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[bookmark: _Toc167798005]Introduction:
The study wants to analyse Hilton Hotels as it exemplifies excellence in contemporary hospitality, where staff commitment and client contentment are exceedingly valued. Established by Conrad Hilton in 1919, the brand has gained global recognition for its opulent lodging options and exceptional guest services (Christiansen, Branch, & Karmowska, 2020). Like any other enterprise, Hilton Hotels is confronted with the challenges posed by economic and social transformations, irrespective of its tenure. Changes in society and the economy are among the factors that influence HRM worker dynamics and performance evaluation. Recent occurrences, including the COVID-19 pandemic, have illustrated that organisations must adopt novel strategies and adjust their operations accordingly in the face of extraordinary obstacles. Several factors influence the dynamic external environment in which Hilton Hotels operates. Hilton utilises the PESTLE analysis to evaluate the macroenvironmental factors that impact the company. 
[bookmark: _Toc167798006]PESTLE Analysis:
The PESTLE Analysis for Hilton Hotel is as follows:
Political: Government policies and international political stability influence Hilton Hotels' HRM operations. Taxation, trade regulations, and the stability of the government all influence Hilton's financial success and expansion opportunities. COVID-19 greatly affected Hilton, causing it to lose market share and revenue. 
Economical: Various economic indicators, such as the rate of GDP growth, inflation, and currency exchange rates, influence both mobility and expenditure. COVID-19 reduced travel demand, negatively affecting Hilton's occupancy and profitability during the pandemic. Additionally, fluctuations in currency exchange rates affect Hilton's international operations and finances (Maheshkar & Sharma, 2018). 
Social: Consumer trends and preferences influence the demand for hospitality services. Demographic, cultural, and lifestyle changes influence travel preferences, lodging options, and service standards. Hilton must appeal to a diverse consumer base, including Millennials, Baby Boomers, and Generation Z, with distinct values and preferences. 
Technological: Data analytics, automation, and digitisation have all contributed to the transformation of the hotel industry and HRM. Technology integration can significantly enhance Hilton's functioning, elevate guests' satisfaction, and increase overall productivity. Hilton can retain and attract guests by providing contemporary hotel amenities, smartphone check-in, and individualised service. 
Legal: Hilton operates by the law, compliance, and regulations (Abramson & Moran, 2018). Human resource management, health and safety, data protection, and employment legislation influence Hilton's corporate governance and processing of consumer data. To protect its standing and avoid legal repercussions, Hilton is required to comply with all applicable laws. 
Environmental: Concerns about climate change and the preservation of natural resources motivate Hilton Hotels to emphasise environmental sustainability. To mitigate its ecological impact, Hilton must implement sustainable practices. By procuring sustainable products, optimising waste management processes, and implementing energy-saving technologies, Hilton can enhance its standing and appeal to environmentally conscious guests. 
[bookmark: _Toc167798007]Literature Review: 
Prior investigations about performance management and socioeconomic issues in the hospitality industry have provided insights into the merits and demerits of diverse work configurations. In 2017 study on the relationship between socioeconomic factors and Hilton hotel employee performance, Deresky highlighted the significance of work-life balance, job satisfaction, and organisational support. Economic disparities and cultural differences profoundly affected employee engagement and performance in the Hilton Hotel, highlighting the need for specialised management techniques (Deresky, 2017).
The study conducted by Kim and Lee (2020) examined the impact of flexible work arrangements on Hilton Hotel’s employee engagement and productivity. The study's results indicated that employees granted greater autonomy in decision-making at work exhibited elevated job satisfaction and loyalty levels. Succeeding with the flexible work paradigm necessitated effective performance monitoring and communication in the Hilton Hotel (Hampden-Turner & Trompenaars, 2020).
[bookmark: _Toc167798008]Industry Trends and Work Modes
The outbreak of COVID-19 has shifted the focus of the hospitality industry to blending between the remote and on-site work. It is evident that currently, establishments such as Hilton have adopted flexible work arrangements to suite the changes in the employees’ preferences as well as serve organizational objectives mainly on the working conditions. Remote work has become inevitable in today’s world and due to this Hilton and other brands in the hotel industry have had to revaluate conventional work models, this created new and revolutionary approaches to management (Abubakar, Ilkan, Ai-Tal, & Eluwole, 2017).
The study devised innovative techniques for monitoring human resource management across various work types to address social and economic concerns in the Hilton Hotel. Hilton Hotel utilises performance evaluations, feedback systems, and digital monitoring technology to evaluate employee engagement and productivity across all work modes. Through training and performance evaluations, Hilton Hotel encourages employee accountability and continuous self-improvement (Hofstede, Hofstede, & Minkov, 2010). 
Christophe (2019) monitors the performance of remote personnel and provides timely feedback and support through technology. Using digital collaboration platforms and virtual communication technology for coordination and information exchange, Christophe (2019) fosters innovation and remote cooperation (Christoph & Madeleine, 2019).
[bookmark: _Toc167798009]Employee Engagement and Retention Models
Based on a literature review of the researches, models such as the Gallup, Kahn, AON Hewitt, and JD-R frameworks can be useful for understanding factors influencing engagement and turnover. Such initiatives as satisfaction with the job, quality of working life, and opportunities for the career advancement influence Hilton and other hotel chains positively by increasing employees’ dedication (Anderson, 1992).
[bookmark: _Toc167798010]The Gallup Model:
It is implemented to increase employees’ engagement, the Gallup Model involves feedback and rewards as its primary components The Gallup Model focuses on the elements that include expectations and assignments, therefore grounding on the regular assessments and changes to improve engagement.
[bookmark: _Toc167798011]The Kahn Model:
Although the Kahn Model does stress meaningfulness by focussing on the interpersonal and intrapersonal psychological state of the employees, it is necessary to highlight that engagement, based on the Kahn’s definition as the establishment of the self with reference to work roles, is a process that assumes psychological safety at the core of meaning-making.
[bookmark: _Toc167798012]The AON Hewitt Model:
The AON Hewitt Model emphasizes the executive focus and leadership, and such drivers as leadership, management, communication, performance management, and culture, with a special attention to leadership behaviors and their impact on engagement.
[bookmark: _Toc167798013]The JD-R Model:
Here, effective job demand management and provision of resources, according to JD-R Model, indicates that appropriate management of the sources of stress for employees as well as ensuring adequate resources for employee work can benefit employee well-being and enable high levels of performance, providing an avenue for seeking stressors and designing work.
[bookmark: _Toc167798014]Case Studies
The study shows that Marriott, IHG, and Radisson have adopted various techniques for EP Management in the three work modes. Marriott pays great attention to feedback programs and recognition, IHG provides training and promotion opportunities for its staff, whereas Radisson claims to create a healthy work-life environment for its employees. These brands demonstrate that concepts of strategic management can significantly benefit from specialized strategies when dealing with employees and organizational goals  (Aggabao, Burton, & Fermin, 2016).
The report shows that Hilton Hotels can surmount these challenges by synthesising customer-centric management practices with technological advancements. Investing in employee training and development is an unquestionable method for increasing output in any circumstance. Regardless of geographical location, the fundamental pillars of a high-performing team culture are trust, transparency, and effective communication. Hilton Hotels seeks to enhance its understanding of staff behaviour and may succeed with performance management and data analytics solutions incorporating artificial intelligence (Ahmad, 2003). Big data enhances strategic planning and decision-making by providing valuable insights into trends, patterns, and improvement opportunities. 
The study shows that by considering the convergence of socioeconomic challenges, technological advancements, and organisational dynamics, a comprehensive strategy is necessary to successfully integrate numerous work modes into the Hilton Hotel. Hilton Hotel can ensure long-term success by embracing innovation, collaboration, and adaptation while addressing current workplace issues (Brendon & Alan, 2005). 
Zomerdijk (2007) outlines five essential characteristics of hospitality-specific corporate culture: cohesion, social motivation, continuous induction, human resource management approaches, and work norms. The undertaking is beyond the capability of any one person to accomplish with success; therefore, collaboration will be necessary. Due to its emphasis on interpersonal connections, the hospitality sector is predominantly driven by social motivation (Zomerdijk, Leonieke, & Jan, 2007). 
Hilton Hotel managers can provide more precise information, assurance, and practical standards regarding organisational objectives, limitations, and responsibilities to enhance communication with new and existing employees. Hilton illustrates various business cultures that highly regard purpose, vision, and values declarations. Its uniqueness stems from its meticulous integration of concepts into routine operations. By generating genuine experiences for visitors, prospects for team members, value for owners, and a beneficial impact on the communities, Hilton aspires to establish itself as the preeminent host organisation globally (Wood, 2013). 
Demonstrating a steadfast commitment to globalising hospitality, they consistently surpass the anticipations of every client under their care. The appellation HILTON embodies hospitality, honesty, initiative, collaboration, personal responsibility, and the inclination to live in the present moment. Each offers a degree of clarity. Hospitality is the practice of establishing an atmosphere that promotes the comfort and ease of visitors. Integrity is predicated on the consistent implementation of moral principles. Leadership necessitates the attainment of distinction within one's respective field and community. Collaboration promotes the development of a communal spirit (Victor, Aguilar-Escobar, Pedro, & Julián, 2021). 
The 'no retribution' policy upheld by Hilton fosters a work environment wherein personnel are empowered to approach assistance requests or problem reports without apprehension of reprisal. Hilton's Travel with Purpose initiative aims to advance the concept of hospitality. The concept of corporate citisenship promotes the active involvement of leaders in community development. Individuals who participate in the Travel with Purpose Global Participation Programme may volunteer during the Global Week of Service. It is reasonable for guests and employees to anticipate cordial service from Hilton (Tsao, 2018). 
By examining and managing PESTLE challenges, Hilton can effectively mitigate risks, seise advantageous circumstances, and sustain competitiveness within the worldwide hospitality sector. Hilton must prioritise adaptation, sustainability, and innovation to remain competitive in the ever-changing industry of today (Damiyana & Dina, 2020).
[bookmark: _Toc167798015]Conclusion:
[bookmark: _GoBack]The research indicates that human resource managers in the hotel industry encounter many complex obstacles and opportunities in their efforts to supervise and assess employee performance across different work contexts; socioeconomic factors significantly influence this. The study's results indicate that economic imbalances, technological advancements, and cultural norms significantly influence the Hilton Hotel's employee engagement, motivation, and productivity. Numerous factors, including alterations in demographic characteristics, socioeconomic disparities, and cultural conventions, impact employee engagement, motivation, and output (David Gilbert, 1998). In situations where economic and social disparities negatively affect employee satisfaction and productivity, it is imperative to implement adaptive management strategies. The HR specialists must tailor the management approach to the particular requirements and inclinations of the staff in the Hilton Hotel. Developing an organisational climate that fosters employee support and facilitates individual growth, irrespective of work approach, requires flexibility, awareness, and ingenuity.
[bookmark: _Toc167798016]Recommendations:
· Adapt the management style to the specific requirements and inclinations of the personnel, irrespective of their preferred method of work (Deakins & Freel, 2009). 
· To enhance productivity, providing each employee with personalised assistance through guidance, educational opportunities, and resources is advisable. 
· In distributed work environments, leverage technology to enhance collaboration, performance monitoring, and communication. Enhance communication and feedback by implementing performance monitoring systems, virtual communication platforms, and employee engagement applications in the Hilton Hotel. 
· By adhering to these principles, hotel HR professionals can enhance performance management and monitoring across all work modalities, particularly in light of social and economic challenges. Organisations have the potential to facilitate employee success in the dynamic hospitality industry by promoting flexibility, ingenuity, and holistic welfare. 
· Promote an equilibrium between professional and personal spheres, assist staff members in mitigating fatigue, and furnish mental health support services. 
· Enable employees to exercise greater autonomy in determining their work schedules, permit them to operate remotely, and integrate wellness initiatives to enhance their mental, emotional, and physical welfare in the Hilton Hotel (Deresky, 2017). 
· As an expression of the employee's dedication to ongoing development and feedback, ensure that the staff is regularly evaluated on their performance, provided with constructive criticism, and offered avenues for career progression. 
· Proficient development, mentoring, and coaching initiatives facilitate individuals' professional and personal growth. 
· Furthermore, diversity and inclusion initiatives should be established to foster an environment where every employee feels valued and included. Establishing an organisation-wide framework of policies, regulations, and processes that promote and prioritise diversity, justice, and inclusion is essential (Dewi & Fardinal, 2021). 
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