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[bookmark: _Toc166008002]Introduction and background 
This research proposal is based on the Hyatt Regency Birmingham of the UK. This hotel was established in 1990 (Hyatt Regency Birmingham, 2024). With the vocational efficacy of experiencing Riverchase Galleria, and StarDome Comedy Club, Robert Trent Jones Golf Trail, this hotel is considered one of the most iconic hotels in the UK. With the availability of loft suites, king suites, state-of-the-art stay-fit gym, and dining facilities in Merk’s Tavern & Kitchen, the 4-star hotel provides premium service to its premium consumer bases (Hyatt Regency Birmingham, 2024). However, in the post-pandemic scenario, there has been the involvement of different working modes even in the hospitality industry of the UK, which includes hybrid, flexible working, and full-time office engagement modes. Although remote working has been beneficial for Hyatt hotels, the firm has also faced considerable performance issues like lack of operational productivity, employee disengagement, and demotivation towards work. 
Researchers like Zhao and Zhou (2021) have found that multiple macroeconomic factors have a detrimental impact on employees to mitigate the firm’s objectives with vivid working modes that lower employee productivity. Among all these, the role of socio-cultural factors is vivid in maintaining workplace performance more effectively. Another study by Sampat et al. (2022) has pinpointed the hybrid model of work to create working conflicts in the hotel industry by restricting its sustainable growth and development measures causing future burnouts. As reported by CLH News (2022), the UK Hospitality industry has faced the highest employee turnover by 57% in 2022 due to employee stress and work overload leading the industry to face considerable employee performance and management issues. This has pinpointed the most damaging socio-economic factors like employee job dissatisfaction, lack of motivation, and detrimental workplace conditions, which can have a direct proportional impact on employee productivity. Therefore, this research aims to find out the most prominent socio-economic factors to have a detrimental impact on the different work modes of employees in the UK hospitality industry from the Hospitality HR’s perspective. 
The research aim is followed by a potential range of objectives that includes a comprehensive understanding of the Hotel industry in the UK relating it to employee performance and productivity. Another objective is related to the employees’ core performance management with a detailed understanding of changing hospitality industry trends in the UK. The third objective is to focus on employee performance in Hyatt Regency Birmingham hotel by analyzing different work modes and the factors that restrict the hotel industry’s growth in the UK to come up with high-end effective strategies. 
[bookmark: _Toc166008003]Discussion/Literature 
[bookmark: _Toc166008004]Employee job satisfaction level 
Employees’ job satisfaction level in the UK hospitality industry is highly significant since it delivers the value of retaining skilled and resourceful employees to reduce the increasing turnover rates. According to Phuong and Tran (2020), job satisfaction is more related to their evaluation of the job which increases the satisfaction levels of the employees in the industry by mitigating their own tailored expectations from their career. Another study by Koo et al. (2020) found a significant relationship between the employees’ organizational commitments and their turnover rates in the UK hospitality industry since the job satisfaction level, directly influences their decision to pursue this career any further. Therefore, to enrich the industrial values, job satisfaction of employees is highly significant in driving growth and long-term developments. 
[bookmark: _Toc166008005]Employee loyalty and engagement 
In the UK hospitality industry, employee loyalty and engagement are highly valued, since these can reflect high-class service delivery from highly motivated hotel staff that brings commercial growth and sustainability to the firms. A study by Liu et al. (2022) has shown that satisfied employees deliver quality services to the client bases which further fuels considerable brand growth and expansions by enabling the hospitality firm to increase employee retention. This ensures the significance of employee loyalty and engagement programs in the UK hospitality industry. 
[bookmark: _Toc166008006]Socio-economic factors impacting employee performance 
Multiple socioeconomic factors can considerably impact the growth and development of the hospitality industry in the UK and its employees in deciding to pursue this career in the future since the employee turnover rates in the industry are as high as 37.6% (Barrow, 2023). First, income stability as a socio-economic factor within the industry can influence the employee's decision to enhance performance and productivity.  Ann and Blum (2020) have found direct interconnectivity between employee compensation and their performance in the industry since it impacts the employees’ empowerment in the hospitality workplace. Secondly, the socio-economic background of the employees also impacts their performance, since it is considerably related to the skill enrichment of the staff to ensure their involvement in the entry-level positions of the industry. Thirdly, the work environmental conditions of the firm also help shape the employees’ performance and productivity since workplace culture is directly proportional to employee productivity (Peng et al., 2020). Further, the difference in workplace modes including hybrid, work-from-office, and flexi-time modes can have a direct positive influence on employee performance and productivity since it contributes to the work-life balance of individual employees along with the heightened job satisfaction levels. This further lowers the chances of employee turnover in the industry. Thus, all these socio-economic factors influence the employees’ workplace performance in the UK hospitality industry. 
[bookmark: _Toc166008007]Emergence of different work modes in the hospitality industry
Over the last decade, people have endeavored to create a balance between their life and work responsibilities. In the post-pandemic phase, technological development has radically changed workplace procedures by valuing employees’ flexibility to work from their preferred locations which can simultaneously increase productivity and work engagement of the employees (Pappas and Brown, 2021). In the work-from-office mode, the employees in the industry are provided with engaging residential décor, amenities, and healthy work environments to improve productivity levels. Hyatt Regency Birmingham opened a new working concept of Work from Hyatt Offsite, where it operates in a hospitable hybrid mode by creating an engaging place for the employees to improve their motivation levels (Davies and Egas, 2022). Further, by providing remote learning options to the employees, Hyatt Regency Birmingham has endeavored to ensure a unique team-building experience for them. Further, the core company culture also positively impacts the employees across every working mode, since in these scenarios, the employees feel more valued, respected, and supported with the additional advantage of communicative transparency. A study by Hajal (2022) has pinpointed factors like flexibility, work-life balance, and hospitable workplace culture to be valued by people in lowering the employee stress and burnout from the industry. Thus, for Hyatt, creating a blend of traditional with the modern hospitality workplace approach has been beneficial in enhancing hospitality outcomes in the UK. 
[bookmark: _Toc166008008]Industry examples 
To maintain and empower employee performance in the hospitality industry of the UK, brands like the Wythe Hotel in Brooklyn have first targeted the right consumer bases that require infrastructural adequacies in catering to the employees’ needs and requirements. With a luxurious workplace and a more soothing experience, the work-from-office models have facilitated the tailored need for employees to enhance overall workplace productivity. The work from anytime and anywhere trends also reflected the importance of hybrid and full-time working approaches. According to the report by HospitalityNet (2022), technological innovations shaped the workplace engagement of employees by enabling the staff to deliver fast-paced and more efficient services to the consumers to ensure consumer retention capability along with high brand development scope in the industry. Further, Accor has launched the All Connect digital hybrid meeting model to stay connected to the employees with 24*7 support at work, which replaced traditional meetings since 70% of the employees have understood its significance in the future hospitality workplace (Accor, 2021). On the other hand, IHG, one of the most prominent hotels in the UK and across the globe uses the Lathem PayClock online method to ensure employee attendance by providing them with the ability to check in and check out through mobile devices (IHG, 2022). 
[bookmark: _Toc166008009][bookmark: _Hlk165961508]Solutions to employee performance issues 
The key performance concern of the UK hospitality industry regarding the employees' performance in the hybrid, work-from-office, and flexi-time working modes has some considerable challenges including lack of goal clarity, resource inadequacy, and workflow insufficiency. In the remote setting, the employees often fall short in mitigating productivity targets, operational qualities, and meeting work deadlines. According to Schwepker and Dimitriou (2021), all these issues come up due to the lack of goal clarity, and insufficiency of employees in the remote setting, which directly impacts the performance stability of the hospitality firm. Further, in terms of behavioral outputs in the remote work setting, there have been some significant issues like lack of employee engagement, ongoing workplace conflicts, and unprofessional behavioral conduct. (Karatepe et al., 2021). However, to mitigate all these issues, the Hyatt Regency Birmingham can take up a potential range of solutions which are as follows:
First, by setting clear expectations for the employees, the Hyatt Regency Birmingham can communicate the expectations, deadlines, and key performance indicators of the assigned tasks. This further helps the hotel employee reduce ambiguity in task comprehension. Secondly, with potential check-ins and feedback on employee performances, the management of the hotel can track their performance to improve the grey areas to mitigate any operational challenges within the industry (Koc, 2020). Thirdly, with technological advancement and adaptability, employee performance can be tracked by the hotel through diverse tools like time tracking software, project management software, and many others. Fourthly, initiatives on learning and skill development for employees can be a productive solution, since they help increase the employees’ performance level and engagement in work (Stoyanova-Bozhkova et al., 2022). Further, to mitigate behavioral issues in the workplace, open communication through virtual mediums needs to be promoted through team meetings one-on-one discussions, and feedback systems. Additionally, by creating effective conflict resolution strategies and promoting social interaction among the team members, the issue of working in different working modes can be effectively resolved. 
[bookmark: _Toc166008010]Evaluation and Conclusion
In the UK hospitality industry, the use of different working modes has been both beneficial and disadvantageous based on the performance of the employees within the industry. The key benefits of this industry are the flexibility of operation, sound work-life balance, cost-effectiveness on the firm’s front, and acquisition of the most effective talent in the industry (De Smet et al., 2021). This can further result in employee productivity and performance excellence through a redefined teamwork approach and mutual trust across the organization. Further, Hyatt Regency Birmingham has adopted a hybrid and flexible working mode besides the traditional work-from-office scenario. This further helps promote increased workplace relationships among colleagues with the high-end prevention of employee burnout in the industry. The firm can also be guided with potential talent acquisition planning that further helps shortlist effective candidates from the wider talent pool (Alrawadieh et al., 2021). Finally, these work modes can help the hotel with effective performance-tracking of the employees to improve their performance and long-term productivity in the future. 
The inclusion of diverse work modes can be beneficial for enhancing customer experiences since it can reflect the hotel’s inclination to cater to the personalized choices of the client base. Further, increased job satisfaction levels and the employees’ engagement with the hotel can imply high-performance grades in offering quality service provisions to the consumers (Grzegorczyk et al., 2021). This can further help the firm retain the consumers for longer by fostering a sustainable hospitality relationship. 
This report has focused on the socioeconomic factors that can impact employees’ performance in the hospitality industry with special reference to the Hyatt Regency Birmingham of the UK. From a Hospitality HR perspective, these socio-economic factors were changing cultural preferences of tourism, workload, and stress at the workspace, and different workplace modes. The distinct work modes including hybrid, work-from-office, and flexible working modes have been discussed concerning their benefits and challenges in the industry. Besides several benefits of operational flexibility, higher work-life balances, and cost-effectiveness, some disadvantages include employee disengagements, lack of goal clarity, and comprehensive ambiguity in task completions. However, all these issues can be mitigated through effective SHRM planning of the firm. Therefore, it can be stated that socioeconomic factors impact employee performance management and monitoring in different working modes in the Hyatt Regency Birmingham of the UK.
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