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[bookmark: _Toc168670759]Introduction and Background

Premier Inn is the largest hotel brand within the United Kingdom, with hotels reaching 800 in number, and 77,000 rooms becoming available for guests, and yet to increase. This hotel operates in various locations throughout the country, including city centres, airports, and suburbs, whilst maintaining its competitive position against Travelodge and Ibis hotels. Premier Inn was founded by Whitbread as ‘Travel Inn’ in the earlier 1987 as a potential competitor for Travelodge. Moreover, Premier Inn was formed after Whitbread bought Premier Lodge in 2004 and merged it with Travel Inn to create Premier Inn. As a result, this hotel brand now accounts for just under 70% of Whitbread’s earnings.
In today’s rapidly evolving work environment, being able to understand the dynamics between socio-economic factors and employee management practices has become increasingly crucial. Modernised work modes, varying from the traditional office and fixated setting to hybrid and flexible arrangements, have introduced new challenges and some opportunities for organisations worldwide. Furthermore, socio-economic factors such as income levels, academic background, economic stability, and social status, can all significantly influence both an organisation’s strategies and employee behaviour. 
Hence, this research report aims to explore the influence of socio-economic factors and their effectiveness on employee monitoring and management strategies in hybrid, flexible, and office-based work modes. Moreover, by investigating these relationships, this study will provide essential insights into the development of equitable and efficient management practices which could cater to a more diverse workforce. The process and methodology of this research report will be covered through secondary research sourced from academic journals, books, and articles on the topic of employee management and socio-economic factor influence on a work environment (Tarver, 2024).
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[bookmark: _Toc168670761]Socio-Economic Factors

Socio-economic factors, also known as social economics, is a theory referring to the social science and a branch of economics which focuses on the relationships of social behaviour and economics. The contents of this theory involve economic stability, social status, level of education, profession, and ethnic background. The main idea of social economics is to clarify and categorise the stability of an individual’s life, both socially and financially, and help to identify the minority and the potential behaviour resulting from it.

Taking into account from the PESTLE analysis perspective:
	ECONOMICAL
	SOCIAL

	· Inflation rates
· Exchange rates
· Economic Growth
· Interest Rates
· Disposable Income
· Unemployment Rate
	· Lifestyle Attitudes
· Cultural Barriers
· Population Growth
· Population Age Health
· Health Consciousness
· Target demographics



In the hospitality industry, socio-economic factors are crucial to the development of an organisation and employees as individuals. Taking social economics into account, a large hotel chain such as Premier Inn can easily identify any at-risk employees or financially unstable individuals and proceed to apply plans and strategies to assist and further develop them, to benefit the brand overall (Tarver, 2024).
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Starting in 2020, the hospitality industry had experienced a major attack on guest flow, profitability, and market share, with the amount of travels and guests plummeting as a result of COVID-19 risks. With the pandemic drastically changing the hospitality landscape, widespread closures of hospitality businesses began closing temporarily or even permanently. At this time, socio-economic factors were profound, with hundreds of thousands of jobs throughout the United Kingdom to have been lost. 
However, in order to adapt to these changes, the hospitality industry had introduced new plans for employees, to be able to maintain its operations going. For one, although the hybrid and flexible work settings were already on-going in some industries, the hospitality industry made sure to enhance the use of it, allowing employees which are not necessarily required to work from an office or fixated location, to work from home, hence creating a higher demand for hybrid and flexible work environments and plans for the near future (Ramuni, 2021).
Before COVID-19, remote working was a habit primarily adapted by freelancers and business owners, with the majority of general employees commuting to and from office spaces every day. However, after the pandemic, businesses internationally had to adapt to a more flexible work environment to survive, offering remote working to over 60% of their staff in some cases (CABHospitality, 2023). 
However, since the pandemic, employees of the hospitality industry have been seeking career paths that offer more flexible and hybrid working environments, focusing on companies that support remote work from different locations. This in turn is creating opportunities for the hospitality industry to adapt to the changing needs of the employees and of the market (CABHospitality, 2023). 

[bookmark: _Toc168670763]Employee Performance Management

Using Premier Inn as an example, changing working settings, such as hybrid working settings for employees has been beneficial towards the socio-economic factors of individuals that would now be able to work from home in addition to the office restrictions. In research completed by Premier Inn, people’s work-life balance has changed dramatically with the hybrid working change, with more than 33% being able to cook dinner and 37% being able to relax without daily and consistent commute to their workplace and back home. 
In addition, as a result of the hybrid working settings, Premier Inn is able to expand its work opportunities for new employees and had over 25% of workers stating that hybrid working allowed them to work in new and more diverse parts of the country (PremierInn, 2023).
With new working environments and settings, including hybrid and flexible working environments, employees’ performance management is crucial to be maintained and upheld to the usual standards of the hotel. Using ‘The Marriott’ hotel as an example, throughout the changing working environments, they are still thriving as a hotel brand, with a specific focus on maintaining employee performance throughout online and physical presence.
 In research completed specifically on this hotel brand, off-the-job training has proven to have a significant impact on employee performance, alongside on-the-job training, with performance reaching 80.6% for overall performance, proving the training’s effectiveness and efficiency throughout the large hotel chain. In this research, it is evident that ‘The Marriott’ effectively uses its motivation strategies to motivate and enhance its employees’ performance, with award events being held every 3 months, and consistent feedback management to track what employees require and expect, tracking changing employee needs and behaviours (Neupane, 2022).
In addition, the use of another effective example, being IHG Hotels & Resorts, proves their fine-tuned strategic pillars to introduce new behaviours in order to sharpen the mindset of employees for success and accelerate growth of the company as a whole. To monitor employee performance, IHG carefully uses selected key performance indicators (KPIs) to monitor the success of new strategies and long-term success. From the span of 4 years, ranging from 2019 to 2023, the room supply has increased from 883,563 in 2019 to 946,203 in 2023. Additionally, in 2019, there was an increase in signings from 97,754 to 79,220 annual signings in 2023 (IHG, 2023).

[bookmark: _Toc168670764]Potential Solutions

In general, effective communication is the cornerstone that works towards managing a hybrid and flexible workforce. Hence, to ensure employees’ engagement is maintained, and productivity is high, hotels and any business in the hospitality should consider:
1.	 The adoption of integrated communication platforms – by using comprehensive platforms such as Microsoft Teams or Zoom, communication across remote and in-office teams will be more seamless and effective to send a message across. In addition to vocal communication, documentation and video conferencing can also be sent across, to hold official meetings and planning. 
The integration of regular check-ins and meetings – using platforms such as Microsoft Teams or Zoom, employees can schedule regular one-on-one check-ins and other team meetings in order to maintain clear communication channels and provide feedback to concerns promptly.
2. 	Hotel brands should focus more on outcome-based performance metrics which shift the focus from hours worked to outcomes achieved. This way, there should be clear and measurable goals and objectives for each role to emphasise the quality of work, creativity and impact, rather than standard and non-motivational attendance. Additionally, hotel brands should focus on establishing continuous feedback mechanisms, rather than relying on annual reviews. 
This way, if any employee has any concern or challenge, they are able to send a message across to the management of the brand and provide weekly or monthly reports and feedback sessions on what challenges need to be addressed with urgency. Additionally, incorporating multi-source feedback is a much better way to get a comprehensive view of an employee’s performance, as this approach includes feedback from peers, subordinates, and supervisors, which could fill in any information missed out in normal feedback reviews.
3. 	Furthermore, hotel brands should enhance the supportive and inclusive work culture, to allow employees to focus more on their wellbeing and health, rather than exhaust their energy out on each and every task from the job. Hence, the integration of a more balanced work-life balance is required to encourage employees to set boundaries and respect their own personal time.
 This would include providing mental health support, flexible schedules, and other wellness programs that would assist employees in better managing their work-life integration effectively. Furthermore, it is essential to train managers to enhance inclusive leadership practices, ensuring they can effectively support a more diverse workforce with intercultural differences. This would of course include different working styles for the company, to become more culturally sensitive, whilst promoting equity in opportunities and recognition through awards.
 Finally, it would also be effective to focus more on organising virtual and in-person team building exercises and activities, to foster a stronger sense of community and belonging to each individual team member. These specific activities could include virtual coffee, breaks, social events, and team challenges which could also strengthen the interpersonal relationships despite physical distance.

[bookmark: _Toc168670765]Evaluation and Conclusion

Overall, this research proposal has found a lot of discrepancies in the employees’ performance management across the hospitality industry, with employees in a hybrid work setting to not have their well-being and motivation taken into account, (excluding ‘The Marriott’) and limiting employee performance to inadequate percentages in comparison with competitors and other well-known hotel chains in similar areas. In research done by academics within articles and journals, it is evident that similar findings link to original data and statistics provided by the hotels themselves, proving the evolution since 2020 has been excellent and crucial to the benefit and equity of the hotel brands.
 This of course was a result of the changing working environments, allowing employees to work in a hybrid work setting as a result of COVID-19 and other international issues. From the research completed by other academics, it is also evident how much more successful and developed hotel brands are evidently more effective in their performance in comparison with smaller ones, just from a larger effort in performance reviews through more detailed feedback sessions, statistic research, and thorough training for employees and managers alike.
 Using these examples, solutions were formulated to provide a better understanding of what the hotel brands could do in order to improve their performance management of their employees, creating 3 expanded solutions to cover communication, meeting scheduling, and the provision of a more inclusive and equal working environment.
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