
 Analyse the impacts of socio-economic force on employees’ performance management and monitoring in different work modes: Hospitality HR’s perspective




                                         Table of content

Introduction and Background	3
Company Overview	3
Discussion	4
Emergence of Work Modes in the Hospitality Industry	4
Industry Trends	4
Socio-Economic Factors	5
Solutions	6
Industry Examples	6
Evaluation and Conclusion	7
References	9















 Introduction and Background
Performance management describes a continuous process that aims to clarify responsibilities, development plans, and performance expectations at work to optimise the performance of employees of the organisation and align it with organisational goals (Hristov et al., 2021). This report will analyse the impact of socio-economic forces on employee performance management and monitoring in different work modes from the perspective of human resources in hospitality. The selected brand for this report is Britannia Hotels. It will describe the socio-economic factors and various trends in the hospitality industry. The recent emergence of different work modes in the hospitality industry will be discussed. Industry examples will be provided to understand what other companies have done to manage employee performance in different work modes.
Socio-economic factors describe the interaction between people's economic and social habits. These factors include education, income, employment status, food and housing insecurity, social class, and more. Some of these factors have a more significant impact on employees in the hospitality industry, such as social status, job security, social responsibility, social expectations, and economic safety. All of these affect employees in various ways, influencing aspects like motivation, engagement, performance, and dedication. This makes it important for organisations to keep track of the impact of socio-economic factors on employees and work to address them in order to grow in the increasingly competitive landscape of hotels.
In recent years, several work modes have emerged for employees in different organisations. These include remote working, hybrid working, office working, and part-time working. These provide employees with different work modes to choose from that suit their needs and lifestyles best, which helps bring out the best in them as they are working in the most comfortable conditions selected by them instead of the organisation choosing it for them.
Company Overview
The selected organisation for this report is Britannia Hotels. Britannia Hotels is a budget hotel group based in Britain that has 64 hotels and more than 10,000 rooms. The company, through its hotels, provides customers with competitive rates, free Wi-Fi, bars, restaurants, nightclubs, health clubs, and other facilities. The hotels of the company are located at excellent locations like airports, coasts, and the countryside in many cities. The company was founded in 1976 in South Manchester by Alex Langsam, and the revenue for the company in 2023 was £154.7 million. The company currently has more than 12,000 employees (Britannia Hotels, 2024).
Discussion
Emergence of Work Modes in the Hospitality Industry
As per Hajal (2022), the hospitality industry has seen a diversification of working modes in recent years, providing employees with great options to choose from that can suit their needs and working styles best. The four most common work modes now seen in the hospitality industry are office working, remote working, hybrid working, and part-time working. The most significant drivers of the emergence of new work modes like hybrid and remote working are technological advancements and changing employee work preferences. Technological advancements have made it much easier for hospitality employees to collaborate when not together, which was a major difficulty a few years back. The changing preferences of employees have made them prefer working from home sometimes or completely for jobs that do not require active presence at the hotel.
These have helped many organisations in achieving greater levels of growth and success than before. However, Ozimek (2020) argued that not everyone can work remotely or in a hybrid environment, and these work modes cannot completely replace the traditional way of working in an office. The hospitality industry and hotels particularly have several jobs that cannot be done in remote or hybrid work modes, so the employees in those positions have to come to the hotels to work. Part-time work has gained a lot of popularity as well because people are trying to make the most out of their time, so they join part-time if they have only half a day to give to work. Britannia Hotels provides many remote working jobs in positions that do not require active participation at work (Britannica Hotels, 2024).
Industry Trends
The hotel industry has been facing high employee turnover rates in the present landscape, as the turnover rates are at 73.8% or more than 6% per month (Harver, 2023). This means that a hotel business loses almost three-quarters of its employees in a year. This has made it difficult for many organisations to meet consumer expectations in the hospitality industry since it is such a consumer-facing industry. This is affected by several socio-economic factors, among other factors. There has been a trend of a higher percentage of female employees in hospitality, as 60% of the workforce consists of females.
However, as per Lindner (2024), this turns the tables in senior positions, as only 17% of the women are in senior or leadership positions. There has been a trend of increasing diversity in the hospitality industry workforce, as one-third of hospitality businesses have written policies for diversity and inclusion. Furthermore, 13% of the leadership positions are occupied by people of colour. African Americans make up 26% of the hospitality workforce, describing the diversity in organisations in the industry.
Socio-Economic Factors
Skura (2024) criticised that social status can have a direct negative impact on the performance and stress management of employees in the hotel industry. This has been amplified even more after the emergence of different work modes in the industry. The consideration of social status becomes even more difficult when the workers and managers are not interacting with each other properly. Social expectations have been found to have a major effect on employee performance as well. An example of this is when employees do not get the desired levels of engagement within work environments, their performance takes a hit.
When an organisation does not match the expectations of employees for ethical and social norms, it tends to show lower performance levels as well. As per Shao et al. (2022), job security is a critical socio-economic factor that influences employee performance in the hospitality industry. When the employees are not sure of their place in the organisation, they do not have the desired level of dedication to it, resulting in low performance. Britannia Hotels has below-average job security for its employees. On the other hand, great job security can boost employee performance significantly. Economic safety is yet another socio-economic factor that influences employee performance in the hospitality industry.
This is because when the employees are not able to achieve economic safety, they remain eager to get better opportunities, reducing their engagement and performance in the existing firm. The last and one of the more crucial factors is social responsibility. It affects employee performance in the hospitality industry as when an organisation does not have the needed levels of diversity, equity, and inclusion, the performance of the employees being affected by the inappropriate measures and other employees as well decreases due to the inattention from the organisation towards them and in valuing their differences.
Solutions
To manage the negative impact of social status on employee performance, HR managers in the hospitality industry can give more consideration to social status while creating teams, considering promotions and allocating tasks. By maintaining an order for self-esteem, managers can prevent the negative effects from affecting their organisation. To mitigate the negative effect of social expectations, hospitality managers can ensure that the general expectations of employees are all met by the organisation and that possible actions are taken to meet any other expectations if feasible. Britannia Hotels managers can provide enhanced job security and safety to their employees by building a sense of belongingness in employees for the organisation and discussing future plans of the employees with them (Raza et al., 2020).
This can be done by effective communication and reinforcing the words with action so that they can be ensured of no risk to their jobs. The negative impact of economic safety can be addressed by HR managers by providing fair compensation and other benefits like health insurance so that the employees remain free of financial worries and work to the best of their abilities (Armstrong and Taylor, 2020). Lastly, by making inclusive policies and valuing diversity in the workplace, HR managers of hospitality organisations can save the firms from being negatively affected by social responsibility.
Industry Examples
Marriott addressed the socio-economic issue of social responsibility to mitigate its impact on employee performance by creating an extensive diversity, equity, and inclusion plan for the organisation (Marriott, 2024). It implements the plan from the top and has devised several objectives that address all the issues related to social responsibility connected to employees. Holiday Inn provides great job security to its employees to avoid the negative effects of this socio-economic factor on performance. It does this by creating a secure workplace for the employees, giving priority to the welfare of employees to make them feel valued, and providing career growth opportunities to boost their growth and organisational performance.
Radisson addresses the negative impact of economic safety on employee performance by providing its employees with a variety of economic and non-economic benefits, which include competitive remuneration, health and insurance benefits, and other financial benefits as well. These provide great economic safety for its employees, which boosts their performance (Glassdoor, 2024). Hilton has been using several technologies and organisational practices to meet the social expectations of its employees, so its negative effects can be avoided. By doing this, the employee expectations are met appropriately so that the company experiences increased performance from its employees.
Evaluation and Conclusion
The report concluded the impacts of socio-economic factors on employee performance management and monitoring from the perspective of an HR manager in the hospitality industry. Britannia Hotels was the chosen organisation for the report. The company has 60 hotels and more than 10,000 rooms and provides employment to over 12,000 people in its various locations. The various socio-economic factors and industry trends were discussed. The emerging work modes in the hospitality industry were described, and industry examples were provided to highlight how other organisations addressed the issues. The most prominent and popular work modes in the last five years have been office working, remote working, hybrid working, and part-time working.
The five socio-economic factors described that affect employee performance management of organisations in the hospitality industry are social status, social expectations, job security, economic safety, and social responsibility. These factors were found to have a major impact on employee performance. Job security and social responsibility were the factors that had the most significant impact out of the five. Britannia Hotels had faced the negative effects of low job security on employee performance. The solutions for addressing the negative effect on employee performance management of all the five socio-economic factors were discussed, which were more consideration of social status, meeting employee social expectations, providing enhanced job security and safety, providing fair compensation and other benefits, and making inclusive policies and valuing diversity.
The issues were found to be greatly impacting employee performance and overall organisational performance, which made it important for any organisation to address the issues as soon as they become evident. The solutions were found to be greatly effective, and it was recommended that the company use some of them to improve its employee performance management. Using these solutions, Britannia Hotels could reduce or mitigate the impact of socio-economic factors on employee performance management. Even other than the company, any organisation in the hospitality industry could use the provided solutions if similar problems are being faced.
Real examples of similar companies were provided, describing how they dealt with similar situations in their organisations to improve employee performance management for HR managers. The actions of Marriott, Radisson, Holiday Inn, and Hilton were discussed. It was found that addressing these issues has become more difficult in recent years with the emergence of various work modes in the hospitality industry.
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