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[bookmark: _Toc167804654]Introduction and Background
As the field of hospitality advances, so does the element of change which comes with it, bringing challenges and opportunities in various aspects of socio-economics to hotels (Virdanty et al., 2023). This research project proposal aims to assess Clayton Hotel, Leeds, as a leading hotel company in the Hospitality industry in the region. The justification behind this research is to evaluate the effect of the various work modes brought about by socio-economic factors on the performance management of Clayton Hotel employees.
Clayton Hotel in the lovely city of Leeds is nothing but a perfect example of contemporary hospitality with a local touch. The hotel has been welcoming guests for more than ten years, targeting a high level of services in various spheres of hospitality such as hospitality, food and beverage services, and other related services (Clayton UK, 2023). Nevertheless, it is equally true that even successfully operating hotels experience organisational issues and continuous changes associated with the evaluation and controlling of worker performance within different modes of work. The hospitality industry, in particular, is versatile enough to address various working models such as hybrid, office-oriented, and flexible modes of working. These forms of working have been slowly implemented over the years due to the new economic forces, technological enhancements, and workers’ demands. Adhering to these work modes is needed for the Clayton Hotel to continuously run its operations effectively and to ensure that its employees are happy at the workplace, considering different types of socio-economic challenges (Clayton UK, 2023). 
These modes of work will be analysed in the context of Clayton Hotel in relation to the feasibility and performance effects that stem from socio-economic factors like the current economic conditions, changes in technologies, and organisational cultures. Particular trends like the adoption of new remote working technologies, changes in the consumerism paradigm, and the need for having a balanced life are altering the way work and related tasks are executed. 
This analysis will enable one to recognise the prospects and concerns of each work mode, with the spotlight on the aspects relevant to performance management. This research thus seeks to understand how Clayton Hotel has managed these socio-economic forces in dealing with its employee performance management. It will be done by evaluating the current practices, analysing the existing gaps, and making recommendations relative to the needs set by each work mode. The outcome will enhance the knowledge of how human resource management practices can be aligned to address the needs of hotel employees and organisational goals in light of the unpredictable future economy. 
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The business environment of the hospitality industry has shifted significantly through various factors, such as social changes, economic conditions, and advancements in technology, which have led to changes in work modes within the hospitality industry (Awasthi et al., 2020). Advanced academic literature has also explored how such changes affect the management of employees and practices within the sector. The literature being reviewed aims to identify and discuss elements of research relating to the shift from traditional work to remote, hybrid, and flexible work in hospitality businesses.
A recent study by Abdou et al. (2022) looks into the rapid increase in teleworking enabled by the COVID-19 crisis. The study also shows how such a sudden shift impacts not only working productivity but also employees’ performance. Major conclusions of the study show that despite the possible enhancement of job satisfaction and flexibility due to remote work, there are considerable difficulties with the quality of service and direct supervision. Davahli et al. (2020) added that remote work is less applicable in an industry that relies heavily on face-to-face communication and on-site service delivery. However, the study also outlines the indicative role of technology in ensuring communication and performance management in the decentralised environment as a call for investment in robust IT systems.
The study by Bagnera et al. (2020), on the other hand, provides an opportunity to take a closer look at the option that involves a partly remote employee schedule. 
They establish that hybrid models have the ability to increase both quantity and quality of work, as well as improve the quality of the employees’ personal lives. However, the achievement of these improvements requires drastic changes in organisational structures and management. Supporting previous findings, a study published by Bardukova (2023) highlights the effectiveness of such working models as they largely depend on the capacity of the organisation to put into practice appropriate managerial measures and the shifting working hours. Furthermore, the paper also highlights the need for policy coherency in integrating the various modes of work so that employees’ interests and organisational performance are upheld at their optimal.
In line with changes in work modes that socio-economic factors have brought in the hospitality industry, performance management has undergone many changes in the recent past. According to Dalimunthe et al. (2019), performance management systems play a key role in the management of these changes. They also added that the fact that the new KPI should be flexible will allow for reflecting performance in such conditions as remote, hybrid, and on-site work. According to Toytok and Yavuz (2018), the call for dynamic goal-setting and feedback systems is important so that one can maintain the workers’ tempo and motivation while working from home or from any place they prefer.
Moreover, research has shown that it is necessary to incorporate technology in performance management to link the existing and contemporary work environments (Gallagher, 2016). For instance, digital performance tracking tools have been pointed out to be useful in achieving constant assessment and feedback, which are critical in the enhancement of service delivery, something as positively valued by customers as in the hospitality sector (Kagioglou et al., 2021). Such study signifies the fact that the concept of performance management in the hospitality industry is mandatory to not only prevail with the existing socio-economic trends but also with those trends which are yet to come in the future to match the workforce of an organisation with the varying needs of the hospitality industry.
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IHG: In the case of IHG, strategic maintenance of a variety of performance management systems in response to the development of work modes based on socio-economic factors has been implemented (Kwan and Tong, 2022). Considering the fact that requirements towards the employees and business may vary in the future, IHG has adopted policies that address the issues of remote and free-scheme work, which is possible within the organisation, focusing on those positions that do not depend on the place of work. This framework has a strong and reliable digital platform to inform all its employees regardless of where they are stationed and participate fully through performance indicators. Due to the advanced tools in analytics in IHG, business-critical KPIs of the performance of employees as individuals and organisations are made possible (Phuong and Tran, 2020). This setting also facilitates the identification of the right training needs of the employees and their deployment with the right workload and within the right motivators, thus optimising motivation and productivity within IHG in various working environments.
Marriott International: Marriott International has come up with a detailed performance management plan that incorporates efficient performance measurement tools alongside happiness indices to boost employee engagement at their workplaces. Through an online tool in the performance management system, Marriott empowers managers to carry out performance assessments with the respective teams more frequently than the standard annual performance reviews; this keeps up the Marriott culture of desired employee development backed by customer satisfaction (Selin, 2022). The featured tool is especially helpful for organisations that follow a hybrid work structure where physical supervision is scarce. Performance improvement can also be managed through tailored developmental plans that adapt developments in real time based on performance feedback and feedback from the employees. Marriott follows this approach in their business. This has an ergonomic implication where every employee is provided with the necessary tools required to enhance his/her performance for the overall performance output to meet the high standards that Marriott has established for it.
Radisson Hotel: Radisson Hotel Group has chosen a performance management system that focuses on employees and their performance, especially in situations related to telecommuting and the use of outsourcing (Radisson Hotels, 2017). In its model, Radisson identifies goals and objectives that are measurable and possibly communicated in a format that does not require interpretation by management but can be easily understood by the employee. It then provides a range of tools and technologies to enable measurement and reporting. This empowerment strategy is supported by frequent online seminars and training sessions that help prepare the workers for the challenges of a constantly changing workspace. Also, Radisson has a central feedback policy, which allows workers to obtain objective feedback not only from their managers but also from their colleagues, which promotes a more holistic approach to the assessment of efficiency and identification of opportunities for development (Alananzeh, 2018). This approach not only boosts the performance of every employee but also boosts the overall performance of the entire organisation, thus working to change socio-economic factors that affect the hospitality industry.
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From the above-disclosed challenges regarding the work mode flexibility and variability in the context of the hospitality industry, it is clear that an effective performance management model should be adopted. This model should involve the use of the latest technology with competitive HR practices that would support Clayton Hotel in managing the social and economic factors that influence its employees in a more productive manner. Out of the recommendations, one is to construct a general framework for performance management that entails application-driven follow-up and control of actual performance. This system, therefore, would offer an opportunity for management to evaluate how employees are performing in their work and how engaged they are depending on the work mode, which may be remote hybrid on-site. It should also come equipped with various KPIs that can be adjusted based on functions and the number of positions in the hospitality companies. Furthermore, learning and development should be integrated into this model in order to facilitate the acquisition of relevant skills to enable performers to excel in their adopted organisational environments (Khan et al., 2020). Additional opportunities for continuous communication will be incorporated with the help of online meetings and regular performance reviews, which will enable timely adaptations of work-related strategies.
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Evaluation and Conclusion
Summary
This research work aimed to explore the role that socio-economic factors play in varied work modes prevalent in Clayton Hotel, Leeds, particularly their effects on performance management systems. This paper also explained how economic conditions, technology, culture, and regulations make the effectiveness of different work strategies more apparent. It underlined the significance of a flexible and resilient performance management system that is capable of integrating social and economic changes while improving the quality and effectiveness of organisational performance, focusing on service quality and employee engagement in various workplaces.
Recommendations 
In response to the findings, it is recommended that Clayton Hotel implements a structured performance management model that comprises the stages, namely plan, act, monitor, and review. This model will establish the framework for improving the performance of employees at different work modes in relation to the socio-economic aspects impacting the hospitality sector.
[image: Diagram of performance management cycle | Human Resources]
Figure 1: Performance Management Model
Source: (Armstrong and Taylor, 2020)
Plan: Clayton Hotel should make sure that performance targets are clear and grounded in terms of roles as well as the company’s objectives and goals. There must be such planning to consider what is specific for work in remote, hybrid, and on-site settings to set the goals accordingly and adapt to the socio-economic context.
Act: The hotel should implement certain steps to achieve the mentioned goals. These include the introduction of new training initiatives for enhancing skills for new working models, the introduction of communication technology, and the formulation of human resource policies that support new ways of working and utilisation of employees.
Monitor: The formal procedure of tracking performance using technology should be done routinely. This tracking should track real-time KPIs on all work modes in order for managers to get an overview of the productivity, issues and trends within a given time. For the tracking system to be deemed useful, it has to provide comprehensive data that will be useful to the business (Pavlova, 2023).
Review: Clayton Hotel needs to periodically evaluate the effectiveness of the performance management systems in practice. This includes the assessment of information gathered during the tracking phase, the opinions of the employees, and the assessment of the organisation with regard to performance. In the review stage, changes need to be made to the strategies and practices so as to adapt them for their relevancy and effectiveness in the current society’s socio-economic environment.
The adoption of this structured performance management model in Clayton Hotel can ensure that the existing socio-economic factors are managed effectively and the employees are always prepared to perform their duties despite the increasing competition in the hotel industry. This cycle of planning, acting, tracking and reviewing will create an organisational culture of flexibility, incremental enhancement, systematic control and sustainability, which will ensure the toughness for years for the business and for its employees.
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