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[bookmark: _Int_yIjXvGGM][bookmark: _Int_OdoFoJ9T]        The Hilton Hotel is a renowned international chain of full-service hotels and resorts. It was founded by Conrad Hilton in 1919 in Cisco, Texas. (“History of Hilton Hotels”) The first hotel to bear the Hilton name was the Dallas Hilton, which opened in 1925. (“Wikipedia”) Over the years, Hilton Hotels has grown into one of the largest and most recognized hotel brands globally. Hilton Hotels is known for its luxurious accommodations, exceptional service, and a wide range of amenities catering to both leisure and business travelers. The chain runs various brands under its umbrella, including Hilton Hotels& Resorts, Waldorf-Astoria Hotels& Resorts, Conrad Hotels and Resorts, DoubleTree by Hilton, and more. With a presence in over 100 countries and territories, Hilton Hotels has become synonymous with hospitality excellence and is a preferred choice for travelers seeking comfort and quality service during their stays.
 The operations of a business are influenced and measured by diverse factors such as:
· Political
· Economic
· Social
· Technological
· Environmental 
  A. Economic factors are linked to the countries or global economy. Been international chain, but born in USA, the economic relations between countries where Hilton Hotels Chain function and USA, can influence positive or negative the evolution of the chain business. Macroeconomic variables affect business differently:
-High rate of Inflation of a country or global can have a negative impact on tourism because people tend to spend less and avoid traveling for tourism, and hospitality industry falls; 
-A low rate of inflation can stimulate people to consume more, to travel more to vacation and the revenue of the Hilton Corporation can be high.
 B. Social factors are also an important instrument associated with society and cultures that can affect Hilton business:
-Customers preferences who are constantly changing;
     

           -A diversity of cultures exists because Hilton is a multinational hotel and resort chain. Been aware of cultural differences Hilton ensures to respect and not violate the cultural boundaries, for example, provide separate pools for both, man, and women;
-Demography is another factor that Hilton keeps in mind: where most people who visit the hotel are above 60 years old for example, the hotel introduces activities that elderly people enjoy.
 In recent years, the economy has changed dramatically due to globalization, in which organizations are judged against international standards and best practices. With expansion, workforce diversity, and the new nature of organizations, the focus is the human factor (Aman, U.,2020). Additionally, in the last five years, because of the pandemic period, the big challenge for HRM was to find new ways and practices to carry out the hospitality needs, the guest's satisfaction, the employee's retention, weel-being and turnover. The hospitality industry requires a lot of workforces to function, to offer qualitative services. Currently, Hilton Hotels Chain provides 159000 employees worldwide. People are a significant source of competitive advantage; organizations adopt many policies and procedures to find and keep their talented employees for a long time:  
     1. Recruitment and selection are the first function of HRM, acting as a backbone of any organization (Dwesini, N.F.,2019). As a result, employee retention has appeared as one of the key drivers of the organization's success. This is the reason, recently, the industry has started to focus on hiring from university placement programs.; but they are not successful in keeping these fresh graduates, because the internal culture does not fulfil their needs. (“Challenges and Strategies for Employee Retention - ProQuest”) There is no focus in post-hiring promise. This shows that their recruitment and selection process is not effective, which is what is causing the high rate of turnover rate in the industry. Another trend is online recruitment from platforms like LinkedIn, based on specific criteria like skills, competencies, training, degrees, or experience. AI for preselection process is a new instrument who helps in the last years HRM in recruitment and selection processes. 
     2. Autonomy and feedback are the remaining two factors required to make a job meaningful, motivate employees to take responsibility and contribute through better performance, reduce turnover, and conduct employee retention and satisfaction.
       
    3. Performance is the 3rd wave used in the last years more often in the hospitality industry. Performing multiple roles within the hospitality business enhances flexibility, improves employees' skills, and ensures a smoother operation during peak time of short staff or shortages.
    4. Also, in the past years companies have focused more on professional and  personal development and growth of employees, by offering more support through online training or renewed qualifications, well-being support lines, better and more open communications through 1-to-1 meetings, create an work-life balance, job rotation, sustainable and positive work place and finally, a compensation and benefits system for employees. 
      Understanding trends changings, economy fluctuation, and the link between investing in their employees and guests' satisfaction, HRM can implement effective strategies who can enhance not only employee's satisfaction, but also service quality and guests' satisfaction, and overall organization performance and long-term stability and sustainability in the hospitality industry.
           The emergence of different work modes in the hospitality industry has been influenced by several factors such as:
 - technological advancements,
 - changing customer preferences,  
 - the need for flexibility in operation.
           In the last five years, by pandemic period and governmental restrictions and legislations, HRM had the challenge of finding ways and procedures to implement and adapt to the new economic and social changes and in the meantime to maintain the organization's standards:
1.  “Remote work” mode. With the advantages of technology, many hospitality industry professionals can now work remotely. This work mode allows employees to work from anywhere, providing flexibility and reducing the need for physical office space.
2. “Gig Economy” mode has also made its way into the hospitality industry, where individuals work on a freelance or contracted basis. This mode of work allows for flexibility in scheduling and enables businesses to access a wide range of talent.
3. “Flexible Scheduling” mode: Hospitality Businesses are adopting flexible scheduling practices to accommodate the diverse needs of their employees. This includes options like part-time work, job sharing and flexible hours, to improve work-life balance.
4. “Hybrid Work”: Some hospitality businesses are implementing hybrid work models, where employees have the option to work both remotely and, in the office, especially after the pandemic times, when most of employees who was in the “remote work” had to return in offices and this was done gradually. This work model combines the benefits of remote work with in-person collaboration.
5. “Task-Based Work”: This work arrangements are becoming more common in the hospitality industry., where employees are assigned specific tasks or projects rather than traditional roles. This way of working allows for greater specialization and efficiency in operations.
6. “Cross-Training” employees to perform multiple roles approach enhances flexibility, improves employees' skills, and cover all service operations needed in a shortage situation or restrictions (pandemic times).
7.  “Humanlike robots” employees as frontline staff. The benefits of incorporating automation and robotics are enhanced efficiency and customer service.
 These different work modes in the hospitality industry reflect the industry’s adaptability to changing environment trends and the need to remain competitive in a dynamic market. Overall, HRM had to emerge diverse types of work modes to adapting to changing environments, integration of technology, to face the crisis management strategies, to pay more attention of employee well-being, engagement, commitment, and career success factors. (Muller, C.,2020)
The last few years have been a big challenge for the hospitality industry because of the pandemic crisis. 




·  According to a study by the Portuguese Restaurants and Hotel Owners Association (AHARESP, Lisboa,2020), 75% of restaurants stopped working for about two months, and only 25% were partially active, using takeaway and/or delivery (Madeira A.,2020); 70% of them would not be able to pay their salaries if there was not timely government support. 30% of the companies were considering insolvency, and 60% clearly state that the governmental support is not adequate to their needs and indicated the non-refundable fundings as a priority. This study also affirms that the impact on employment and invoicing was tremendous and that it was necessary to determine more complete measures for direct support to companies' cash-flow so that they can survive and maintain their workforce. 
· Chefs like Joan Roca, who head the kitchen of the 3-Michelin-start restaurant El Celler de Can Roca in Spain, says that the solution for the moment is to rethink the business model and to offer low-priced menus so that they can survive (Elejabeitia, Roca G.J.,2020).
· The restaurant Noma, 2-Michelin-star, in Denmark, once considered the best restaurant in the world and owned by Chef Rene Redzepi, has been transformed into a wine bar that sells hamburgers to survive (Brehaut, L., Toronto,2020)
· Martin Berasategui, who owns the Martin Berasategui 3-Michelin-star restaurant in Spain, among other starred restaurants owners, agree with the measures that have been taken, stating that the biggest challenge is for consumers to lose their fear of going back to restaurants (Sole,C.Martin Berasategui,2020).
· For Jose Avillez , the highest-profile Portuguese chef, who oversaw the 2-Michelin-star restaurant Belcanto in Portugal and employes around 500 workers in the various restaurants that he owns, the restaurant , hotel and tourism sectors, in general, will take a long time to recover after pandemic crisis, and he was sure that the concept of luxury in the restaurant business was certainly changed(Calvao, D. Jose Avillez,2020). 
· Another study carried out on strategies to deal with the crisis of fine dining restaurants in Germany states that the most appropriate measures were takeaway service, selling vouchers, the closure for maintenance works, and /or the use of solidarity campaigns (Wilkesmann & Wilkesmann, Dormund,2020)
· About post pandemic socio-economic situation organizations used strategies for recovery, for reinforce the intention of the employees to restart the activities as if it first day, with all that implies: fear, dedication, care, and a great will to win, to keep the team and start at full strength and to launch new services. On the other hand, recovering old customers and capturing a new “target public” through product innovation and new forms of service were also widely mentioned in the reports. (Madeira, A.,2020)
· Another aspect that the post pandemic studies emphasized was the need to reinforce investment in communication through advertising on social networking and the strategy to enhance corporate marketing activities. 
· Finally, many entrepreneurs see the need to increase the number of hours of service to increase the average number of meals while maintaining the quality of the service in restaurants. 
       The concern with the maintenance of jobs, among the government measures that are considered most appropriate, reveals important social commitment as a lesson for the future associated with a view of the post-pandemic period, but also with new opportunities. (Madeira A, 2020).The relationship between economic growth and tourism is not stable over time and is highly depended on unique events such as “Covid 2019”, or “Great Recession” of 2007, which turned into a debt crisis in 2010.It also known that long-term holidays are more resistant to crises, while shorter holidays are more resistant to on/off events(Bronner,F.,Hoog,R.D.,2017).To analyze the socio-economic consequences impact of such unexpected events on the hospitality industry, businesses must be aware and concentrate on workforce protective measures. Numerous studies show that Hilton Corporation understood and adapted its procedures and regulations to be prepared for any circumstances:



· The study by J. Zhang (2020) explores the structural relationships among employee autonomous motivation, job performance, and satisfaction at international hotel chains China. (Zhang J.,2020) This study specifically mentions the Hilton brand.
· P. Zientara, P. Bohdanowicz- Godfrey, C. Whitely, Maciejewski G., 2020 discuss Hilton’s corporate responsibility management system called “Light Stay”, focusing on sustainability performance measurement. This system influences employee performance and management practices within Hilton. 
· C. Reidhead (2020) examines the impact of organizational culture on employee satisfaction at Hilton Hotel in United Kingdom. The study links high-performance organizational culture with talent management, which can significantly affect employee performance and work modes within the organization. 
· E. Lamo (2019) conducts a case study on Hilton’s company culture, emphasizing the importance of employee satisfaction for customer experiences. 
· R. Ma (2021) discusses human resource management in multinational companies from the perspective of Hilton Hotels. The study highlights Hilton’s adoption of cross-training and job rotation modes who demonstrate a proactive approach to human resource management.
· E.E. Makarius, AM Dachner, RM Paluch, and J Pedde (2024) explore talent management practices to support a climate for career mobility, including partnerships with platforms like Udacity for employee training, which have a significant impact on employee performance. 
By implementing such practices, Hilton can enhance employee skills, promote career development, and optimize workforce performance across its multinational operations. Overall, the implications of these implementations are to retain top talents, boost employee's engagement, and drive organizational performance. Hotel Hilton can enhance employee's performance, satisfaction, and organizational culture, talent management, and career development opportunities. By aligning these aspects with its employee performance management strategies, Hilton can create a conducive work environment that fosters employee growth, engagement, and success.
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