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[bookmark: _Toc227311488][bookmark: _Toc227325153]Executive Summary
This report looks at how HR technology can be used to support performance management and learning and development at Premier Inn, a large organisation with a strongly operational environment. In practice, delays in feedback, managerial pressure, variation in training across locations and high staff turnover all affect how performance is managed. This has a clear impact on both service quality and overall performance.
The theories discussed suggest that traditional HR practices alone are less effective in fast-paced environments. More continuous and data-informed approaches are needed, particularly those connected to everyday work. This supports faster feedback and helps employees apply learning more effectively.
The report examines Workday and 15Five in performance management, together with TalentLMS and iSpring Learn in learning and development. The systems are used in different ways across these areas, and this leads to different outcomes in practice.
The final recommendation therefore combines 15Five for regular feedback with TalentLMS for more flexible training. It presents lower risk and can be introduced relatively quickly, with early effects on daily operations. A pilot phase could support gradual expansion.
In terms of ethics, the report highlights data protection, transparency and how these systems are used by managers in practice, as these factors influence how the technologies operate within the organisation.
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1. Introduction
In large organisations such as Premier Inn, which employs over 34,000 staff (Whitbread PLC, 2025, p. 2), human resource management plays an increasingly strategic role. Managing a workforce of this size presents practical challenges. Frontline managers are often responsible for multiple areas at once, and training quality varies between locations. High staff turnover places additional pressure on operational performance. In this context, traditional HR approaches provide only limited support for operational performance.
HR technology, particularly artificial intelligence and automation, plays an increasing role in addressing these pressures, with effects on organisational processes and decision-making (Drela et al., 2025). This is particularly relevant at Premier Inn, where training is delivered through the Whitbread Academy platform. In practice, learning is not consistently applied, and performance feedback remains primarily linked to annual review cycles rather than ongoing interaction.
This report evaluates opportunities for HR technology investment, drawing on academic literature and available technology platforms to produce targeted recommendations for Premier Inn. The focus remains on performance management and learning and development, as these areas present the greatest potential for improvement given the operational context of Premier Inn.
[bookmark: _Toc227325155]2. Priority HR Areas
At Premier Inn, performance management and learning and development are key HR priorities.
[bookmark: _Toc227325156]2.1 Performance Management
[bookmark: _Toc227325157]2.1.1 Theoretical Perspectives on Performance Management
Performance management is closely linked to organisational goals, particularly in how individual performance connects to wider expectations. Locke and Latham’s (1990) Goal-Setting Theory focuses on specific and challenging goals, especially where regular feedback is available. At the same time, it assumes stable goals and predictable working conditions, which are less typical in sectors with high staff turnover and time pressure, where priorities often change (Hopfner, 2022). 
Similar ideas appear in systems such as OKRs, which use short-term and measurable goals to track performance (Al-Saadi et al., 2023). Continuous feedback is also used more often and supports quicker learning and stronger engagement (Giamos et al., 2023). In organisations where daily performance affects operations, shorter cycles and ongoing feedback tend to be more relevant.
In organisations where operational outcomes depend on frontline performance, shorter performance cycles and ongoing feedback are more effective. However, the effectiveness of these approaches also depends on how clearly employees perceive the link between their effort and outcomes, as reflected in Expectancy Theory (Fang, 2023). In operational settings such as Premier Inn, this relationship is often less clearly defined in practice. External pressures and shifting priorities can weaken its impact on performance.
[bookmark: _Toc227325158]2.1.2 Performance Management Challenges in Premier Inn
At Premier Inn, performance management is affected by several challenges that influence how consistently evaluation and development take place. Feedback timing is a key issue, as performance reviews are typically linked to annual cycles. Longer appraisal intervals are linked to lower levels of proactive behaviour (Yang, Ma and Li, 2023).
Managerial pressure is evident, as operational demands often take priority over feedback and development activities. Reviews from Premier Inn employees refer to workload pressures and limited support (Breakroom, 2026), and high staff turnover disrupt continuity across teams. These factors place further pressure on overall performance.
[bookmark: _Toc227325159]2.1.3 Implications and Need for Improvement
The literature suggests that effective performance management systems are not limited to periodic reviews but rely on continuous processes that are integrated into day-to-day activities (Chuchu and Kyongo, 2025). In practice, performance is monitored more regularly, with issues identified earlier and responses taking place more quickly. Data-driven approaches allow clearer comparison and faster managerial decision-making. This is particularly relevant in dynamic working environments, where traditional systems are often less effective and more continuous, data-informed approaches become necessary.
Evidence from industry also supports the value of these approaches. Atlas Hotels reduced staff turnover by 17% after introducing the UKG Beacon platform (UKG, 2026a). Hotel Indigo also reported a reduction, from 50% to around 15 to 20%, following the use of the same system (UKG, 2026b). This suggests that the platform can support measurable improvements and may help address similar challenges at Premier Inn.
[bookmark: _Toc227325160]2.2 Learning and Development
[bookmark: _Toc227325161]2.2.1 Theoretical Perspectives on Learning and Development
Human Capital Theory suggests that employees’ knowledge and skills are a key resource for organisational performance (Madgavkar et al., 2022). However, this perspective tends to assume a linear return on investment and pays less attention to the fact that the impact of training is shaped by a range of organisational and environmental factors (Zenagui, 2025). This limits its practical relevance in more complex settings, where learning does not automatically translate into improved performance. 
As a result, learning should not be treated as a separate activity but needs to be closely linked to everyday work. Continuous learning, microlearning and on-the-job training are linked to stronger outcomes than one-off formal training sessions (Monib et al., 2024). This reflects Kolb’s (1984) experiential learning model, where learning is understood as a cycle of experience and application. The model requires a significant investment of time and resources, which can be difficult to achieve in fast-paced working environments (Morris, 2020). 
To examine the role of technology, Davis’s (1989) Technology Acceptance Model can be used as a framework. It shows that adoption depends on perceived usefulness and ease of use. However, the model focuses largely on individual perceptions and pays limited attention to organisational factors such as managerial support or workload, factors that influence how HR technologies are used in practice (Badda, 2025).
[bookmark: _Toc227325162]2.2.2 Learning and Development Challenges in Premier Inn
At Premier Inn, the learning and development system faces several interconnected challenges that limit the effectiveness of training processes. High staff turnover in the hospitality sector increases the demand for basic training and requires significant time and resources (Pickles, Duffy and Stewart, 2025). This limits the capacity available for longer-term development and reduces the focus on more advanced skills.
In addition, skill gaps in frontline roles are evident. Key skills such as customer interaction and problem-solving develop unevenly, leading to differences in performance (Puspitarini, 2025). Variations in training quality across locations lead to differences in employee knowledge (Sankar et al., 2025). 
At the same time, organising training requires significant time and resources and can reduce both managerial and employee engagement (Gyensare et al., 2025). This can limit how effectively learning is used in operational settings. 
[bookmark: _Toc227325163]2.2.3 Implications and Need for Improvement
Effective learning and development is not only about completing training but also about ensuring that knowledge is actually applied in the workplace. In the literature, this is often referred to as the transfer of training, which describes the extent to which learning is used in practice (Stepanek and Paul, 2022). This means that learning systems should support not just knowledge acquisition, but also its application. A closer link between learning and operational work is needed. Training consistency across locations and clearer monitoring of learning progress are important in large operational environments, where consistency and scalability matter.
Industry examples also support this view. Marriott’s mHUB system provides a scalable learning solution for a large workforce (Hesse et al., 2025). Similarly, IHG’s programme, delivered through the Learning Pool platform, required participants to apply acquired knowledge in their roles (Hall, 2024). This supports behavioural change and the practical use of learning, which is relevant for addressing the challenges at Premier Inn.
[bookmark: _Toc227325164]3. HR Technology Solutions
[bookmark: _Toc227325165]3.1 Performance Management Technologies
[bookmark: _Toc227325166]Workday
Workday is an integrated HR system used for performance management, workforce planning and data analysis (Workday, 2026). It creates value by bringing performance data into a single system and supporting real-time reporting. This increases visibility across the organisation, allowing performance issues to be identified earlier and more consistently.
It also supports more data-informed decision-making, which may contribute to a competitive advantage, particularly in large and decentralised organisations such as Premier Inn. Standardised data across locations reduces variation in performance management practices and helps address previously identified delays in decision-making.
The system also brings more structure to performance processes and supports coordination across locations. This becomes more relevant in large operational environments, where maintaining consistency across sites is more challenging in practice. The platform is therefore suited to organisations operating at scale and with more complex structures.
[bookmark: _Toc227325167]15Five
15Five supports continuous feedback and employee engagement through regular check-ins, goal tracking and real-time feedback (15Five, 2025). It creates value by supporting more regular performance discussions and improving visibility of individual progress. Weekly check-ins and structured goal tracking help make performance management more consistent. This also encourages more frequent communication between managers and employees. This directly addresses the issue of delayed feedback identified at Premier Inn and supports more timely performance improvement.
A key strength of the system is the focus on faster feedback and earlier visibility of performance issues. This is linked to stronger engagement and can help limit staff turnover, which is particularly important in service-based organisations and can strengthen competitive position.
By reducing delays in feedback, the system directly addresses challenges identified at Premier Inn. The system reduces administrative workload by handling feedback and tracking digitally. This allows greater focus on operational tasks, and efficiency improves. Over time, ongoing feedback is linked to more stable staffing. The mobile-friendly design makes the system easier to use in frontline roles and helps maintain engagement in these environments. 
[bookmark: _Toc227325168]Comparative Insight
Workday and 15Five are used in different parts of performance management. Workday operates at the organisational level, including data integration and decision-making across locations. In contrast, 15Five is used within ongoing feedback processes in everyday work. This difference reflects how HR technologies are applied depending on where performance issues emerge. A similar distinction appears in learning and development, particularly in relation to consistency and the use of learning in practice.
[bookmark: _Toc227325169]3.2 Learning & Development Technologies
[bookmark: _Toc227325170]TalentLMS
TalentLMS is a cloud-based learning management system that enables quick implementation and flexible access to training (Lorenzon, 2025). Its use of short and accessible learning modules allows employees to develop key skills more quickly, which is particularly relevant in the context of Premier Inn, where onboarding and time-sensitive training are ongoing requirements.
The system addresses these organisational needs by supporting faster onboarding and reducing variation in training across different locations. This leads to more consistent knowledge across locations, which supports service quality in the hospitality sector and strengthens competitive position, contributing to organisational value.
Learning is organised in short, repeatable units, with skills developing gradually alongside ongoing work rather than through separate training events. As a result, training is not repeatedly delivered, as content can be reused across different contexts. This is associated with more efficient use of resources and a more sustainable approach to training over time. The mobile-friendly design improves access in frontline roles, where time for formal training is often limited. This supports engagement with learning and ensures that training remains accessible within the operational environment.
[bookmark: _Toc227325171]iSpring Learn
iSpring Learn is also a cloud-based LMS, but places stronger emphasis on structuring learning processes and measuring training outcomes (Quinn, 2026). Training progress and individual development are tracked over time, which increases visibility of learning activity. This makes it easier to evaluate training outcomes and recognise development needs. In this way, the system responds to issues related to inconsistent training quality and skill gaps, while also addressing organisational needs and delivering value through more consistent service delivery.
The system supports more consistent training delivery across locations. This is more relevant in large operational environments, where coordination across sites is more difficult in practice. Development activities follow a more structured pattern, making training processes easier to manage across multiple sites. 
Over time, learning activity is recorded and reviewed, and progress becomes easier to follow. Areas of repeated or low-impact training are easier to recognise. Resource use is more efficient, supporting sustainable business practices. Consistency and visibility across locations are also higher, which can contribute to competitive advantage in the hospitality sector.
[bookmark: _Toc227325172]Comparative Insight
TalentLMS and iSpring Learn are used in different ways within training. TalentLMS is more often associated with making training available quickly, while iSpring Learn is used where more structure and oversight are needed.
This difference is relevant for Premier Inn, where both rapid onboarding and consistent training standards are required, requiring a combination of different functionalities rather than a single system.
[bookmark: _Toc227325173]4. Conclusion
Performance management and learning and development are key HR areas within Premier Inn, but in their current form they provide limited support for stable operations. Delayed feedback, pressure on managers and inconsistencies in training processes together limit performance improvement and affect service quality.
The analysis shows that the issue is related not only to weaknesses in individual HR processes, but also to limited integration with day-to-day operations. Both the literature and industry examples suggest that continuous, data-informed and work-integrated approaches are more effective in supporting performance improvement and the practical use of learning.
Based on the evaluation of available technology solutions, 15Five and TalentLMS are identified as the most suitable investments for Premier Inn. 15Five directly addresses the lack of continuous feedback by supporting regular manager-employee communication and earlier identification of performance issues. TalentLMS helps reduce inconsistencies in training by allowing learning to be delivered more flexibly across locations. These systems therefore address the main operational challenges identified in this report.
Using the two platforms together represents a relatively low-risk and practical investment. They can be implemented relatively quickly and are expected to have an early impact on daily operations. For Premier Inn, this matters, as solutions need to support scalability and work well in a fast-paced environment. Overall, the report shows that technology investment creates value when it improves the speed, usability and relevance of HR processes, rather than simply turning them into digital versions.
[bookmark: _Toc227325174]5. Recommendations
Based on the findings of this report, a combined HR technology approach is recommended for Premier Inn, using 15Five to support performance management and TalentLMS to improve learning and development processes. This approach is used to address gaps in feedback practices and differences in training.
[bookmark: _Toc227325175]Benefits
15Five supports more frequent feedback and improves communication between managers and employees. This contributes to more timely improvements in employee performance. In the case of TalentLMS, benefits appear in more flexible and accessible training, shorter onboarding time and more consistent knowledge across locations. This links learning more closely to performance in practice.
[bookmark: _Toc227325176]Risks and Disadvantages
15Five depends on manager input, and consistency can be affected under high workload conditions. In the case of TalentLMS, short learning modules may result in more superficial learning if they are not clearly linked to practical application. Alongside this, the use of two separate systems can create coordination challenges.
[bookmark: _Toc227325177]Estimated Costs
15Five charges £9 ($11) per user per month (15Five, 2026). In larger organisations, costs can build up quickly as more employees are included. This makes budgeting more closely tied to how widely the system is used.
TalentLMS is priced through different plans, with monthly fees typically between £94 and £350 ($119 to $449), depending on the option selected (TalentLMS, 2026). Costs remain fixed within each plan.
The difference in pricing structures affects how costs scale across the organisation and how implementation is managed.
[bookmark: _Toc227325178]Ethical Considerations
The implementation of 15Five and TalentLMS involves data handling within both feedback and learning processes. In this context, frequent feedback may be experienced differently across employees, and the use of learning data within performance evaluation can influence engagement with training. These systems also use employee data, so GDPR rules and internal policies apply (ICO, 2025).
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	Criteria
	15Five
	TalentLMS

	Purpose
	Continuous performance management and feedback
	Learning and development platform

	Benefits
	Improves feedback frequency and communication
	Supports fast onboarding and flexible learning

	Risks
	Depends on consistent managerial use
	Risk of superficial learning

	Costs
	£108 per user annually
(Scales with users)
	£1,128-£4,200 annually
(fixed package)

	Business Value
	Reduces turnover and improves performance
	Speeds up onboarding and skill development

	Competitive Advantage
	Real-time feedback and faster issue resolution
	Scalable learning across locations

	Sustainability
	Reduces admin and saves managerial time
	Reduces repeated training

	Ethical Considerations
	Risk of perceived monitoring
	Concerns around data use and learning quality

	Payback Periods
	3-6 months
	3-6 months
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