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1. [bookmark: _Toc167884148]Introduction
This research proposal assesses the effects of socioeconomic factors on performance management and monitoring of employees about their working modes within the scope of the hospitality industry. The emphasis will be on examining this cross-influence and how it applies to different contexts of performance management in organizations, the mixed, fixed office space, and work-from-home arrangements taking the case study of a selected hotel brand human resource management perspective.
Background of Hotel
In this proposal, one of the best hotel brands will be Hilton Hotels & Resorts. As one of the worldwide hotel chains, Hilton has earned its reputation for combining luxurious and comfortable accommodations with the best services. Being a part of the Hilton Company, issued properties can be found in more than one hundred countries worldwide; due to the offer of various types of accommodation and services, Hilton can be considered an essential perpetrator of the hospitality market. Hilton Corporation's success, similar to its commitment to providing quality services, is greatly reflected in its HR policies that foster growth and productivity among its employees. Despite the challenges that have surrounded the hotel chain in recent years, especially in dealing with the performances of its employees in the wake of new socio-economic realities and innovative working modes.
Current Issues
To discuss some of the main topics of this proposal, one has to focus on the following problems: The probable influence of socio-economic factors like economic instability, technological trends, and societal transformations on the EMP. The key challenges include fluctuation in terms of economic performance which puts pressure on the budget leading to demoralization and low levels of production among employees. Technological developments make skill acquisition an ongoing process, where staff has to be trained and brought up to date on new applications, systems, or processes, while social change requires that human resources be responsive to organizational members’ changing needs and expectations as reflected in work-family balance issues. 

Furthermore, the possibilities of different work modes within the framework of the hospitality industry and Hilton Hotels exclusively will also be considered. The low level of implementing a hybrid/flexible working model is going to be more apparent in the hospitality industry, where people need to engage in face-to-face communication with both clients and colleagues. 
[image: Hilton – Logo, brand and logotype]
[bookmark: _Toc167884244]Figure 1: Hilton UK's Logo
Source: (www.bromic.com, 2021)


[bookmark: _Toc167884149]2. Discussion and literature review.
[bookmark: _Toc167884150]2.1. Socio-Economic Factors (PESTLE Analysis)
A PESTLE analysis provides a comprehensive overview of the socio-economic factors impacting the hospitality industry: 
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[bookmark: _Toc167884245]Figure 2 PESTLE 
Source:(medium, 2020)
1. Political Factors: Many of community factors can influence the substantive and process aspects of operation and HR practices: regulations, labour laws, and political stability. For instance, variations in employment laws or minimum wages affect the aspect of labour cost and performance management (Kayode-Ajala, 2023).
2. Economic Factors: In The hospitality industry employee motivation and economic factors including inflation, recession, and exchange rates affect profitability. As a result of the economic difficulties, people can lose their jobs, or when there are economic difficulties, companies hesitate to invest money into their employees, thus increasing the unemployment rate, and decreasing work motivation and effectiveness (Hang et al., 2020).
3. Social Factors: It is crucial to address demographic changes, trends influenced by culture, and new preferences among clients when it comes to the selection of the right strategies in the field of human resources management. For instance, the new focus on maintaining a balance between work and personal life means we can witness the growing interest humans have in flexitime.
4. Technological Factors: Organizational change and human resource management are also common issues in the hospitality industry due to the increased use of technology in hotels and among employees. They call for constant staff training and adjustment to the new technologies that come with advancement in the health sciences.
5. Legal Factors: Insurance, health and safety measures, employee protection, and adherence to legal requirements such as labor laws, and data protection laws are essential in managing a healthy workforce. Legal considerations also affect procedures of recruitment, staff retention, as well as performance appraisal.
6. Environmental Factors: Sustainability implications and environmental laws or policies affect the hotel business and the working policies of the employees. There has been a growing change in hospitality power where hotels have been implementing environmentally friendly measures in their operation, this has led to the need for training and creating awareness of the human resource (Moosa and He, 2023).
[bookmark: _Toc167884151]2.2. Industry Trends: Retention and Turnover Rates
Retention and turnover are quite essential factors determining the satisfaction level and organizational tangibility in the hospitality industry. This can be attributed to the fact that the work is tiresome, and the authorities have many companies who may be ready to offer jobs to the employees. This may result in high costs of recruiting and training new personnel since this is an indication that turnover is high and service quality may be affected due to high turnover. Due to this, there is a need for a proper strategy to be employed towards retaining as many staff as possible for the benefit of acquiring an experienced workforce (Ghani et al., 2022).
Data available in current industry reports suggests, that overall retention rates are higher now in the hospitality industry, brought about by higher HRM standards, which now aim to improve employee engagement and performance. Some of these include exercising by narrowing down some aspects of work practice to training sessions, the ability to enhance professional practice, and ‘Work Well’ planning perspectives that seek to enhance work-life balance. 
Nevertheless, turnover continues to crop up in many organizations, particularly in entry-level positions where there may not be high levels of satisfaction or even where pay incentives might not suffice. To overcome this problem, policies, and practices should be enhanced aimed at the improvement of working circumstances, the offer of applicable financial encouragement, and the promotion of opportunities to advance within the organization for the staff at all levels (Rodríguez-Sánchez et al., 2020).
[bookmark: _Toc167884152]2.3. Emergence of Different Work Modes
The hospitality industry comprises businesses dealing with people directly and face-to-face operations due to service-oriented work modalities. Nevertheless, COVID led to the emergence of several work modes by increasing or enhancing their implementation (Buhalis, Lin, and Leung, 2022).
1. Hybrid Work Mode: This model defines the work that can be done remotely and that which has to be physically done in an organization (Sokolic, 2022). Some administrative and support positions that previously supported fully dedicated on-site operations have changed to the hybrid model with both benefits for employees and cost efficiencies for employers, especially in the hospitality industry (Pérez-Granja and Inchausti-Sintes, 2023).
2. Office-Based Work Arrangement: This traditional mode which entails the employment of employees to work in the organization’s premises is still the most prevalent in the hospitality industry, especially in the roles that cut across customer interface, including; receptionists, cleaners, and workers within the company’s kitchen and bar (Ntanjana, 2022).
3. Flexible Work Mode: it established a rostering system that has flexible work arrangements ensuring that employees can select the hours they are willing and able to work or the location they prefer (Kossek, Gettings, and Misra, 2021). Although it has gained popularity in some situations like marketing, reservation, and information technology support positions, it lacks strict measurement methods to guarantee high performance from the employees in those roles. This research argues that with the adoption of the new work modes, there is a need to have policies guiding such changes and communication channels that are proactive to ensure that service delivery and organizational functionality are not compromised (Abulibdeh, 2020).


[bookmark: _Toc167884153]2.4. Case Studies: Marriott, IHG, Radisson, 
1. Marriott International: The following are some of the measures that have been adopted by Marriott in the provision of an MEC concerning the various work modes in managing employee performance (Qotrotul, Adnansyah, and Nugraha, 2021). The company has a strong focus on polio training and development and offers an online training module available from any location. Marriott also uses performance management software where it is used to monitor and examine the performances of the employees across different places of work (Bourke, 2020).
2. InterContinental Hotels Group (IHG): Employing the staff plays a crucial role in the performance management system of IHG; the strategy emphasizes employee engagement and mental health (Tran, N.H., 2020). Mizuho’s employment provisions cater for flexible working where possible and provide employees in eligible roles with digital equipment to enable work from home via digital means. At IHG, performance is also monitored and controlled through Informal performance feedback and coaching and employee involvement between employees and management cover goal setting (Voegeli, 2021).
3. Radisson Hotel Group: As for organizational culture, this is an essential aspect, and Radisson has opted for a hybrid work model for corporate staff, with the opportunity to work from home, combined with occasional attendance at company offices (Young, 2020). The organization employs a full structure of performance management, which entails goals and objectives, performance assessments, and comprehensive training. Maintaining the standards of the structure is a key approach adopted by Radisson to address the issue of performance in work mode (Akinboyewa, 2020).
[bookmark: _Toc167884154]2.5. Potential Solutions
To address the challenges of managing employee performance in different work modes, the following solutions are proposed:
1. Enhanced Training Programs: Ongoing training and professional development programs to ensure that existing personnel stay with development in the field of technology and the industry at large (Popov et al., 2021).
2. Advanced Performance Management Systems: Develop sound performance management software that can enable tracking and assessing the performance of every employee (MEKONNEN, 2021).
3. Flexible Work Policies: This means coming up with proper management guidelines for workers that are under functional flexible working policies that include expectations and measurements (Davidescu et al., 2020).
4. Employee Engagement Initiatives: In other words, encouraging a healthy work environment and culture, in terms of participation, health and performance check-ups, and everyday feedback (Shiri, and Bergbom, 2023).
[bookmark: _Toc167884155]Evaluation and Conclusion
Summary of Findings
Overall, the findings of this research convey the relevance of socio-economic dynamics within EMHP in the hospitality industry. Its findings on how economic facts and armed conflict impact employees’ morale or on how a recession or booming economic cycles impact performance management strategies. Technological solution means that the process of organizational learning is positive in adaptation and training as new tools and systems are integrated. Another aspect that influences the changes in the practices of the HRM is the social changes which are evidenced by changes in work-life balance trends and the general calls for flexibility in the workplace. In the following sections, the various work structures like hybrid, office, and flexible working arrangements will be discussed as has the impact that these changes have posed on the management of employee performance as a phenomenon. To sustain productivity and employee engagement in these modes, it is important to employ strategies that fit these work settings.
Implications and Recommendations
To effectively manage employee performance in various work modes, hospitality HR departments must adopt a strategic approach that includes the following recommendations:
1. Invest in Technology: High-end performance management systems must be employed as this way they ensure regular reviews and appraisals are conducted on the employees. 
2. Promote Flexibility: Being able to establish relative working policies that will allow the implementation of the different work modes without compromising productivity is crucial. Some of the measures may focus on solutions, such as telecommuting, flexible schedules, and, if possible, a flexible workplace involving work in shifts that are appropriate for the administrative and support personnel.
3. Enhance Training and Development: One of the essential hallmarks of ongoing professional development is the establishment of seamless training initiatives Ongoing professional development is essential in preparing the workforce in terms of skills and knowledge in the event of a change in workplace conditions. 
4. Focus on Employee Well-Being: Wellness programs and engagement initiatives prove to be crucial as they tend to make substantial positive impacts on the employees and increase their satisfaction levels and retention rates. 
By doing so, Hilton Hotels can implement best practices in these areas to enhance the performance management of employees to optimize the available resources in a global concave market. All these strategic actions are going to be useful in ensuring that Hilton has to adapt to the ever-changing conditions, continue attracting the best talent, as well as providing high-quality service.
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