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INTRODUCTION AND BACKGROUND 

Hilton Hotels is well-known brand in hotel business and symbol of luxury and ease around world. Hilton has always changed to meet needs of market by adding new names that appeal to different types of travelers. Due to changes in economy and society, types of work that are available in hotel industry have changed lot in past few years. goal of this plan is to look into how these forces affect how Hilton Hotels handle staff performance. Hotel business is starting to use more open work plans, mixed work along with other types of work arrangements (Pathak et al., 2023). This makes it harder to manage employee performance well. Variations in economy, changes in population along with new technologies all have big effect on way people work together and, in turn, on how performance management methods are used. goal of this plan is to look into how socio-economic factors interact with various work styles to impact how Hilton Hotels handle and keep eye on their employees.
DISCUSSION/LITERATURE REVIEW
Socio-Economic Factors in PESTLE Analysis:
PESTLE analysis is way to analyze and evaluate factors outside of organization that can have effect on it. big part of this study is socio-economic factors, that include many things that affect business world's social and economic environment.
· Cultural norms are foundations on that employees in service industry should behave and what is expected of them. These rules say what actions are okay, how to talk to each other along with how people should interact with each other at work. They shape culture of company and have impact on how performance is managed (AlDhaheri et al., 2023). In societies with strong hierarchies, for example, standard top-down methods of judging success may be norm. On other hand, in societies with more egalitarianism, feedback systems and decision-making processes that involve everyone may be given more weight.
· In hotel business, how income is distributed in society has big effect on how motivated, happy along with productive workers are generally. Unfair differences in income can make people feel even worse about their situation and lower their mood, that can lower their motivation and performance. In contrast, fair pay systems and chances to make more money can be very motivating, keeping employees loyal and dedicated to organization's goals. 
· Levels of education are another important socioeconomic factor that affects how employers handle employee success in hotel industry. More schooling usually means better skills, ability to think critically along with ability to change, all of that are important for success in fast-paced business (Mahmood et al., 2023). Due to this companies may spend money on training and development programs to improve skills of their employees and encourage culture of lifelong learning, that will make company more competitive and improve employee performance. 
· People's social mobility, or ability to move up or down social ladder, also affects how they act and think as restaurant workers. How employees see their chances of moving up in their careers can motivate and interest them, creating environment of desire and success. Lack of opportunities for growth and staying same can, on other hand, make workers unhappy and disengaged, that can hurt performance management and overall usefulness of organization. 
Industry Trends: Retention Rates, Turnover along with Work Modes:
· This is mostly due to rise of new ways to work. business has had high change rates in past because of things like changing seasonal demand, tough competition along with difficult work conditions. conversely use of different work styles has brought both possibilities and problems when it comes to keeping employees. use of mixed work arrangements and open plans is one of main industry trends that affects retention rates. Technology improvements have made it possible for many people to work from home. As result, many hotel companies have adopted mixed models that let workers work both from home and on-site (Al Zeer et al., 2023). This gives workers more control over their plans and improves their work-life balance, that could make them happier with their jobs and lower dropout rates.
· Employees in hotel industry are now more interested in flexible work options that fit their personal and professional lives. More and more workers are choosing flexible plans, like shorter workweeks or split shifts, so they can balance their work with family duties or other hobbies (Ng et al., 2024). Hospitality companies can keep their employees longer and build more involved and dedicated team by respecting these tastes. Different types of work styles, on other hand, make it harder to manage employees' performance well. In mixed work setting, where workers may work from home or in office, it can be hard to make sure that communication, teamwork along with responsibility are all constant. Supervisors may find it hard to keep eye on their workers' work and give them comments on time, that could cause breaks in performance and efficiency.
· The lack of clear limits between work and personal life in flexible work situations can make it harder to control performance. Employees may find it hard to stay focused and follow through with their work when they work from home or outside of normal business hours, that could affect their total performance and productivity. Hospitality HR teams need to come up with new ways to handle performance, like using technology and setting clear goals and standards for online work. 
Case Studies: Marriott, IHG, Radisson:
Leading hotel chains like Marriott, IHG (InterContinental Hotels Group) along with Radisson have come up with creative ways to deal with challenges of managing performance in variety of work settings, showing rest of hospitality business how to do it. 
As leader in hotel industry, Marriott International has accepted technology to make performance tracking easier for people who work in variety of ways. Marriott uses digital tools and platforms to make it easy to watch and give comments on employee performance from afar. This makes it possible for teams that work in different places to communicate and work together without any problems (Deshpande and Srivastava, 2023). With strong performance analytics and real-time data insights, Marriott can find ways to improve and give workers help they need, that makes whole company more efficient and productive. IHG has also taken complete approach to managing its employees, combining open work policies with strong systems for evaluating performance. IHG gives open work arrangements that fit each person's lifestyle and tastes because they know how important work-life balance is for their employees' health and happiness. Also, IHG has put in place performance review systems that focus on ongoing feedback and growth (Martins et al., 2023). This gives workers freedom to reach their full potential no matter how they work. IHG encourages its employees to trust each other, work together along with do their best by coordinating their performance management with their open work policies. 
On other hand, Radisson Hotel Group makes chances for ongoing learning and growth important parts of its performance management plan. Radisson supports its workers' professional growth and development by offering individualized training programs, coaching programs along with skill-building classes. This is true no matter where or how they work. By encouraging people to keep learning and be flexible, Radisson gives its employees skills and knowledge they need to do well in business that is always changing (Chuang, 2024). Also, Radisson's focus on constant growth and new ideas helps workers stay flexible and adaptable to changing market conditions, that boosts company's success and competitiveness. Marriott, IHG along with Radisson show how to handle employees' success in hotel business in best way possible across range of work types. When it comes to handling performance well, these top hotel brands show dedication to quality and innovation by using technology, implementing flexible work policies, or putting emphasis on employee growth (Rockett, 2023). Other hotel businesses can improve their performance management and give their employees tools they need to achieve in today's fast-paced business world by studying their strategies and methods.
Employee Performance Management in Different Work Modes: 
In order to deal with these problems, Hilton uses digital tools to keep track of employees' work. This way, managers can see how employees are doing and give them feedback right away, no matter where they are (Joshi, 2023). Regular check-ins, like video meetings or contact tools, let managers stay in touch with remote workers, address any concerns along with give them help they need. Also, Hilton puts lot of effort into tailored training and development programs to make sure that all of its workers have skills and tools they need to do well in their different types of work. Hilton encourages employee motivation, confidence along with productivity by engaging in skill-building programs and chances for constant learning. This is true for employees who work on-site or from home (Madruga et al., 2024). In general, Hilton knows how important it is to change way it manages performance to meet changing needs of its employees. Hilton makes sure that workers stay involved, inspired along with productive in variety of work settings by using customized strategies and technology to make contact and feedback easier.
Evaluation 
Hilton Hotels' decision to offer open work schedules and chance to work from home shows that company is committed to being fluid and putting employees first in response to changing nature of work. By allowing different ways to work, Hilton shows that it is willing to adapt to changing wants and needs of its employees. Hilton's use of digital tools for tracking performance is smart move to make sure that performance management is open and accountable across all work modes. By putting performance data and measures in one place, managers can easily see how their employees are doing, see where they can improve along with give them specific help when they need it. Regular check-ins make it easier for managers and remote workers to talk to each other and work together, making everyone feel connected and involved even though they are physically far away. Also, Hilton's focus on tailored training and development programs shows that it wants to give workers tools they need to do well in their own work styles. By putting money into chances for ongoing learning, Hilton gives its employees skills and knowledge they need to do well in business that is always changing. Not only does this preventative method improve staff performance, it also helps organization be more successful and competitive in long run. However, Hilton may have trouble making sure that workers are treated equally across all work styles and that performance standards are always same. Different people may not have same access to resources, chances to move up, or exposure within organization. This means that performance management methods need to be constantly checked and changed.
CONCLUSION 

From above information it can be concluded that Hilton Hotels' decision to offer open work schedules and chance to work from home is smart reaction to how work is changing. Hilton shows it wants to improve performance management across range of work types by using digital tools, encouraging open communication along with spending money on employee growth. Hilton needs to keep changing its policies and strategies to meet changing needs of its employees and make sure that all of its workers are treated equally, no matter how they work. Hilton can be star in flexible performance management in hotel business by putting emphasis on employee involvement, growth along with well-being.
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