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                                      Introduction 
Easy hotel is a growing brand with 50 hotels across 11 countries including Birmingham. Its value is to provide easy check-in, low costs, and ecofriendly rooms. In late 2024, the company was worth £119 million (easyhotel.com, 2025). The hospitality sector is also highly labor-intensive; that means staff morale directly impacts guest experience (Baum, 2015). Therefore, addressing staff concerns is important for both employee wellbeing and the organization’s performance. This report will identify the key drivers of employee grievances, assess a range of modern HR practices suitable for addressing each issue, and analyze the role of departmental managers in supporting effective implementation. It concludes with recommendations aimed at strengthening communication, promoting fairness, improving digital capability, and boosting employee engagement at easy hotels. 




















A brief explanation of the key factors linked to business.
  
1. Business transformation:
The hospitality industry has undergone rapid transformation over recent years, by customer expectations, development in digital technology, and evolving nature of work. Easy Hotel is adapting to these trends to improve service, reduce costs and maintain its reputation. Business transformation is a complex and continuous journey that requires a comprehensive approach and strong leadership. It goes beyond simply changing operating systems, platforms, or structures, and needs to emphasize continuous evolution and innovation to ensure long term organizational sustainability. In a rapidly changing business, this process typically entails substantial adjustments to strategies, processes, technologies, and organizational culture (Theseira,2024).

2. Digital trends:
Digitalization represents one of the most transformative forces shaping the modern world, driving change across all businesses. Technological innovation and digital advancements act like key engines of progress, influencing manufacturing, information, and communication technology (ICT), and a range of service industries. Given tourism’s dependence on the integration of multiple services and products, the advantages of digital transformation in this field are particularly evident.
Today’s environment blends physical and digital spaces, both of which define human interaction and behavior. Within tourism, the concept of spatial experiences has always been central, and now digital environments have become integral to that experience. Continuing technological progress introduces innovative solutions to the tourism sector’s digital landscape. Peer-to-peer communication plays a vital role in this transformation, supported by the widespread adoption of smart devices. These developments have revolutionized administrative, financial, and marketing processes, enabling more efficient management and new promotional opportunities across the hospitality industry. 
The digital revolution has also facilitated the emergence of innovative tools such as cloud-based booking systems and interactive platforms for sharing information and experiences. As travel trends evolve, consumers increasingly demand personalized and unique services rather than standard tourism experiences. With the use of Customer Relationship management (CRM) systems and big data analytics, tourism businesses can now gather and analyze extensive consumer data to identify preferences and predict behavior patterns. These digital systems enable organizations to tailor services and offer to meet individual customer needs effectively (Stadler, 2015).





3. Flexible Working Arrangements:
While employer-driven, flexible work arrangements are often expected to enhance organizational performance by promoting greater productivity; research findings indicate that this is not always the case. Evidence from several studies reveals mixed outcomes, with some suggesting that such practices can even have adverse effects on productivity. For instance, research by Stavrou (2005) and Stavrou and Kilaniotis (2010) showed that employer-driven arrangements, including weekend schedules and shift patterns, and overtime are positively associated with employer turnover, they do not show a significant correlation with overall organizational performance. These findings highlight that not all forms of flexibility introduced by employers necessarily lead to productivity or improved outcomes, and in some cases, they may contribute to higher staff attrition or diminished morale (Stavrou, 2005; Stavrou and Kilaniotis, 2010).  


Assessment of various modern HR practices used to tackle each factor.
     1. Business Transformation:
Profit generation is no longer the sole driver of organizational sustainability. Instead, organizations increasingly focus on corporate innovation to achieve long-term viability. Huse (2005) categorizes corporate innovation into three types: novel organizational structure and administrative systems, new or improved products and services, and new technologies to enhance production processes. These innovations can emerge from three main sources. First Acquisitive innovation occurs when organizations adopt external ideas through acquisitions, licensing agreements, or joint ventures. Second, Imitative innovation involves replicating products, services, or processes from other organizations. Third, Incubated innovation is developed internally, often via research and development, to create innovations within the organization (Huse, 2005).
Engaging in corporate innovation in dynamic environments has highlighted the importance of contextual ambidexterity, which balances exploration and exploitation more effectively than structural or sequential approaches (Brix, 2018). This innovation-driven focus brings transformational changes to organizations, particularly in human resource development. Employees are empowered to collaborate, exchange knowledge, enhance competencies, and advance professionally. Likewise, management can identify and leverage internal and external talent, improve communication, foster teamwork, and stimulate innovation. Such practices promote employee empowerment, loyalty, and ownership of tasks, while supporting continuous improvement in the organization's performance (Oakland, 2011).




      2. Improving Digital Technology Implementation through                                   training and support:     
To address challenges associated with digital transformation, continuing training, and enhancement of digital skills are crucial. Training should be practical, hands-on and paced to support employes with high levels of confidence. Peer mentoring can also be effective, pairing digitally skilled staff with those requiring more support. Additionally, the organization should ensure digital monitoring tools are used ethically, balancing performance evaluation with employee well-being. HR can develop guidelines for how performance metrics are used, emphasizing coaching over surveillance.
Digital transformation has become a vital driver in enhancing both operational efficiency
And guest satisfaction within the hotel industry. This evolution has reshaped not only the internal operations of hotels but also the ways in which the guests engage with hotel services. The adoption of advanced technologies such as voice-activated assistants and IOT-based systems has proven effective in minimizing service-related obstacles, allowing hotel staff to dedicate more time enriching the overall customer satisfaction (Buhalis & Moldavska, 2021; Buhalis,2019).

      3. Flexible Working:
Contemporary HR practices increasingly prioritize structured approaches to implementing FWPs (Flexible Working Arrangements). One core practice is the development of formal flexible working frameworks that set expectations for hybrid work, remote work, and varied schedules (Cooper & Baird, 2015). HR also promotes output-based performance systems, shifting evaluation from presence of productivity, which supports autonomy and aligns with digital workflows (Valenduc & Vendramin, 2016). Job redesign has become essential, enabling roles to be technology-enabled and adaptable to remote or hybrid contexts (Hirsch-Kreninsen, 2016). HR departments further invest in digital HR tools including collaboration platforms, e-HR systems, and virtual communication technologies to ensure coordination and continuity (Groen, 2018). Manager capability development is another critical practice, equipping leaders to support remote teams, sustain engagement, and manage performance effectively. Additionally, flexible staffing models, such as freelance and part-time arrangements, enhance organizational agility in unpredictable economic conditions (Uddin, 2021). Collectively, these HR practices reinforce flexibility as a strategic, sustainable aspect of modern work. 

                Critical Evaluation of departmental managers.
[bookmark: _Int_8ksYy2SS]Departmental managers are essential for the effective and timely implementation of contemporary HR practices at EasyHotel. Acting as the link between senior management and frontline staff, they influence how HR strategies such as digital transformation, flexible working, and employee engagement initiatives are applied in daily operations. Their effectiveness determines whether these practices deliver tangible benefits for both staff and service quality. Managers act as operational enablers, translating HR policies into consistent day-to-day practices. Even well-designed initiatives, like digital training or grievance procedures, depend on manager's ability to enforce and monitor them (Purcell & Hutchinson, 2007). At EasyHotel, where the workforce is often young and transient, managerial consistency i crucial to embedding practices quickly and maintaining operational standards.  In terms of digital transformation, managers ensure employers adopt technologies such as automated check-in systems, property management software, and digital communication tools. Without managerial guidance, staff may resist or struggle with new systems, reducing efficiency. Similarly, the successful implementation of flexible working arrangements depends on the manager’s ability to balance operational needs with employee preferences. Effective scheduling and fair decision making enhance trust and engagement, while poor management can create dissatisfaction (Boxall & Purcell, 2016). Finaly, managers are critical for communication, ensuring that information flows clearly across shifts and teams. Transparent, two-way communication strengthens engagement and supports the adaptation of modern HR practices.


                      Conclusion and recommendation. 

In conclusion, EasyHotel operates in a dynamic hospitality environment where staff engagement, digital adoption, and flexible work arrangements are critical to organizational success. The report identifies business transformation, digital technology trends, and flexible working arrangements as key factors influencing employee experiences and organizational performance. Contemporary HR practices, such as innovation-driven development, structured digital training, flexible working frameworks, and managerial capability enhancement, play a vital role in addressing these challenges.
Departmental managers are central to implementing these practices. They act as operational enablers, translating HR strategies into daily practice, supporting digital adoption, managing flexible schedules, and fostering clear communication.


To strengthen HR effectiveness at EasyHotel, the following recommendations are proposed:
 1. Enhance communication- Establish clear, two-way communication channels across        shifts and teams to ensure transparency and engagement. 
2. Promote Fairness- Implement standardized policies for flexible working and scheduling to reduce perceptions of inequity.
3. Develop Digital Capability- Provide continuous, practical digital training for employees and managers, supported by mentoring. 
4. Boost Engagement: Encourage employee involvement in innovation initiatives, feedback systems, and decision-making processes to foster ownership and motivation. 
Implementing these recommendations will enhance operational efficiency, employee satisfaction, and the long-term sustainability of EasyHotel.
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