20% compared to the industry usual.
[bookmark: _Toc166964230]Case Studies
Different situations of the employee's performance management under social and economic pressure in the test case made Radisson for many years. To be more specific Radisson introduced a list of routine programs including visiting all the employees and working areas to help increase employee morale during the economic crash brought about by the COVID-19 pandemic. As a response, we proposed various activities such as virtual team building, and wellness sessions that were aimed at helping the employees to deal better with the stress resulting from the pandemic (Fletcher, 2021).
An issue arose with Radisson regarding Brexit, which generated very significant uncertainty in the labour market of the UK. Radisson reactively adjusts its HR policies to keep up the staff morale and productivity in an uncertain environment. The firm's internal mobility program was improved, where staff members could easily transfer from place to place within career roles, this consequently led to the retaining of talents and maintaining performance throughout the turbulent economy. These observations depict how the company of Radisson is flexible in the adoption of its performance management techniques and systems to overcome challenges meant by the shifting social and economic conditions, thus it manages to keep a productive and stable workforce (Fletcher, 2021).







[bookmark: _Toc166964231]Evaluation and Conclusion
[bookmark: _Toc166964232]Summary of Findings
The evaluation of management performance procedures for Radisson demonstrates a focused way for the company to use different alternative working conditions and restrict social and economic factors. The key discoveries about the impactful utilization of technology at Radisson’s hybrid workplaces are such that it has brought a huge positive impact on the lives of workers regarding the balance between work and life. Moreover, with the use of real-time feedback and urging together with colleagues towards a common target they have improved overall job satisfaction and reduced disgruntlement and resignations. In the flexible work arrangement, the fact that Radisson adopts a mathematical mindset of achieving only results-oriented metrics is very successful in solving the high-performance standards problem. Conducting a comparative study with market leaders (Marriott and IHG) revealed, that although Radisson is a strong competitor, some of the facilities need to be improved, especially in the area related to the staff training and implementation of the diversity programs (Frank et el, 2024)
[bookmark: _Toc166964233]Implications
The findings are far-reaching with a multi-tiered knowledge gap. For Radisson, such behaviours generally can be interconnected; and they stand to show that it is versatile enough to adapt to varying work modes and the ever-changing staff needs. However, the moving dynamics of the hotel sector determined by a high level of staff turnover and growing competition for workers with professional knowledge necessitate constant attention to the latest improvements in HR policies. The broader meaning of the hospitality industry shows that there could be better chances for employee engagement and retention of the employees by adopting flexible and technology performance management systems, hence; the success of the business in the long term (Tavitiyaman,  et al., 2022).


[bookmark: _Toc166964234]Recommendations
Based on the insights gathered, several recommendations can be proposed to further enhance Radisson’s performance management practices: Based on the insights gathered, several recommendations can be proposed to further enhance Radisson’s performance management practices:
Enhance Employee Development Programs: Provide enhanced funding to training and career development courses with consultations from industry veterans like Marriott. For instance, employee training could encompass on-site engagement through various activities, regular performance assessment etc (Ali, 2024).
Expand Diversity and Inclusion Initiatives: Based on IHG’s diversity programs that have already been a success, Radisson might as well grow its similar initiatives into more cultural diversity, gender equality, and age acceptance. This would mean providing orientation training which focuses on diversity issues and crafting more inclusive work rules (Madera, et al., 2023). 
Strengthen Remote Work Infrastructure: The enhancement of technology structure in support of hybrid and remote work modes will be an evangelist looking ahead. Such improvements focus, on the one hand, on how to improve the way we communicate and, on the other, on upgrading our cybersecurity systems to minimize vulnerabilities in work processes (Belias and Trihas, 2022).
The recommendations when executed, can not only serve as the basis of Radisson’s best-practice management of its performance but also induce a standard in the hospitality industry as alluded to by the practice of valuing employee participation, promotion of diversity, and the art of continuous improvement.
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