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The notion of the modern work is not a stationary, it progresses in relation to the businesses’, and the changing demands of employees. Organisations offer different working modes for the employees to conduct daily operations and functions. Including hybrid mode, in this mode, employees work in combination with remote and in-office working that offer support and flexibility to the workers (Patwary, et al., 2023). In this mode, employees conduct better work and enjoy more autonomy leading to work-life balance. Whereas, remote working mode of employee refers to the working and conducting the tasks from outside the company`s environment (Kundi and Aboramadan, 2023). It can be work from home, or any other place of work. Likewise, in-house or office working environment provides working of an employee under supervision, interaction, and structured environment to conduct business operations. 
Slavković, Ognjanović and Bugarčić (2023) highlighted that to manage these different working modes of an employee can be challenge for the organisations particularly for the hospitality industry. It is necessary to manage the performance of employees working in different modes to ensure the productivity, motivation, growth, and employee performance management. However, these indicated working modes specifically remote and hybrid can create issues for the hospitality industry as inadequate support from staff, access to resources, ineffective communication, lack in performance, not meeting deadlines, and others (Susanto, Syailendra and Suryawan, 2023). These factors emerge from these modes, so it is essential for the hospitality industry to cater these challenges in the employee management to lead towards increased profits, growth, motivated, and satisfied employees. 
The hospitality business, predominantly international hotel brands such as Hilton Hotels & Resorts, depend pointedly on operative human resources management (HRM) processes to confirm strategic development (Rockett, 2023). HRM provide support in workforce recruitment, planning, selection processes, and employee performance management. Hilton hotels & resorts is an American multinational hospitality company which operates, franchises, and manages a wide resorts and hotels portfolio. It was established in 1919 by Conrad Hilton and currently Christopher J. Nassetta Hilton leading the company which is headquarter in Tysons, Virginia, United States (Dewi, Astawa and Armoni, 2023). This international hotel owns, develops, and manages roughly 2,200 hotels, vacation ownership and resorts properties, moreover, this brand operates in around 122 territories and countries worldwide (Jeong, et al., 2023). The hotel chain offers breakfast and bed, conference facilities, family fun packages, and guest loyalty program in which regular customers can collect points and airline miles through continuing with numerous Hilton Hotel brands. 
Furthermore, the company create profits by various streams including room revenues such as extended stays, nightly rates, and bookings, beverages and foods from its bars, dining services, and restaurants (Marneros, Papageorgiou and Efstathiades, 2023). It has employees all over the world and for the international hotel it is necessary to manage the employees and their performance in different modes. This proposal explores the socio-economic impacts of socio-economic on performance management of employees’ performance in diverse working conditions within Hilton Hotels & Resorts.
[bookmark: _Toc157686443]2. Discussion/Literature
[bookmark: _Toc157686444]2.1 Impact of Socio-economic Factors on Employee Performance
The employees are backbone for any company`s success, the management of employees and making them perform at their best is a crucial part since employees are power, and treasure to any company. Hospitability industry is aware of employee performance significance, the industry continuously strive to find ways by which high level performance through employees can be attained, and that becomes the decisive factors for the hospitability industry. According to Velickovic, Stanojevic and Veselinovic (2023), this can be accomplished by driving factor which improve the performance of an employees, boost productivity, creativity, satisfaction with the current role, levels of motivation, and providing comfort working environments and conditions. 
Subedi and Kubickova (2023) further added that employee has a distinct collection of beliefs and values depend on cultural and national norms. These exclusive beliefs and values play an imperative role in their performance. The study of socio-economic factors play essential role and drive employees’ performance, and as added by Popșa (2023) these factors are essential to consider that the way economy and social factors influence the performance of an employee. These factors comprises social status, economic safety, job security, social expectations, and social responsibility. These socioeconomic factors impact the employee`s ability to afford medical care, engage in health activities, manage stress, motivation, relationship, and housing. For instance, employment offers income that provides access to education, food, childcare, medical care, and other employee’s needs added to Özden (2023).
Khuadthong, et al. (2023) mentioned that it is possible to augment the performance and maintain organisation’s goal by enhancing relationship with employees. To create relationship within organisation, the managers need to organise assistance and counseling where employees can share their perceptions and views.  Consequently, the connection stimulates the employees to work supportively in a team and progress inclusive performance. Normally, climate factors, associations amongst employees and employers, collaboration among employees, and individual insight to employee job description will impact the employee degree to achieve their jobs (Erdem and Barakazı, 2023). If employees have proper and adequate support and information, then employee will have more confidence to support the tasks (Bovsh, et al., 2023). Morrison and Buhalis (2023) cited that the hotel services quality and value are distinct through employees, and  customers which are responsible for providing the guest experience should not only be competent but also inspired to achieve value expectation and the service quality. 
Baporikar (2023) highlighted that hoteliers and HR managers have a vital role for preparing and training the staff of hotel and also encouraging them for bringing excellent service practices to the clients. Moreover, Böhme (2023) added that there is relation among employee performance and employee growth, the employee growth refers to developing individual employee abilities and organisation inclusively. According to the study by Manoharan, Madera and Singal (2024) that non-financial incentives and rewards including respect at workplace, recognitions, good working atmosphere, etc. can upsurge the motivation and involvement of employee’s employee within hotel and leads to quality services (Warren, 2023). Dixit and Piramanaygam (2023) also specified that in hotels where employees are subjected to tense working conditions, efficiency and productivity are negatively inclined and that there is a negative influence on the service delivery and if conditions for working are good, productivity increase and there is a positive influence on the service delivery. This suggests that work environment and employees is consistent.
[bookmark: _Toc157686445]2.2 Employee Retention
According to Bardukova (2023), retention is a method through which organisation confirms that its workforce or employee do not leave their position or job. Every industry has a different rate of retention that indicates the employee’s percentage who persisted with the industry during a fixed period. Within hospitality industry, employee retention is essential since the rate of turnover is high. To improve retention, industry consider various strategies including continuous development and training, benefits, and competitive compensation. Adeyefa, et al. (2023) addressed that hospitability industry can improve their retention rate by introducing recognition programs, effective leadership, and positive environment for work. Velickovic, Stanojevic and Veselinovic (2023) further added that through improving employees work-life balance, clear career pathways, and well-being programs also essential for leadership of the industry to consider. 
Deale and Lee (2023) noted that employees are likely to remain within the industry if their needs and preferences are heard, respected, and fulfilled, that leads to improved positive culture and sustainable growth and resulting in excellent guest experience and satisfaction with the hotel services. Austin and Phalippou (2023) mentioned that one of the important theories which lead to employee motivation are Maslow`s hierarchy of needs theory. 
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Fig. 1 Maslow`s Hierarchy of Needs (Amoretti, 2018)
Crompton and Petrick (2023) stressed that employees are motivated within workplace if their basic needs including rest, water, foods, psychological needs such as employee relationship, and cooperation, and self-needs including feeling of accomplishments, benefits, rewards, and bonuses meet. All these indicated factors highlighted by Maslow contributes to the motivation and overall positive and sustainable work environment and culture and inclusively leading to the company`s growth, reputation, employee long stay, and others. 
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Hospitability industry manages employee working in different modes, including traditional in-house, hybrid, and remote working. The employee monitoring aims to provide a control over the employees and functions within Hotel by collecting data, these processes are used to improve efficiency, productivity, and engagement of employees (Calisto, 2023). Hilton Hotels & Resorts manages their employees and monitor them through various methods and processes. The company uses feedback and observation method to monitor its employees, to this method, Hilton Hotels & Resorts hires a skilled person for regular and proper monitoring of the employee’s performance (Kapoor, Singh and Manchanda, 2023). By conducting complete observation and hired personnel provides straightforward feedback. Moreover, Hilton also employ performance monitoring method, in this process, Hilton set the criteria in which employees have to achieve that in any possible manner Jeong, et al. (2023). The performance of that task is related to the set criteria. Tabrizi, et al. (2023) added that performance should be realistic, measurable, and expressible such as quality, time, performance manner, effect, and cost. 
Furthermore, Hilton Hotels uses 360-Degree appraisal system to monitor employee’s performance. In this, Hilton`s all stakeholders measure and assess the employee’s performance and provide feedback (Guo, et al., 2023). Yao, Han and Bi (2023) added that the company can also include comparison of actual employee performance in relation to the chosen performance standards. Likewise, Jeong, et al. (2023) while suggesting the methods for monitoring that employee monitoring software can also be utilised by the Hilton Hotels to monitor those employee working remotely and hybrid mode or on computer. Through this software, Hilton Hotels & Resorts can keep a track and easily monitor on the employee’s performance. Additionally, with the advancement of technology, the hotel can employ other technology such as data analytics software to gauge effective and track the better and continuous performance of an employee (Popșa, 2023). 
[bookmark: _Toc157686447]2.4 Potential Solution for Hilton Hotels & Resorts 
Hilton Hotels & Resorts can approach different solutions to manage and monitor employees working in different working conditions. By considering the technology adding to communication strategies, and policies, the hotel can meet their prescribed objectives that involve increased productivity and employee motivation and engagement (Bovsh, et al., 2023). HRM management and leadership of hotel need to invest in the employee experience and engagement to thrive in this changing business environment. Capitalising in a positive employee experience is one of the best investment company can make to meet long-term and sustainable goals. The company should also need to invest in the technology and innovation to enhance employee performance and engagement such as digital communication platforms, collaboration tools, employee recognition, and online development and learning (Morrison and Buhalis, 2023). Through this Hilton can create motivated, engaged, productive employees which leads to the better business results for the long-term.  
The principle aim of Hilton hotel is to present its clients or guests with unique services and making their visit an experience of a lifetime (Jones and Wynn, 2023). This method of Hilton supports in prosperous forward of its competitors such as Marriott International and obtaining competitive advantage (Duziak, 2023). For example, in Stratford City the presentation of its new hotel, Hilton has also further services array such as sauna, barber shop, steam room, spa, multilingual staff, fitness room, etc. to improve guests’ comfort during their stay in the hotel (Addis, et al., 2024). That required for Hilton to hire employee with expert and skilled separately from cumulative its manpower confirming that the facilities are competently assisted. 
Additionally, Hilton hotels need to clearly communicate the expectations for each work mode (in-office, remote, hybrid) when hiring the new employees and set transparent performance metrics and goals for employees in diverse work settings (Ulusemre and Lam, 2023). Likewise, it is also essential to implement flexible work policies that house various work modes that can allow employees to select what ensembles them best. Moreover, Hilton also need to implement advanced time-tracking apparatuses that can monitor tasks completed and work hours to ensure fair compensation for employees.
Similarly, in this fast-moving hospitability environment, Hilton need to adopt effective project management tools, scaled agile framework (SAFe) is one of the effective tool which can help hotel to organise workflow, and implement agile practice (Santa, Rodríguez Victoria and Tegethoff, 2023). This framework is knowledge body which comprises structured guidance and support on responsibilities and roles to manage and plan the work accordingly and uphold hotel`s values. In addition, regular communication, feedback, encourage open communication to address any problems and issues related to employees and their performance. 
[bookmark: _Toc157686448]3. Evaluation and Conclusion 
The workplace is changing in this modern business environment and it is essential to evolve with the employee demands and needs. Hilton Hotels & Resorts affords diverse working conditions such as remote, hybrid, and in-house to provide support and flexibility to employees. However, to manage employee performance and productivity remain challenges considering working modes. This proposal explored socio-economic impacts on performance management of employee within Hilton hotels. The discussion highlighted the position of socio-economic factors, turnover issues and retention of employees, and effective HRM practices. The study highpoints the significance of positive work environment, training, and non-financial incentives in improving the performance of employee. Additionally, the proposal also provided the method Hilton hotels use to manage and monitor the performance of employees including 360 appraisal system, observation and feedback, and monitoring system. 
[bookmark: _Toc157686449]3.1 Implications of Findings 
The findings provide the Hilton hotels to consider the impact of socioeconomic factors which plays critical role and influence employee performance such as job security, social responsibility, social status, motivation, and economic safety. As the company works in more than 120 countries, it needs to consider diverse needs of their employees by relating their unique economic and social needs (Lee, et al., 2023). Moreover, employee retention is also noteworthy consideration in the employee performance due to high turnover rates. The company can consider methods and strategies such as continuous learning and training of employees, recognition programs, compensations, rewards system which contributes to the hotel stability and engagement of employee (Wang, 2023). The company can also consider to implement the technology to uphold the competitive position within hospitability industry. Moreover, the proposal offers some recommendation to Hilton Hotels & Resorts to level the competition and forward to sustainability.
[bookmark: _Toc157686450]3.2 Recommendations to Hilton Hotels & Resorts
· Instrument and communicate flexible work policies related to various work modes.
· Employ advanced project management and time-tracking tools for collaboration and monitoring.
· Categorise employee well-being, depress overwork, and offer mental health support to employees.
· Propose training programs for adjusting to different work modes.
· Plan regular check-ins for progress discussions and discourse challenges punctually.
· Device a reward and recognition system for satisfied and motivated employees.
· Manner comprehensive and fair performance reviews by directing on development and goal-setting.
· Recurrently measure monitoring systems and collect feedback for continuous improvement.
Through applying these recommendations, Hilton Hotels & Resorts can contribute to a positive work environment, improve employee performance, and long-term success in the energetic hospitality industry.
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