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[bookmark: _Toc147318929][bookmark: _Toc159057087][bookmark: _Toc135819912]Introduction
Today, businesses face unprecedented transformation in how they arrange their working environments, and this phenomenon, in particular, is seen the most in the industry of hospitality. This study scrutinizes sociologically and economic forces that affect the practical management and assurance of performance monitoring through the lens of Hilton Hotel, which is one of the significant partakers in the hospitality sector.  
Hilton Hotel, recognized for its tradition of elegance and offering the best guest experiences worldwide, has a network all over the world of hotels and resorts (Hilton, 2023). As a company that is worth acknowledging, Hilton is a symbol of the hospitality industry that has been in the business for decades and is highly sought after for top-quality services.
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Figure 1: Hilton Hotel Annual Review (Hilton, 2022)
Feasibility of Different Work Modes in Hospitality
As one of the consequences of the changing workforce characteristics, the consideration of various work modes is one of the relevant issues for hospitality companies. Practicality comes with a key characteristic of model change depending on market trends, the requirements of the customers, and cultural factors. The hospitality industry, which was usually located at on-site hotels, resorts, and other accommodation centres, is now looking to include flexible, hybrid, and office work modes.
Identification of Current Issues 
The aftermath of losing jobs to automation means more difficulties in terms of managing work and supervising employee performance at Hilton Hotel and across the hospitality industry. Managers used to the managerial range for on-site jobs are often not trained to work comfortably for flexible or hybrid job formats (REIS, 2023). Problems like communication hindrances, performance evaluation difficulties, and conducting employee well-being, require attention and involve system exploration.
In this regard, a vice that business entities must avoid is the failure to recognize the role of socioeconomic factors in this context. The complex values between society and the economy determine how different times, processes, and systems in the hospitality industry are eventually successful. Throughout the last five years, the Hotel management industry has seen a profound change in work modes. The advent of hybrid work models, flexible working schedules, and creative office settings has led to the flexibility of work not only in the hospitality sector but also in more sectors (REIS, 2023). It will be the topic of the second research segment.
Industry trends
The trends of retention and turnover in the hotel industry, which are a dynamic depiction of staff recruitment and losses are a figurative story. The rate of employee turnover in the British hotel business was noted to be 30.3% in 2022, whereas this was exceptional for the field (Crowther, 2023). Yet, retention rates and turnover rates remain the main factors under discussion, as companies aim to keep their employees content and decrease attrition levels. On top of this, there is a trend of automating and implementing AI to produce efficiency in the field of check-in procedures, reservation, and individualization of guest service. Sustainability activities are flourishing while eco-consciousness among hotels has uprighted with their selection of eco-friendly and green technologies that minimize their negative impacts on the environment.
[bookmark: _Toc159057088]Discussion
In this research, “The Effect of Socioeconomic Factors on Employees’ Performance”, the literature on the topic of this research and current studies will be reviewed. This part gives the synthesis of the relevant research and confirms the leading international brands like Marriot, HYG, or Radisson, trying to resolve issues found in different work modes.
[bookmark: _Toc159057089]Previous Research and Findings
The studies which came up in the air are multiply dedicated to the socioeconomic factors and their impact on performance management activities that have shown the link as complex. Research by Crouch and Ritchie (2019) steers through the fact that the environments should be made supportive as well as inclusive to all flow of work modes, allowing at the same time, continuation of office productivity and workers’ satisfaction. The issues concerning the social and economic backgrounds of hotel staff have been responded to with increasing interest by researchers in their performance. 
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Figure 2: Most Important Factor for Job Satisfaction (Flynn, 2023)
Wage Disparity and Job Satisfaction: According to Green and Zhou (2019) the problem with wages and wage gap are major factors in the decrease of employees' job satisfaction and performance at hotels. Uneven income usually induces financial crises, which, in turn, weakens the employee’s motivation and shows itself in their reduced engagement in work (Card et al., 2012). Among others, the acceptance of fair compensation policies and wage parity stands as one of the key components for staff happiness, which may also lead to work efficiency.
Work-Life Balance and Family Commitments: Experts say that workers in the hotel coordination process who deal with the tension between family life and their demanding jobs usually have problems (Iqbal, Guohao, and Akhtar, 2017). Long-lasting work hours can interrupt childcare or elder care responsibilities, which use time and so impact employees' involvement in a company's affairs. Flexible working arrangements, daycare resources, and meal schedule adapting can relieve this pressure off employees, and in turn, more work efficiency could be seen.
Educational Attainment and Career Development: A positive relationship between education and job performance is highlighted by the research mentioned here (Iqbal, Guohao, and Akhtar, 2017), but on the other hand, on-the-job training and skill development are of utmost importance regardless of educational background. The hotels can now narrow this gap by running training programs that are all-encompassing and career development opportunities that create a learning culture which is knowledge-driven and empowers employees and, in turn, helps to unleash their full potential and more as the case may be.
Social Respect and Workplace Integration: Being an integral part of a work environment crowd-sponsorship will foster employee development (Massenberg, Spurk, and Kauffeld, 2015). Social isolation and discriminative form based on socioeconomic backgrounds may be the reason why the involvement and performance of volunteers in such groups are reduced (Uchino, 2018).
[bookmark: _Toc159057090]Examination of Different Work Modes in Hospitality (Past 5 Years)
In the last five years, the hospitality industry has been moving away from traditional work modus operandi to entirely new work patterns. The classical on-site working mode is no longer a requirement. Nowadays, hybrid, office, and agile working are the tailored arrangements. This trend is emerging as a result of the deployment of technologies, evolving employee satisfaction standards, and the growing requirement for organizations to maximize performance effectiveness. Chih and Zwikael’s study (2015) highlights the role of targeted communication, shared goals, and frequent performance feedback for the setup of a successful framework. Advanced technologies, including performance tracking software and virtual collaboration tools, make all the disparity between on-site and remote workers vanish by ensuring that there is real-time monitoring of operations; hence, the flow of information between on-site and remote teams is smooth.
[bookmark: _Toc159057091]Examples from Leading Hotel Brands:
Hilton and Marriott, IHG, and Radisson are converging to the same appeasement by adapting broadly accepted work modes. The two share a similar philosophy of adapting to the pace of market shifts and new employee choices. A good example of how to apply this is the one developed by Marriott which uses advanced performance monitoring systems that leverage technology to track employee productivity and engagement whether they are in the office, home, or another location (Inc, 2022). In a similar mode, the IHG has adopted scheduling options and introduced employee feedback systems to boost performance levels in hybrid work environments. Radisson's strategy aims to build an environment of accountability and transparency, thus instilling the employees a sense of personal ownership of their performance, be it job modalities before or after the pandemic(Radisson Hotel, 2022).
[bookmark: _Toc159057092]Potential Solutions
To effectively manage employee performance across different work modes, several strategies and solutions have been proposed: To effectively manage employee performance across different work modes, several strategies and solutions have been proposed:
Technology Integration: Adopting modern technological devices and the sideline of software programs could ease the processes of monitoring and evaluation of performance. For example, such tools help to keep abreast with the performance indicators, will make remote working easier, and provide priceless information on employee productivity and workplace relationships.
Flexible Performance Metrics: While having clear performance goals is crucial, organizations need to change how they assess performance as well. The changing work conditions and diversity of the teams in hybrid and flexible work arrangements need to be accounted for while measuring the output. This approach guarantees that there would be no unfairness or misjudgment displayed in appraisals, taking into account the personal preferences and work styles of individuals under consideration (Crouch and Ritchie, 2019).
Training and Development: Implementation of these training and development plans can only achieve the goal of making the workplace suitable for staff to get the necessary skills and competencies especially if they have different cultures. Sharing detailed guidance about remote work policies, time management techniques, and communication teachings encourages employees to contribute their part efficiently and effectively, no matter their work mode (Iqbal, Guohao, and Akhtar, 2017).
Enhanced Communication Channels: Whether it is for placing collaboration, transparency, or accountability, the communication between the off-site and in-site teams should be simple and smooth. Using online platforms, organization of team meetings as well as providing feedback exposes a way of better information passing and alignment of organizational objectives.
Promotion of Work-Life Balance: Keeping a healthy and balanced life for employees and their work is the first and foremost in ensuring the effectiveness of performance management. Creating a supportive environment that includes flexibility in schedules, wellness schemes as well an open and inclusive organizational culture positively impacts employee engagement and productivity (Iqbal, Guohao, and Akhtar, 2017).
[bookmark: _Toc147318939][bookmark: _Toc159057093]Evaluation and Conclusion
This report has shown the way socioeconomic matters sense affect the monitoring of employee conduct and the implementation of performance principles across the hospitality industry. The report analyzed a case study of a renowned hotel brand, Hilton, in which the key challenges presented were; limited communication channels, assessing remote workers' performance, and ensuring employee psychological well-being in a hybrid work environment. This analysis yielded the conclusion that the presence and the magnitude of macroeconomic factors are the key determinants for the profitability and operation success of all hospitality firms. Political, economic, social, technical, natural, and legal conditions affect the status of a worker, the resource budget, the working method, and the communication channel - these are the primary elements that matter to labour productivity. Industries identified around employee retention and attrition are a clear call for improved working conditions - having a problem-solving, supportive environment where chances for development are created and rewards are competitive.
The review of the literature showed that it isn’t a one-dimensional situation; socioeconomic status heavily affects employee performance. Among its developments, hotel managers must ensure equal payments, workload balance, employees’ education level, integration, and digital access as the most influencing items to allow co-workers to succeed. The review of the work modes over the last five years has traced the changing of the mode of work to facilitate remote work, flexible work, and work-at-home arrangements that are not only powered by technology but also graded by employee expectations and adaptive business needs. This transition requires designing new communication channels, strategic alliances, and monitoring of performance harnessing the use of digital tools such as mobile apps and platforms. A look at the top hotel brands’ best practices suggests common traits of flexible work arrangements, advanced productivity monitoring technologies, feedback loops, and training to improve work accountability in multifarious work environments. Potential solutions may incorporate the deployment of technology for easy and smooth tracking systems, adopting flexible measurements of success, extended learning and growth, active communication channels, and emphasizing the employee's psychological well-being and work-life balance.
In conclusion, as work in hospitality evolves and new ways of doing things emerge, the people management practices used by management need updating to ensure the ongoing growth of employee's performance, at all levels. The Organizations that take the plunge into technology-enabled systems, organize telecommunication infrastructure, integrate the newest metrics adaptive to an ever-changing work environment, and focus on their employee's growth and well-being will gain the edge over other organizations in maintaining a well-productive talent across in-office hybrid or a remotely working setting.
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