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[bookmark: _Toc157018068]Introduction and Background
Premier Inn is a shining example of greatness in the fast-paced hospitality business. It is known for its dedication to offering high-quality rooms and excellent customer service. This study plan is about Premier Inn, a big hotel company with locations worldwide (Aiginger & Guger, 2005). It aims to figure out how to handle employee performance in a variety of work settings. The fact that the General Manager wants to know more about how socioeconomic factors affect performance management makes it possible to narrow down the topic.
Premier Inn, which is known for being reliable and affordable, has always set the standard for the business. This plan carefully chooses Premier Inn as the place to study, recognising that it has unique operating challenges and strengths in the hotel industry. The goal is to carefully consider whether it is possible to use different types of work arrangements, such as mixed work models, standard office setups, and flexible work arrangements, within Premier Inn's complex business structure (Armstrong, 2017).
The plan for this study looks into and talks about issues that are happening now with handling employee performance in the hotel business. It will look at how Premier Inn responded by looking at socio-economic factors like changes in the economy, changes in people, and changes in rules (Woods, 2006). The plan will also take a close look at the issues that arise when there are new ways to manage and keep an eye on workers.
Premier Inn's ways of handling employee success are shaped a lot by socioeconomic factors, which are known to have a lot of weight. Changes in unemployment, inflation, and the way wealth is shared can all have a big impact on how well different work styles perform (Bauer, 2018). There will be a careful study of how Premier Inn responded to these social and economic factors to learn more about how well the company manages its workers in a rapidly changing economic world.
This starter sets the stage for a more in-depth look at the issues and chances facing Premier Inn. In the next parts of the plan, different study methods will be used to get a full picture of some topics (Savall, 2003). The main goal is to help Premier Inn make smart decisions about how to manage and watch over its workers so that it can adapt to changes in the economy and better ways to do things in the fast-paced hotel business.
[bookmark: _Toc157018069]Discussion/Literature Review
Many hospitality specialists have studied how to manage employee performance while considering social and economic considerations and diverse work types. This section reviews all previous studies to help readers understand international hotel brands' challenges and opportunities (Bharwani & Butt, 2012). The chosen worldwide hotel brand, Premier Inn, will be researched to see how it manages personnel in various work contexts. 
[bookmark: _Toc157018070]Research on Employee Performance Management and Socio-Economic Factors
Management of employee performance and social elements have been the subject of a significant amount of research. The purpose of this study is to investigate the complex interaction that exists between business strategies and the economy. According to Armstrong (2017), there is a pressing requirement to synchronise performance management with the economy. Because of this congruence, success requirements are guaranteed to be both realistic and adaptive, allowing them to react to changes in the economy. Chen et al. (2019) says that economic factors like inflation, jobs, and the spread of income all have an effect on how motivated, happy, and productive workers are.
Chen et al. (2019) investigated the complicated ways that the economy affects job happiness. Based on what they found, businesses need to change their performance standards to adapt to changes in the economy. The economy changes, and so do workers' want and goals. Because of this, performance management needs to be adaptable.
Substantial changes in the population make it harder to find work. Jackson and Ruderman's (1999) groundbreaking study show how important it is to recognise and manage a wide range of employees well. Performance management systems need to be able to change to fit the needs, norms, and rewards of different groups as the workforce becomes more varied. Recognising this is important for making sure that performance reviews are fair and useful.
The study on how to handle worker performance and socio-economic issues shows that businesses need to be able to change and adapt to be successful. Performance management that takes changes in the economy and people into account works better (Dobre, 2013). Businesses can use the study results to come up with performance management strategies that help them reach their goals and adapt to the constantly changing social and economic environment.
[bookmark: _Toc157018071]Work Modes in Hospitality and Employee Monitoring
Hospitality work methods have altered due to new technology, societal conventions, and the demand for more independence. To monitor people effectively, performance management must understand how various work modes operate (Gonzalez et al., 2020). Premier Inn manages these adjustments to ensure staff performance.
Today, hotel personnel prefer the hybrid model since they may work from home or the office. In their 2021 article, Smith et al. explain how Premier Inn started employing mixed work modes and its flexibility for workers. This independence enhances work-life balance and makes monitoring employees' work tougher and easier.
Traditional office work practices are still important in the hotel industry, even though they are changing (Guerrier & Deery, 1998). Front-line workers, like concierges and receptionists, usually do their jobs in a standard office setting. In this case, standard ways of keeping an eye on employees include direct supervision, regular reviews, and feedback sessions. It's hard to get these standard ways of tracking to work with the new ways of working that are becoming more flexible.
The hospitality business has become more open to flexible work arrangements, such as different shifts and the ability to work from home. These adaptable schedules meet the different needs of workers and provide options to the standard 9-to-5 schedule. Huang et al. (2022) say that to effectively watch employees who work from home or other flexible schedules, one needs to switch to outcome-based performance measures and use technology to facilitate regular check-ins and feedback.
Looking at examples from outside of Premier Inn, hotel giants like Marriott and IHG have come up with creative ways to keep an eye on workers who are working in different ways. For example, Marriott has started using digital tools to keep an eye on its employees from afar, making sure that conversations and performance reviews go smoothly (Jones & Brown, 2020). These kinds of cases show that the industry can work in several different ways, showing that both old and new ways of monitoring can be useful.
There are a lot of different ways to work in the hotel business, and Premier Inn is no exception. Each mode calls for a different way to keep an eye on employees, considering both old and new ways of doing things. Companies can change how they watch employees fit the changing nature of work in the hotel sector by learning about and using the strengths of each work mode.
[bookmark: _Toc157018072]Potential Solutions
Solving the problems that come up when managing employee success in a variety of work settings takes creative and well-thought-out solutions (Guerrier & Deery, 1998). Others in the international hotel chain Premier Inn can use current studies and best practices in the industry to help them deal with the challenges that come with working in these constantly changing environments.
Implementing performance measures that look at both the amount of work done, and the quality of that work is one possible answer. Wang and Li (2019) support a "holistic" approach to evaluating performance, recognising that standard measures may not fully show how effective different work modes are. Leading companies like Premier Inn can get a fuller picture of how well their employees are doing by using informal tests to measure things like teamwork, flexibility, and communication.
Assigning clear lines of contact is necessary to effectively oversee employees in a variety of work settings. Employees can create an open and helpful work setting with regular check-ins, virtual talks, and clear lines of communication (Huang et al., 2022). By keeping workers connected and interested, this answer lessens the problems that come with remote work or flexible schedules. How Marriott uses joint platforms for virtual team meetings shows how big hotel groups can use effective communication strategies (Jones & Brown, 2020).
It's important to keep a closer eye on your workers, especially when they work from home or on a flexible plan. Premier Inn might want to look into using advanced digital tools and project management software to make it easier to keep track of chores, goals, and aims in real-time. Businesses can use technology to improve communication, keep an eye on progress, and hold workers responsible in a range of work settings.
It's also very important to train and help both bosses and workers. They can tell how to handle teams that work from home, how to use contact tools, and how to adapt to different work schedules, among other things (Rabar, 2017). One great example of this is that IHG cares about its workers' health and happiness by giving them training and mental health programmes.
When people from different backgrounds work together in the hotel industry, it causes problems that need more than one solution. In addition to performance metrics, Premier Inn can better keep track of and manage its workers by using good communication methods, incorporating technology, and giving them full training programmes (Oleksiyenko, 2014). Hotel chains around the world can make sure their workers can easily change to the changing ways people work in the hospitality business by making solutions that are specific to their needs.
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Evaluation and Conclusion
This research examined socioeconomic characteristics and industry trends to determine how to manage employee performance in different fields. Premier Inn was cited as a hospitality example (Hietalahti & Linden, 2006). The results show that adaptable strategies are needed to solve challenges since people operate differently. Results have major business implications.
Based on the study of the literature, performance management methods must be in line with the realities of society and the economy. Changing economic conditions and population patterns mean that performance reviews need to be updated to stay fair and useful (Hoffmann et al., 2002). Different ways of working, like hybrid models and open plans, have made it even more important to have complex performance management strategies.
Looking at examples from big names in the industry like Marriott and IHG showed creative ways to keep an eye on workers in a variety of work settings (Huang et al., 2022). Using digital tools, good communication methods, and performance metrics based on results became important ways to improve managing and keeping an eye on employees.
The suggested possible solutions, based on past studies and best practices in the business, give Premier Inn useful advice that they can follow. Using performance measures that look at both the quantitative and emotional parts of work can give a more accurate picture of what each employee contributes (Jackson & Ruderman, 1999). Setting up clear lines of communication, using technology for real-time tracking, and providing training and support are all important parts of keeping an eye on employees, especially when they use different types of work modes.
Premier Inn should incorporate these answers into a broader performance management strategy. This includes ensuring sure review criteria match varied work styles, fostering open communication, and employing technology to monitor. Managers and employees can also learn how to manage complex work systems through ongoing training (Jones & Brown, 2020).
The study concludes that socioeconomic considerations, job styles, and hospitality staff performance must work together. This work helps Premier Inn improve its performance management processes as well as identify issues (Molteni & Pedrini, 2010). Being adaptable, employing technology, and prioritising open communication will help Pioneer Inn succeed in the fast-paced hospitality industry.
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