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Assessment Component 2 Research project Proposal
[bookmark: _heading=h.gjdgxs]1. Introduction and Background 
[bookmark: _heading=h.30j0zll]1.1 Overview of the organisation
The hospitality industry is a broad group of businesses that provide services to customers. The hospitality industry focused on increasing the satisfaction of the customers and specific experiences to meet their demands. The industry is unique in terms of its reliability the discretionary profitability. The chosen organisation Hilton UK is a leading global hospitality with a portfolio of 23 class brands and 1.2 million rooms occupant for customers. Conrad Hilton founded the organisation in 1919 for the purpose of building innovation, integrity and excellence with the guests (hilton.com, 2024).    
[image: ]
Figure 1: Logo of the organisation
(Source: hilton.com, 2024)
[bookmark: _heading=h.1fob9te]1.2 Background of the issue 
The issue with employee performance management 
The overall task addresses the issue of the performance management of the employees. In the hospitality industry, there are issues related to Human resource management such as employee performance management. As cited by Buhalis et al., (2022, p. 705), a lack of talented staff and measures in training leads to adequate performance of the employees and failure to manage shifts. This leads to several issues that make it difficult to retain employees such as increasing burnout and increasing turnover rates. Several factors influence the performance of the employees in the Hilton Hotel. Factors including leadership approach, motivation, training and working conditions that have a positive influence on the employees. in the Hilton Hotel, the issues with employee performance management are laying off and staff shortages. Laying off the employees and shortages of staff make it the organisation difficult for to retain talent and rebuild trust among the employees. Overworked and tired employees can lead to safety issues and increase the turnover rate in the organisation. 
[bookmark: _heading=h.3znysh7]1.3 Implementation of different work modes in the hospitality context 
The proposal depicts different working modes that influence the performance of the employees. Several working modes such as hybrid working mode, office work mode and flexible working mode can motivate and encourage employees to improve their performance. As per Calinaud et al., (2021, p. 691), the hybrid working mode provides space for co-working situations and living space which is the traditional hotel experience. Office work mode is the act of becoming welcoming and friendly to make interactions with customers. The flexibility of the hospitality industry is the working of the employees vans managing the working hours at their convenience. The variations of the working modes make the employees feel free to work and improve their performance through flexibility and a lower workload.   
[bookmark: _heading=h.2et92p0]2. Main discussion 
[bookmark: _heading=h.tyjcwt]2.1 Impact of socio-economic factors as part of PESTLE and SWOT analysis
SWOT analysis 
	Strengths 
	Weaknesses

	· Well-trained staff with skill and knowledge is a strength for the industry to boost sales. 
· The reputation of the brand is effective in attracting potential customers worldwide. 
	· Higher cost structure affects the industry to manage the operations. 
· Limited opportunities for loyalty programs are time-consuming and require investment in technology implementation. 

	Opportunities 
	Threats 

	· The cross-selling strategies to gain a competitive edge in the market. 
· Emerging new local and international markets to attract new customers
	· A higher rate of turnover of employees leads to lower profitability. 
· Intense competition in the market poses a threat to their brand to stay ahead with innovations in product and service development. 



PESTLE analysis 
	Factors 
	Impact 
	Analysis 

	Socio-cultural factors 
	· Changing preferences of the consumers 
· Cultural factors 
	The changing travel preferences of the customers negatively affect the hospitality industry to generate sales. For instance, during the COVID-19 pandemic, the lack of people travelling affects the industry in increasing its profitability. 
On the other hand, cultural factors such as events and festivals positively influence the demand for travel accommodations. The hospitality industry needs to understand the cultural dynamics of the customers to make strategic plans for boosting growth. 

	Economic factors 
	· Rate of employment 
· Inflation rate 
	The increasing rate of employment positively affects the hotel industry. Higher rates of the employees tend to boost the profitability of the hospitality industry while lower employment rates contribute to lowering the spending limit of the customers. 
A higher rate of inflation leads to increased costs of operations. This makes the industry manage the cost of the utilities and suppliers and reduces the overall profitability of the business. 



[bookmark: _heading=h.3dy6vkm]2.2 Impact of socio and economic factors on the monitoring and management in different work modes
[image: ]
Figure 2: Rate of employability in the UK hospitality industry
(Source: bbc.com, 2021)
The socio-cultural factors within the hospitality industry are the changing preferences of the customers and the economic factor of employment rate have an impact on the managing performance of the employees in different work modes. For instance, the increasing employment rate is directly relate to providing flexible working modes to the employees. Flexible working modes can improve the satisfaction level of the employees and increase their productivity. This is associated with increasing the retention rate of the employees. The inability to have a flexible and hybrid work pace positively affects the employees to become focused and work effectively. Further, the provision of a positive working culture in the organisation helps the employees to become engaged in the workforce and boosts business growth.     
In the sociocultural factors, the changing preferences of the customers require addressing properly to meet their needs and demands. One of the significant benefits of having working modes is to increase the ability of staff to adapt the seasonal demands and fluctuations. There are different hotels such as Marriott often experience the peak seasons with the increasing demand of consumers. In this scenario, the provisioning of different working modes is important for the employees to work at their convenience and increase their productivity and efficiency levels. With the autonomy for selecting the workplace, customisation of the working arrangements is important for increasing the productivity of the employees. 
[bookmark: _heading=h.1t3h5sf]2.3 Trends in the industry relating to retention rates, turnover rates
[image: ]
Figure 3: Retention and turnover rate of the employees
(Source: bbc.com, 2020)
As per the views of Bishop, (2020, p. 317), the turnover rates of the employees refer to the employees having business in any specific timeframe who voluntarily resign. On the other hand, the retention of employees refers to the ability of the business to keep or retain their employees. In the hospitality industry, the turnover of employees has been difficult to manage, as there exist several contributing factors for wanting to leave the jobs. From the perspective of the management, the high rate of employee turnover is difficult to manage and the unsuitability of the employees does not become apparent until the recruitment process. Due to the nature of this industry, staff in the organisations need flexible working modes to adapt to new business situations and meet the needs of the business. Lack of flexibility in work bounds makes the employees manage their work and leads to a high rate of turnover.     
[bookmark: _heading=h.4d34og8]2.4 Emerging of the different work modes in the hospitality industry within five years
[image: ]
Figure 4: Impact of flexible working modes within the UK hospitality industry 
(Source: mckinsey.com, 2022)
Hybrid working mode
As cited by Wood, (2020, p. 147), the hybrid working mode in the hospitality sector refers to the traditional hotel experiences to the rising trends for leisure travellers. The hybrid-working mode entails transforming the hospitality industry into dynamic spaces while working in a seamless manner with relaxation and social interactions. 
Office work arrangement 
The office work arrangement is a situation where the worker is required to work a specific number of hours and is allowed to choose the time for arrival and departure termed as mandatory core hours. Although the roles within the hospitality industry are flexible, the main drawback is to involvement of the long working hours. 
Flexible mode
As per the views of Bello and Bello, (2021, p. 91), flexible working hours within the hospitality industry refer to the employees having the independence to manage their working hours at their convenience. There is no provision for shifting and hours for staff to do overwork. 
[bookmark: _heading=h.2s8eyo1]2.5 Examples of ways for the selected international hotel brand to monitor the management of the employees in different work
[image: ]
Figure 5: Workforce within the UK hospitality industry
(Source: assets.publishing.service.gov.uk, 2019)
[bookmark: _heading=h.17dp8vu]As per Razzak et al., (2022, p. 65), the management of employee performance is important for the organisation to measure their progress and take initiatives to address potential issues. For example, Hilton implements different learning strategies across the employees by conducting annual surveys for employee employees. This helps the organisation to detect the potential of the employees and improve the overall performance. Radisson UK is committed towards its employees and community where the organisational initiatives centre on creating ripple effects to have a positive impact on the employees. The company improves the performance of the employees by creating jobs people development and rewarding opportunities in the diverse and global workforce (radissonhotels.com, 2024). Marriott conducts surveys for their employees to monitor their health and performance in the working environment. With the provision of the organisational culture, the purpose of the surveys is to increase the engagement of the employees. 
[bookmark: _heading=h.3rdcrjn]2.6 Discussion on the potential solutions 
In the context of the potential solutions to employee performance management, there are recommendations for improving internal communication, offering flexible working modes and integrating transparency and feedback methods can be effective initiatives for improving the overall performance of the employees. Internal communication is important for dividing the roles of the employees and reducing the chance of misunderstanding. A flexible working mode can enable employees to work freely and increase their focus on completing tasks. Further flexible working is effective for increasing their retention rate within the hospitality industry. Increasing transparency and feedback methods are important techniques to improve the performance of the employees and build the relationship between management and employees to discuss any challenges and improvements. This can help the industry to address the potential issues and take measures to solve them in an effective manner. 
[bookmark: _heading=h.26in1rg]3. Evaluation and Conclusion 
[bookmark: _heading=h.lnxbz9]3.1 Summarisation of the findings 
In conclusion, the performance of the employees in Hilton Hotel contributes to developing employees and increasing their productivity rate. The maintenance of the performance of the employees is important for achieving the goals and objectives of the organisation. This is a valuable process for both the organisation and the employees to improve the overall profitability. The task addresses factors contributing to the retention and turnover rates of the employees. For example, increasing support, guidance, and motivation are important for the employees to focus and improve their weaknesses. 
There are different working modes such as flexible working mode, office management, and hybrid working mode that have an impact on employee performance. In analysing the sociocultural and economic factors, the increasing rate of employees and meeting the preferences of the customers are contributing factors to providing exceptional experiences to the customers. Well-trained employees can make significant contributions to improve the reputation of the brand and resolve potential issues. In the hospitality industry of Hilton Hotel, the turnover of employees has been difficult to manage leading to high turnover rates and staff shortages.      
[bookmark: _heading=h.35nkun2]3.2 Solutions as recommendations for the chosen business 
Investing in the employees 
The chosen organisation Hilton Hotel experiences issues with staff shortages and high turnover rates. It is recommended that the organisation implement reskilling and upskilling initiatives to train the existing employees. This can help the employees to identify their capabilities and learn new skills required for the specific job role. Apart from that, offering rewards or incentives can motivate the employees to work harder and provide opportunities to develop and grow. 
Internal communication 
Hilton can include internal communication to keep the employees informed regarding their roles and responsibilities. The purpose of internal communication is to have an effective flow of information and reduce the chance of misunderstanding. This can further increase the engagement of the employees while interacting with other co-workers and promote a positive working environment. As the transition of the organisation falls due to inadequate communication within the organisation, internal communication can be beneficial for Hilton to increase the productivity and engagement of the employees. 
Offering flexible working 
Hilton can offer flexible working for the employees such as part-time work, or flexible scheduling. Flexible work modes tend to provide employees autonomy and control of their tasks. By offering these options, businesses can create an accommodating working environment that benefits the employees to meet their professional and personal needs and reduce turnover rates. 

[bookmark: _heading=h.1ksv4uv]References 
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Redundancies at record levels
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