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From the viewpoint of Human Resources at the Hilton Hotel brand, this research project seeks to investigate the important effects of socioeconomic variables on employees' performance management and monitoring across various work modes within the hospitality business. This study is especially significant for the general manager of a hotel, as it offers insights for optimising employee performance in light of changing work settings and ongoing changes in socio-economic aspects. Conrad Hilton established Hilton Hotels & Resorts, a well-known brand throughout the world, in Cisco, Texas, in 1919. Hilton has become a synonym of innovation and elegance in the hospitality sector, operating around 600 premium hotels in 78 countries (Hilton, 2023). Its extensive operations and varied work modes make this brand an ideal subject for this research. It is a testament to a century-long legacy of hospitality excellence and innovation, including pioneering the airport hotel concept and implementing the first central reservation system. A PESTLE analytical methodology will be used to examine the socioeconomic factors influencing employee performance management within the Hilton Hotels brand. This entails looking at the legal, political, social, technological, economic, and environmental aspects of the industry that have shaped and will continue to shape employee performance management and monitoring practices in the hospitality industry. Over the past five years, the hospitality sector has witnessed a number of noteworthy changes, including varying rates of employee turnover and retention as well as the rise of flexible, remote, and hybrid work arrangements (Battisti, Alfiero and Leonidou, 2022). In order to stay competitive, the Hilton brand has been at the forefront of adjusting to these changes by utilising innovative HR practices and technology improvements. This proposal's main goal is to evaluate the ways in which socioeconomic factors affect Hilton Hotels & Resorts' employee performance management and monitoring practices. The purpose of this study is to give the general manager practical insights and suggestions on how to improve employee performance through HR policies that are adaptable and catered to changing work styles and socioeconomic environments. This study is essential since it is relevant to Hilton's operational success. Hilton may maintain its position as a leader in the hotel sector by knowing how socioeconomic factors and employee performance management interact and by using strategic HR management and flexibility.
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ONS offers critical insights into trends concerning employee retention and turnover in the United Kingdom. The number of payrolled employees has increased noticeably, according to the ONS, rising by 31,000 (0.1%) between November and December 2023 and by 401,000 (1.3%) annually between December 2022 and December 2023. This suggests that although the number of employees is increasing, the yearly growth rate of paid employees is trending downward. According to an early estimate, employment increased by 48,000 (0.2%) in January 2024 compared to a year-over-year increase of 413,000 (1.4%), indicating a continued, albeit slower, growth in employment (Office for National Statistics, 2024). Furthermore, according to the ONS, employment levels for people in the UK who are 16 years of age and older have improved on a quarterly and annual basis. The employment rate in the UK for those between the ages of 16 and 64 as of the most recent quarter was 75.0%, which is a minor increase over earlier estimates. In the meantime, the rate of unemployment for the same age group had dropped to 3.8%, which was the same as it was a year earlier (ONS, 2024). These numbers highlight how dynamic the UK labour market is, with changes in employment and unemployment rates mirroring general economic patterns and rates of labour force participation. Furthermore, the economic inactivity rate—which takes into account those who are not working because of conditions like chronic illness—was 21.9% for people between the ages of 16 and 64 in the most recent quarter (ONS, 2024).  This figure is higher than the estimates from the previous year, but it remained mostly stable. This demonstrates the difficulties in raising labour force participation in the face of health-related and other work impediments. 
[bookmark: _Toc160470373]Emergence of different work modes
The hospitality sector has experienced a shift in customer expectations, changing labour demographics, and technological improvements over the last five years, leading to the introduction and adoption of different work styles. The growth of telework, which allows workers to work from anywhere at any time, has been a significant trend. With worker expectations shifting towards a greater work-life balance and corporate social responsibility, this flexibility has become more crucial for luring talent across skill levels (Lund et al., 2021). The hospitality industry, which has historically relied on in-person interactions, has adjusted by incorporating innovative procedures and digital tools to facilitate remote work, customer service, and training. This change was sped up by the COVID-19 pandemic, which forced companies to reconsider where and how they provide services and how they conduct business. This highlighted the need for ongoing learning and adaptation in a setting that is changing quickly (Shapoval et al., 2021). The shift to more dynamic and flexible work arrangements is also in line with broader developments in the labour market, such as the growth of the gig economy, which calls for a reconsideration of conventional benefits packages and employment models. More and more hospitality companies are realising that they need to create strategies that not only draw in talent, but also keep it by providing meaningful employment, growth possibilities, and an engaging culture (Armstrong and Taylor, 2020). This all-encompassing approach to employee experience is essential in a field where there is fierce competition for competent individuals and significant employee turnover rates. Furthermore, new service models have been developed for the hospitality sector as a result of technology breakthroughs, completely changing the way services are provided and used. To adapt to shifting customer needs and improve operational effectiveness, the industry is embracing innovation in everything from digital guest services to outsourced HR management (Torrington et al., 2020). This change has made a workforce that is tech-savvy, flexible, and able to provide excellent service in an increasingly digitalized setting necessary.
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Political: 

· Given that Hilton has operations in more than 100 countries, it is vulnerable to a variety of political environments, including those pertaining to international trade regulations and political stability in important markets. 
· Regulatory compliance is the observance of municipal, state, and federal laws, rules governing employment, lodging, and international trade.

Economic: 

· Due to Hilton's global reach, it is impacted by global economic factors such as inflation, exchange rates, and downturns. 
· Hotel occupancy rates and pricing tactics are significantly impacted by economic factors that influence disposable income and corporate travel budgets (McKinsey, 2020).

Social: 

· Hilton's offers are influenced by trends including the need for eco-friendly travel, distinctive and localised experiences, and digital services. 
· Recognising and meeting the demands of various groups, such as Gen Z and Millennials, who could value experiences differently than previous generations (Johnston, 2023).


Technological:  

· Using digital technologies to improve operational efficiency, customer service (including chatbots and AI), and reservation systems. 
· Innovation in hospitality includes using data analytics to provide individualised services, improving mobile app functionality for a smooth visitor experience, and integrating smart hotel technologies.

Legal:  

· Hilton's operations depend heavily on compliance with international data protection standards, such as the GDPR in Europe, particularly when processing customer data. 
· Complying with national and international labour rules pertaining to equitable employment opportunities, wages, and working conditions.

Environmental: 

· Putting into practice and advocating for sustainable methods in hotel operations, energy consumption, waste disposal, and community assistance (Prakash et al., 2023).
· Adjusting to and lessening the effects of climate change on specific property areas, such as problems with water scarcity and participation in carbon offset schemes.
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The literature now in existence about employee performance management in the hospitality sector, specifically in Hilton Hotels, emphasises the critical role that strategic human resource management plays in assisting organisations in effectively managing the obstacles presented by socioeconomic issues. Marchington and Wilkinson (2016) indicates that in the context of changing socioeconomic environments, HRM practices play a critical role in coordinating employee performance with organisational objectives. Nevertheless, it seems that there is a lack of thorough study that focuses on the interaction between socioeconomic factors and performance management in various work styles within global hotel chains like Hilton. By concentrating on the subtle effects of these forces on employee performance management practices, this research seeks to close this gap. Employee performance management strategies in the hotel business are significantly shaped by socio-economic aspects, as indicated by the PESTLE research. Through its global quality effort, "Equilibrium," which aims to ensure service quality by satisfying individual guest needs, Hilton Hotels has taken the initiative to respond to these concerns in a proactive manner (Hilton, 2022). The "Esprit" human resource policy, which prioritises employee reward, respect, and recognition, is at the heart of this endeavour. These tactics highlight how crucial a strong HRM framework is to preserving good service standards in the face of fluctuating socioeconomic circumstances (Hilton, 2022). With its strategic HRM practices, Hilton Hotels has established a standard for managing employee performance across various work modes. The company's dedication to developing talent and guaranteeing career longevity is demonstrated by its focus on building an ecosystem of support for team members at every stage of their careers. Hilton's creative methods of acknowledging and rewarding staff members are demonstrated via programmes like Team Member Appreciation Week, the Catch Me At My Best campaign, and access to the GoHilton team member travel programme (Hilton, 2021). By lowering turnover and improving visitor experiences, these procedures not only promote a culture of engagement and loyalty but also improve operational effectiveness and business performance. Moreover, in the hospitality industry, flexible work arrangements, offices, and hybrid work arrangements have become more common, especially since the pandemic. As a result, companies like Hilton have had to review their approaches to performance management. Hilton has made a significant investment in learning and leadership development programmes that use virtual instructor-led courses to reduce in-seat learning time, demonstrating its adaptability to different work styles. These kinds of programmes demonstrate Hilton's adaptability in making sure that its employees are engaged and productive regardless of the manner of work. Hilton's focus on creating a strong HR and payroll system, TMX (Team Member Experience), is another example of the company's dedication to improving process efficiency across all work arrangements 9hilton, 2022). In light of socioeconomic constraints, a number of viable options for efficient performance management come to light during the conversation. Firstly, it is critical to implement inclusive and adaptable HR policies that acknowledge the variety of needs that employees have across various work modes. Second, performance management results can be greatly enhanced by utilising technology to promote employee engagement and expedite HR procedures. In conclusion, sustaining funding for staff development initiatives that are in line with the company's strategic goals will be essential for overcoming the socioeconomic obstacles that the hospitality sector faces (Armstrong and Taylor, 2020). Thus, strategic HRM practices at Hilton Hotels provide insightful information about how to effectively manage employee performance across a range of work modes in the face of socioeconomic factors. Hilton strengthens its position as a leader in the global hospitality sector and improves operational efficiency by consistently adapting its HRM strategy to meet these challenges.
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In summary, this study provided  the complex interplay between socioeconomic variables and employee performance management at Hilton Hotels & Resorts, highlighting the significance of strategic HRM procedures. Hilton's creative solutions, like the Esprit policy and the Equilibrium effort, demonstrate the company's dedication to modifying its HR tactics to satisfy the changing demands of its employees and uphold service excellence. The report emphasises the need for inclusive, flexible HR practices as well as the contribution of technology to improving operational effectiveness and employee engagement. Hilton's commitment to staff development and its use of flexible work schedules demonstrate the brand's adaptability to the ever-evolving workplace. These actions not only help Hilton run smoothly, but they also establish the company as a pioneer in the hospitality sector, leading the way for others. The results highlight how important HRM is in negotiating socioeconomic obstacles, and they imply that strategic planning and ongoing adaptation are necessary to maximise employee performance management in the face of shifting socioeconomic circumstances. The success of Hilton offers important insights for other businesses looking to improve their HRM plans in comparable dynamic settings.
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