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1. [bookmark: _Toc191368852]Introduction
Coaching has become an essential strategy for organisations aiming to manage the complexities of the contemporary workplace, particularly in the wake of the COVID-19 pandemic. The global crisis introduced significant challenges, including shifts to remote work, disruptions within the workforce, increased employee stress, and evolving workplace dynamics. In the 1970s, coaching was primarily viewed as a managerial approach where leaders persuaded employees to accept their perspectives without active participation (Hersey and Blanchard, 1977). However, modern studies describe coaching as a refined skill that prioritises employee development, performance enhancement, and overall well-being. It is now regarded as an effective tool that enables individuals to achieve their professional goals (Rogers, 2024).
Coaching plays a crucial role in fostering resilience, improving employee engagement, and driving workplace performance. By providing personalised support and development opportunities, coaching enables employees to adapt to changing environments, build confidence, and maximise their potential. These factors have become increasingly important in the post-pandemic era. During the COVID-19 crisis, many employees encountered financial instability, altered working conditions, and personal losses, leading to widespread mental health challenges (Passmore and Evans-Krimme, 2021). As a result, coaching interventions are now seen as not only a means to enhance productivity but also as a necessary support system for employee well-being in the evolving workplace landscape.
For organisations, coaching serves as a strategic investment in cultivating strong leaders, fostering collaboration, and sustaining motivation—critical factors for recovery and growth in a post-pandemic world. Just as the world had to adapt to this new reality, coaching had to do so by moving on to online platforms (partly or wholly). For coaches, this meant developing their online skills and find new ways of delivering their sessions, online (Strassburger et al., 2023). The increasing reliance on artificial intelligence-driven coaching platforms has also transformed the way coaching is delivered, providing data-driven insights into employee performance and development needs (Kirkpatrick and Kayes, 2024). Despite the advantages, challenges remain, including maintaining the personal connection and trust that are often more naturally established in face-to-face settings (Passmore, Peterson and Freire, 2024).
Ultimately, while digital coaching has expanded access and efficiency, its effectiveness in the long term depends on the ability of organisations and coaches to balance technological advancements with the human-centric elements that make coaching impactful. Future research should explore how digital coaching can be refined to maximise engagement and outcomes in the hospitality sector, particularly within budget hotel chains like Travelodge.





2. [bookmark: _Toc191368853]Contextual Background
The COVID-19 pandemic profoundly disrupted the global hospitality industry, including budget hotel chains like Travelodge Hotels. As one of the leading budget hotel brands in the UK, Travelodge operates in a highly competitive market characterized by price sensitivity, high customer expectations, and lean operational models. The pandemic amplified existing challenges such as employee retention, motivation, and productivity while introducing new ones, including health and safety concerns, reduced workforce levels, and the need to adapt to changing customer behaviours (Hosco, 2023).
Travelodge caters to a diverse customer base, including leisure and business travellers, relying on consistent service quality and operational efficiency. However, the budget hotel segment often grapples with limited resources, high staff turnover, and constrained margins. The pandemic enhanced these challenges, requiring management to focus on employee well-being, adaptability, and performance to meet evolving demands (Travelodge, 2024). In this context, coaching emerges as a strategic tool to address these issues. It can help Travelodge rebuild its workforce morale, enhance team collaboration, and foster a culture of continuous learning. Coaching aligns with the organisation’s need to empower staff, equip leaders with adaptive skills, and ensure frontline employees remain engaged and productive (Guile, 2022).
3. [bookmark: _Toc191368854]Aim
This research aims to examine the effectiveness of coaching interventions at Travelodge Hotels in enhancing team motivation and productivity, specifically in the post-pandemic landscape. By exploring how coaching can address operational and workforce challenges, the study will provide actionable insights for leveraging coaching to sustain competitive advantage in the budget hotel industry.
The above aim will be achieved by pursuing the following objectives:
4. [bookmark: _Toc191368855]Objectives
1. To determine the critical elements contributing to effective coaching programmes within the budget hotel industry.
2. To analyse how coaching practices influence staff morale, commitment and overall job satisfaction in the workplace.
3. To measure the effects of coaching initiatives on team efficiency and output in budget hotels following the pandemic.
4. To develop evidence-based recommendations for optimising coaching strategies in budget hotels, particularly at Travelodge, to enhance staff motivation and productivity in the post-COVID era.



5. [bookmark: _Toc191368856]Research Questions
1. How can coaching be tailored to meet the specific needs of Travelodge Hotels employees?
2. What is the impact of coaching on team productivity in Travelodge Hotels?
3. How does coaching influence employee motivation and engagement in the post-pandemic workplace?
4. What are the most effective coaching strategies that budget hotels like Travelodge can implement to enhance staff motivation and productivity post-COVID, and how can these strategies be improved for long-term sustainability?



[bookmark: _Toc191368857]6. Literature Review
[bookmark: _Toc191368858]6.1 Current Perspectives

Coaching has emerged as a pivotal strategy in budget hotels, particularly in the post-COVID landscape, to address challenges such as staff retention, motivation, and productivity. The hospitality sector faced severe disruptions during the pandemic, leading to workforce reductions, psychological strain, and a decline in employee morale (Giousmpasoglou, Marinakou and Cooper, 2023). In this context, coaching is seen as a practical intervention to rebuild workforce confidence and enhance productivity. A report by the Chartered Institute of Personnel and Development (CIPD, 2024) highlights that tailored coaching programmes can enhance employee engagement by 27% in budget hotels. Additionally, coaching sessions provide employees with the skills to manage dynamic customer expectations and adapt to operational pressures (Smith and Johnson, 2023). These outcomes are particularly critical for Travelodge Hotels, where budget constraints necessitate cost-effective strategies for workforce development.
Furthermore, coaching addresses the mental health challenges, which increased because of the pandemic. According to Jones and Taylor (2024), implementing regular coaching sessions reduces stress levels by up to 35% among hotel staff, directly improving productivity metrics. Travelodge’s recent initiatives to integrate coaching as part of its organisational culture demonstrate the alignment of this approach with broader industry trends (Travelodge Corporate Report, 2024).
In summary, the contemporary focus on coaching in budget hotels highlights its significance as a transformative tool to motivate staff and boost productivity. However, the degree of its effectiveness varies, necessitating a deeper exploration of its long-term impact in the budget hotel segment.

[bookmark: _Toc191368859]6.2 Historical Perspectives 

Historically, the concept of coaching in the hospitality industry has evolved significantly. In the 1990s, employee training and development in budget hotels were largely transactional, with a primary focus on technical skills (Hales, 1994). The emphasis was on task-oriented training programs rather than holistic approaches that considered individual employee growth. The early 2000s saw a gradual shift toward incorporating elements of coaching into staff development programs. The introduction of performance coaching frameworks, as outlined by Whitmore (2002), began to influence managerial practices in budget hotels. However, these efforts were sporadic and often reserved for managerial roles, with frontline employees receiving minimal attention (Baum, 2006).
The post-2008 financial crisis marked a turning point. Budget hotels, including Travelodge, faced increased competition, necessitating a focus on workforce efficiency and customer satisfaction. Coaching emerged as a strategic tool to enhance employee engagement and adaptability (Lashley, 2011). Nonetheless, these initiatives were still hindered by limited resources and a lack of organisational commitment to long-term coaching practices.
The COVID-19 pandemic acted as a catalyst for redefining the role of coaching in the hospitality sector. Unlike earlier periods, the focus shifted from merely improving operational efficiency to addressing psychological well-being and resilience. This evolution underscores the growing recognition of coaching as a multifaceted tool for both professional and personal development within the budget hotel sector.

[bookmark: _Toc191368860]6.3 Research Gap 
Despite the growing body of literature on the importance of coaching in budget hotels, significant research gaps remain. First, existing studies predominantly focus on the immediate benefits of coaching, such as improved morale and productivity, but lack longitudinal analysis to assess its sustained impact over time (Pacheco, Gutierrez and Almeida, 2023). For example, while Travelodge’s adoption of coaching practices has shown promising results, there is limited empirical evidence detailing the long-term implications on employee retention and career progression (Kim, Lee and Park, 2024).
Second, most studies have been conducted in generalised hospitality settings, with limited emphasis on budget hotel chains like Travelodge. Given the unique operational challenges of budget hotels—such as constrained resources and high staff turnover—there is a need for targeted research to evaluate the specific impact of coaching in this context (Harrington, Kearney and Trujillo, 2023).
Finally, the intersection of coaching and technology in budget hotels remains underexplored. Digital coaching tools, which gained traction during the pandemic, offer cost-effective solutions but require further investigation to determine their efficacy compared to traditional coaching methods (Fernandez and Gallardo, 2024). Addressing these gaps will provide a more comprehensive understanding of how coaching can be optimised to drive motivation and productivity in budget hotels, particularly in the post-COVID era.


7. [bookmark: _Toc191368861]Methodology 
[bookmark: _Toc191368862]The research employs a quantitative methodology to analyse the impact of coaching on staff motivation and productivity in budget hotels, with a specific focus on Travelodge Hotels. Quantitative methods are particularly suited to this study as they allow for measurable and statistical evaluation of key variables, ensuring objectivity and generalisability of findings (Bryman, 2023; Creswell, 2023). The research onion framework, as proposed by Saunders, Lewis and Thornhill (2023), is relevant in this context as it emphasises methodological layers, including research philosophy, approach, strategy, and data collection techniques, ensuring a structured research process.
A positivist research philosophy underpins this study, aligning with the objective nature of quantitative research. The research approach follows a deductive framework, enabling hypothesis testing based on existing theories related to coaching and staff motivation. The strategy involves a survey-based approach, allowing for the collection of standardised responses that can be analysed statistically. Adopting this structured methodology ensures that the findings are reliable and applicable across similar budget hotel environments.The structured nature of quantitative research enhances replicability, which is essential for ensuring consistency in results (Bell, Bryman and Harley, 2024). This approach provides a data-driven evaluation of coaching’s role in enhancing workforce motivation and productivity in budget hotels.

7. Data Collection
A structured survey will be distributed to Travelodge employees at various hierarchical levels, including frontline staff, supervisors, and managers. The survey will incorporate Likert-scale questions to assess perceptions of coaching effectiveness, motivation levels, and productivity improvements post-COVID. 
Additionally, secondary quantitative data will be collected from Travelodge corporate reports and industry benchmarking studies. This data will provide insight into key performance indicators (KPIs) such as staff turnover rates, customer satisfaction scores, and operational efficiency before and after the implementation of coaching programs (Saunders, Lewis and Thornhill, 2023). Comparative analysis will be used to measure improvements over time.


8. [bookmark: _Toc191368863]Data Analysis 
The survey will consist of closed-ended questions measured using a five-point Likert scale to assess perceptions of coaching effectiveness, motivation levels, and productivity improvements. This method ensures quantifiable data collection, allowing for statistical analysis (Saunders, Lewis and Thornhill, 2023).
A proposed sample size of 50 employees will be selected using stratified random sampling to ensure representation across different departments and job roles. This sample size is justified based on Cochran’s formula for determining a statistically significant sample in hospitality research (Cochran, 1977). A sample of this size balances feasibility with the need for robust data that can be generalized across the Travelodge workforce (Bryman, 2023).
The collected data will be analysed using descriptive statistics to summarise key trends and inferential statistics, including regression analysis, to examine relationships between coaching interventions and employee motivation and productivity. Ethical considerations such as informed consent and confidentiality will be strictly adhered to (Bell, Bryman and Harley, 2024).
9. [bookmark: _Toc191368864]Ethical Considerations
Ethical considerations are paramount in this research. Informed consent will be obtained from all participants, ensuring that they understand the purpose and scope of the study. Confidentiality and anonymity will be maintained to protect personal data, in line with GDPR regulations. Additionally, ethical principles outlined by the British Psychological Society (2023) and the Market Research Society Code of Conduct (2024) will be followed. Participants will have the right to withdraw at any stage, ensuring ethical compliance and respect for autonomy. This research follows ethical guidelines to uphold integrity and credibility while contributing valuable insights into the role of coaching in budget hotels.
10. [bookmark: _Toc191368865]Conclusion
This study will examine the role of coaching in budget hotels, particularly within Travelodge Hotels, in enhancing staff motivation and productivity post-COVID. The literature review highlights that coaching is an essential tool for rebuilding workforce confidence, addressing mental health challenges, and improving operational efficiency in budget hotel settings. Historically, coaching has evolved from task-oriented training to a holistic development approach, with recent trends emphasising psychological resilience and digital coaching solutions. However, research gaps remain, particularly regarding long-term effectiveness, budget hotel-specific case studies, and the role of digital coaching technologies.
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