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[bookmark: _Toc165408854]1. Introduction 
[bookmark: _Toc165408855]1.1. Research background 
Employee performance management is considered the alignment of the individual employees with the company’s envisioned goals and objectives that ensures the areas for qualitative improvement with the provision of constructive feedback. In the hospitality industry further, the performance of the employees in the UK is found to be impacted by diverse internal and external factors including culture, job satisfaction, and employee engagement level followed by Human Resource Development (HRD) (Reidhead, 2020). However, Glasgow IBIS Central is chosen for this research which is a 3-star eco-certified hotel in the UK that provides significant vacation experiences to their global consumers with perfect sightseeing and entertainment opportunities. The current issues to be analysed by this proposal are culture, job satisfaction, and employee engagement level since they can majorly impact employee performance in different work modes.
[bookmark: _Toc165408856]1.2. Research Rationale
Employee experiences can have vivid impacts on the performance of the hospitality industry in terms of higher retention of consumers by catering to their tailored service preferences. A study by Liu et al., (2022) has found that employee engagement in hotels tends to enhance the productivity and quality of work of the employees with ensured profitable outcomes. However, Michael and Fotiadis (2022) have found that factors like job dissatisfaction, distressed working conditions, and workload impact the employment decisions of individuals in the industry. Therefore, aiming to analyse the impact of different working modes on hotel employees’ performance is highly relevant. 
[bookmark: _Toc165408857]1.3. Research Aim
This study aims to analyse the impacts of socioeconomic force on employees’ performance management in different work modes from hospitality HR’s perspective.
[bookmark: _Toc165408858]1.4. Research Objectives 
· To understand the impact of HRM practices regarding employee performance in the UK hospitality industry 
· To comprehend employee performance management context by outlining the current industry trends. 
· To identify the factors that impact employee performance in the UK hospitality industry with specific reference to Glasgow IBIS Central hotel.
· To provide potential recommendations to enhance employee performance levels through long-term engagement.
[bookmark: _Toc165408859]1.5. Research Question 
· What is the impact of HRM practices on employee performance in the UK hospitality industry?
· What are the current industry trends in the UK hospitality industry in terms of employee performance to work in different modes?
· What are the socio-economic factors that impact employee performance on different working modes including hybrid, office, and flexible-work framework?
· How employee performance can be enhanced in different working modes in Glasgow ibis Central, UK?
[bookmark: _Toc165408860]2. Discussion/Literature Review
[bookmark: _Toc165408861]2.1. Employee engagement and employee retention in the UK hospitality industry 
Employee engagement can be referred to as a specific metric that ensures the employees’ commitment to the workplace. It significantly influences the level of satisfaction and motivation that they infuse into their work to ensure optimized productive outcomes. A study by King et al., (2021) has shown a significant increase in employee engagement to be directly proportional to customer satisfaction level and consequent revenue growth in the hospitality industry. It shows the interconnectivity between employee engagement, customer satisfaction, and overall growth of the hospitality industry of the UK. Employee retention can be defined as the ability of the organization to hold on to the employee to mitigate their fundamental growth and developmental needs by fostering engagement and reducing employee turnover risks (Pekerşen and Tugay, 2020). A study by Nazarian et al., (2022) has found that the UK has scored highest in the hospitality industry turnover while it has merely 70% retention capability since 2021. It pinpoints the need for strategic refinement of the industry in shaping employee performance more effectively to enrich the net productivity of the hospitality industry. 
[bookmark: _Toc165408862]2.2. Socioeconomic Factors Impacting Employee Performance Level 
As a part of the PESTLE analysis, the socioeconomic factor has a potential connection with the employees’ operation in the industry regarding the commitment they infuse into it, and the level of retention that it can result in every year. First, travel culture has been prominent in the industry where more people are inclined to travel opportunities both in the domestic and international spheres (Huang et al., 2021). This can further boost the overall performance of Glasgow IBIS Central Hotel in the UK with the engagement of high-skilled staff and their extraordinary performance levels. Secondly, the preferences of the consumers and meeting these demands are highly significant in ensuring consumer retention in the hospitality industry, where strategic planning of Glasgow IBIS can influence the booking patterns of the guests to the hotel (Floričić and Pavia, 2021). This can be another significant factor causing employee engagement since high guest trafficking fosters employee productivity more complementarily. 
Thirdly, the growth in remote work possibilities has motivated employees to perform more sustainably, which complementarily improves their quality of work and retention capability by lowering the risks of employee turnover (Floričić and Pavia, 2021). Fourthly, the growth of visitors to the UK hospitality industry, directly and indirectly fuels employee motivation with considerable growth in income levels and operational empowerment leading to more informed decision-making (Grzegorczyk et al., 2021). Fifthly, the work environment also has a positive influence on employee engagement in the industry and long-term retention since a positive workplace climate and culture followed by teamwork efficiency and collaborative conduct infuses employee engagement in the hospitality workplace. Finally, the diverse types of working modes also have a direct proportional relationship with employee engagement since a potential work-life balance can provide an individual with an increased job satisfaction level along with improved productivity scaling (Rainoldi et al., 2024). Thus, the socio-economic factors have a directly proportional relationship with employee engagement and employee retention in the UK hospitality industry. 
[bookmark: _Toc165408863]2.3. Emergence of different work modes in the UK hospitality industry 
With the growth of the hospitality industry in the UK, distinct work modes are found to ensure employees’ comfort at the workplace with high-end impactful work-life balance. According to Williamson et al., (2021), the work modes within the hospitality industry are hybrid working mode, office working mode, and flexible working mode. The hybrid staff tends to work partly from the office and home by redefining the traditional hotel operational culture in providing the staff with the freedom to maintain a work-life balance. The office working format, on the other hand, follows the traditional format of the hotelling experience of the staff that more depends on the flexibility of workplace culture and climate that have a deeper impact on the employee motivation and job satisfaction level (Baquero, 2023). Further, in the flexi-hotelling format, the employees are provided with enough opportunities to manage their working hours at their convenience which reflects enhanced job satisfaction levels of these employees driving increased retention for the industry at large. Having no specific shift timing also enhances their work-life balance resulting in the qualitative improvement of employee productivity in the industry for the long term (Khalifa et al., 2023). Thus, the different work modes ensure the cumulative growth of the industry by enhancing the employees’ engagement in the industry. 
[bookmark: _Toc165408864]2.4. Industry Examples of Employee Performance Monitoring of Glasgow IBIS Central 
In terms of monitoring the performance of the employees in the hybrid working mode, the Glasgow IBIS Central has utilized motivational techniques through several employee recognition programs which in response provide long-term sustainable performance outcomes for the employees. they have also established a communicative synergy that has enriched the expectations of the employees due to the fair and equal hoteling practices by using this mode (Trainer, 2020). In the work-from-office mode, the performance evaluation is done more traditionally by providing constructive feedback on their job roles by recognizing their performance and giving away financial rewards and incentives as per their performance. Finally, in the Flexi working mode of the hotel staff, Glasgow has utilized the time tracking software that can measure their level of productivity by encouraging them to the assigned task completion within the provided timeframe. 
In terms of tracking employee performance in the different modes, other hotels like Mariott have promoted communicative transparency to ensure the mitigation of task deadlines. Further, with technological upgradation and using employee monitoring software, Mariott has deciphered a high-end business proposition through enhanced workplace productivity (Neupane and Khanal, 2022). Along with this, Radisson Hotel Group has launched the Radisson Flex software to enhance workplace flexibility and mitigate employees’ work-life balances. It has further allowed Radisson’s employees to work at their convenience by improving employee work engagement and productivity levels overall. In terms of providing employees with more flexibility, Radisson Group has launched the New Way of Working (nWOW) program that helps empower employees to perform suitably (Daskalaki, 2020). Further, by investing right tools and technologies, they have ensured that employee performance remains productive and optimized over time. This can further ensure employee commitment and satisfaction from the hotel which simultaneously improves the quality of their work and enriches the performance levels of the employees (Zhang et al., 2022). Thus, by utilizing these tools, Marriott and Radisson have enhanced the employees’ level of commitment and engagement with the organization. 
[bookmark: _Toc165408865]2.5. Potential solutions to employee performance issues 
In terms of mitigating the performance issues for the hotel employees, the hotels of the UK including Glasgow IBIS central need to bring in strategic intervention in enhancing the hotels’ employee retention capabilities. As a potential solution to the employees’ lack of training and detrimental workplace performance, Glasgow IBIS can provide career development training to enrich the personal and professional development skills of these employees (Yu et al., 2020). Further, in keeping them motivated to work, Glasgow can offer financial and non-financial benefits to the employees by recognizing even the short-term goal completion to enhance their motivation to work. Along with this, Glasgow needs to ensure communicative transparency in the organization by leveraging collaborative efficiency and mutual trust among the employees to foster workplace engagement further (Darvishmotevali and Ali, 2020). Apart from this, Glasgow needs to ensure a sustainable recruitment and selection process that helps in projecting fair organizational practices in the industry in terms of goal clarity, compensation benefits, and workplace sustainability overall. Thus, the staff-oriented challenges faced by Glasgow IBIS can be effectively mitigated. 
[bookmark: _Toc165408866]3. Evaluation and Conclusion 
The different working modes have high-end impactful implications on the development of this industry’s net profitability and productivity levels. Over the years, the hospitality industry has manifested in flexible workspace and experience-driven approach of the staff resulting in the utmost convenience of the staff to perform more productively. In the remote/hybrid working provisions, the hospitality industry staff have understood the impacts of a flexible workspace that fosters a professional working environment that enriches their physical and mental well-being by establishing a sound work-life balance (Williamson et al., 2023). The implications of the hybrid hospitality practices are vivid since they help enhance the guest satisfaction level with tailormade services by ensuring long-term guest retention by the hospitality brand. The added benefits of diverse workplace modes like flexible working and hybrid modes specifically can facilitate Glasgow IBIS Central to stand out in the competition-intensive hospitality marketplace. 
In terms of assessing the future of this hybrid operational model in the industry, enriched customer experiences can add value to the industry by attracting a broader spectrum of talents and ensuring the brand loyalty of the employees (Prevot and Mägi, 2022). With these distinctive working approaches, Glasgow can create a visibly competent approach within the industry to ensure increased employee engagement and retention of the brand. This report has been based on the analysis of socioeconomic factors that can shape employee performance and the way Glasgow IBIS Central has used employee performance monitoring strategies to have a direct impact on the organization’s productivity levels. In the preliminary stage of this proposal, the study has highlighted the factors that can influence employee performance in terms of enhancing employee engagement and retention on the board. Further, it has moved on to the other competitor’s data in terms of performance monitoring like Mariott and the Radisson Group of hotels in the UK. Apart from this, the study has potentially disclosed the three different working modes in the hospitality industry of the UK including the hybrid mode, office working mode, and the flexible working mode. Among all these working modes, the hybrid mode is the most effective in enhancing the work-life balance of the employees to further enrich the employees’ engagement level with the brand resulting in high-end productivity. Thus, the social economic forces can have positively significant impacts on the performance management of the employees. 
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