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[bookmark: _Toc168603078]Introduction and Background
Hilton Hotels & Resorts, widely recognised as a global brand representing luxury, quality and leadership, is the main subject of this research proposal. Hilton is recognised as a pioneer in the hospitality industry with a long-standing track record of almost 100 years. They operate a diverse collection of hotels and resorts, the majority of which are spread around the world. From the legendary signature hotels like the Waldorf Astoria to the lifestyle brands like Hilton Garden Inn, Hilton provides a host of tastes and options to satisfy the different guest types and preferences  (Hilton Corporate, 2024).
[bookmark: _Toc168603079]Socio-Economic Factors
Social-economic dimensions consist of various influences shaping the Hilton's entire working environment and its staff. Economic fluctuations which can be manifested by recessions or economic downturns can result in changes in consumer spending behaviour and low occupancy rates that can lead to a decline in the revenue streams for hotels. Social tendencies, including dynamic population and customer requirements, can prompt changes in guests' expectations and services in a restaurant. Technological advancements have come up with novel ways by which guests enjoy the services of the hospitality industry; thereby this necessitates the utilisation of new avenues for service delivery and training of the employees (Atef and Eissa, 2021).
[bookmark: _Toc168603080]Industry Trends
There have been remarkable changes in hospitality industry retention and turnover rates from a society-wide socio-economic standpoint. Organisations make employee retention strategy the major priority of Hilton and many other hospitality brands. Attrition continues to be the main wrangle in retaining people, especially on the frontline with high turnovers being attributed to seasonal demand and few career growth opportunities (Armoti et al., 2023). 
This is true from the socio-economic perspective of hospitality industry retention and associated turnover rates in the society. It has become a trend in various organisations to put into consideration employee retention strategy as shown by Hilton UK and so many other hospitality brands in UK. Staff turnover remains a key factor with organizations struggling to retain talent especially in the frontline where churn rates are often above 70% the latest information showing. Seasonal demand exacerbates work to family conflict and is partly responsible for this problem (Ette, 2024). Although the industry is actively considering and implementing options for telecommuting and other forms of flexible workplace for back office positions, the front line positions remain largely deskbound and requiring physical presence at the work place, this may lead to a gap in the level of employee contentment. A recent study conducted by indicates that more than 60% of hospitality employees in the UK are likely to remain employed if their employers offer flexible working arrangements (The Caterer, 2024).
[bookmark: _Toc168603081]Emergence of Different Work Modes
Within the last few years, the hospitality sector has undergone an amalgamation of various working models, due to the effect of socio-economic and technological factors. Work settings have changed to a hybrid pattern consisting of working remotely and on-site while still ensuring business continuity (Velickovic et al., 2023). Therefore, employees are allowed to work remotely as they wish. The office configuration has been adapted to facilitate remote work and cooperate with the technology existing to allow for virtual communication and collaboration. Employees' flexible work times, which accommodate both personal and work-related schedules would be a popular mode. The different employees' needs and preferences would be well served this way (Ruiter, 2021).
The opportunities for working from home still remain restrained at a very low level – 5% of all hospitality positions. This is especially the case in back office functions such as a company’s administration. Contractual working and reporting arrangements have become more flexible. An analysis revealed that approximately 30% more organizations in the hospitality industry have implemented flexible working hours today compared to what was there in 2018. This enables the staff to work around childcare, education or second jobs hence may be helping in reducing staff turnover (Ette, 2024).
[bookmark: _Toc168603082]Industry Examples
[bookmark: _Toc168603083]Top hospitality companies including Marriott, IHG and Radisson have begun to bring discoveries and use creative strategies for employees' performance in various work modes. For instance, like in the case of Marriot, they have invested in digital training platforms and systems which facilitate remote work, as well as virtual collaboration. IHG employs flexible work timing and well-being initiatives aimed at achieving work-life balance and healthy employees. Radisson has integrated hybrid work options including employees' choice to work remotely or on-site depending on each person's interests and roles (Hayes, 2021).
Discussion/Literature
[bookmark: _Toc168603084]Impacts of Socio-Economic Forces on Employees’ Performance Management and Monitoring 
Belias et al (2020) identified that the effects of socioeconomic pressures on the performance monitoring and evaluation of employees in a hospitality business are ripple and multifaceted. Socio-economic forces are brought by the external dynamics that create an enabling environment for businesses, comprising of economic conditions, technological factors, changes in the population and regulatory policies. Familiarising one with these factors ensures that for the human resource professionals of the hotel, it is them that they determine the dynamics of the workforce, employee engagement and ultimately organisational performance.
Garavan et al (2021) explored that economic conditions have one of the largest impacts on performance management through their influence on the field of Socioeconomics. Economic fluctuations for instance the recessions or the periods of instability in the economy may substantially reflect on the level of demand and revenue in the hospitality industry. In bad economic times, hearths might experience less occupancy, less spending on travel and consumer goods and more competition for tourists. This, therefore, pushes tourism businesses to concentrate on the optimisation of their operational efficiency and maximising human capital productivity to ensure financial stability in tight economic times.
As per Ladkin  et al (2023), Technological advancements feature, especially when it comes to creating performance management protocols in the hospitality industry. The digital age has transformed customer interactions, service delivery and employee workflows through the introduction of a plethora of new technologies. For instance, online reservation platforms and mobile check-in apps have completely changed the preferences of guests and their expectations of services. To this end, hospitality organisations will have to provide their staff with the required technological skills and take measures to ensure that they can deliver flawless and customised guest experiences.
Guibert and Réau (2023) identified that demographical changes like shifting workplace dynamics to evolving consumer demographics, affect the performance management strategies in the hospitality industry. With a growing diversified workforce that comprises individuals from many age brackets, varied cultural backgrounds and different skills, HR professionals should therefore implement inclusive and adaptive performance management practices to be able to engage employees and boost their motivation. to fulfil the requirement of heterogeneous consumer groups through the use of performance management, hospitality companies must be in line with the guest preferences and the market trends.
As per Grefe and Peyrat-Guillard (2020), regulation and compliance factor into how the hospitality industry monitors and manages performance via its policies and practices. From enactment of employment laws and upholding employment regulations to observance of health and safety standards, hospitality companies must stick to these provisions rigorously to thwart risks and preserve the organisation's legitimacy. Camilleri (2018) identified that not only may regulatory breaches lead to legal liabilities, reputation damage and the disruption of operations, but also the necessity of developing and applying strong performance management systems and processes becomes obvious.
[bookmark: _Toc168603085]Employee management by   Hilton Hotels and Resorts in different work modes
Inkson and Minnaert (2022) identified that Hilton Hotels and Resorts, the top international hotel brand, uses the following methods to supervise employee management across multiple platforms. Considering that there are hybrid work arrangements, remote work alternatives and flexible schedules, the Hilton organisation understands the need to adjust its performance management models to meet the different needs and preferences of the workforce.
As per Ladkin et al (2023), Hilton employs electronic performance management systems that track and measure the productivity of employees in different work circumstances. Such systems enable managers to set key performance indicators, provide feedback and conduct performance appraisals remotely which keeps performance management practices fair and transparent. Through the application of technology, Hilton will be able to track employee performance in real-time, whether employees are on-site or working remotely.
As per Alreahi et al (2022), Hilton utilises virtual collaboration tools like video conferencing platforms, instant messaging applications and project management software to facilitate communication and collaboration between remote and on-site teams. Camilleri (2021) explored that these tools let the workers communicate efficiently, share information and collaborate on projects no matter where they are in the world. By tracking the employee engagement level through virtual meetings and collaboration sessions Hilton can realise team dynamics and point out areas that need improvement in the remote work environments.
Lashley (2022) identified that Hilton provides work schedule flexibility to allow employees to balance their matters with job requirements while ensuring operational effectiveness. With online time tracking systems and scheduling software, employees can choose their working hours and availability independently, encouraging employees to achieve better autonomy and work-life balance. Managers can monitor employee schedules and track attendance online and in that way, they will be able to make smart decisions concerning staffing and resource allocation. Utilising performance analytics and data insights, Hilton can identify trends, patterns and areas for improvement in employee performance working across different work modes. Hilton assesses the effectiveness of its staff management strategies using key performance indicators (KPIs) like productivity metrics, guest satisfaction scores and revenue targets. Hilton can make data-driven decisions, therefore, to optimise performance management practices.
According to Majumder and Dey (2023), Hilton creates space for their employees to discuss their experiences during work, for example, they evaluate their views on different work modes and performance management strategies. Hilton employs employee surveys, focus groups and feedback channels to obtain important information about employees' attitudes and views regarding working from home, flexible shifts and performance monitoring in remote locations. Through the staff suggestions-taking and utilisation, Hilton shows its readiness to use their employees' ideas to develop further and enhance workplace conditions of the company.
[bookmark: _Toc168603086]Potential solutions
As per Härkönen (2020), Hilton can adopt flexible performance evaluation methods that are suitable for the different work modes irrespective of the work mode converting it to remote work hybrid arrangements or flexible scheduling. Rather than being limited to traditional annual employee performance reviews, Hilton's HR professionals can offer continuous feedback mechanisms, regular meetings and peer assessments. This method enables supervisors to analyse the live performance of the employees, to detect areas of improvement and to spur the workers to achieve their goals.
Lashley (2022) identified that Hilton can benefit from tech products such as to improve the administration of different working hours. The adoption of digital performance management systems that enable remote monitoring, feedback and analytics by Hilton leads to a transparent, accountable and fair performance appraisal. Moreover, virtual communication tools enable effective communication and coordination between people located in different places, while remote and on-site teams improve productivity and collaboration.
Guibert and Réau (2023) identified that Hilton can provide comprehensive training and development programs covering all needed skills for a multi-functioning environment. Training modules on remote work good practices, Digital literacy, Time management and communication skills can help remote/hybrid working employees. Through Hilton's dedicated investments in employee development, it can build a highly productive workforce that can quickly adapt to changes in work dynamics.
Belias et al (2020) identified thatHilton could give importance to the mental health of the team members to promote effective job performance and high morale, particularly in distance or flexible working. Employing wellness programs, mental health services and work-life balance initiatives helps employees to go through stressful situations and enhances their general well-being. Having the option to choose and work schedule, receive mindfulness workshops and have access to employee assistance programs are great tools for the employees to solve stress issues and maintain the work-life balance and could probably make this sentence, to be engaged and productive.
Garavan et al (2021) explored that Hilton can devise performance recognition programs that encompass mentioning and congratulating employees for reaching their targets, being the cause of success and celebrating the milestones in one's career. Hilton can set up team channels and survey platforms which will be able to keep the remote and on-site teams connected, synchronised and free from mistrust. Continuous sharing of team meetings, one-on-one check-ups and town hall sessions creates transparency of communication and revealing of concerns or problems. Different feedback mechanisms as participants can fill the raid surveys, suggestion boxes or the anonymous reporting issue their opinions and comments and therefore contribute to capacity building exercise.



[bookmark: _Toc168603087]Evaluation and Conclusion
The research proposal investigates the effect of socioeconomic forces on employees' performance monitoring and management systems within the hospitality industry, focusing on Hilton Hotels and Resorts. Through the analysis of socio-economic elements, evolving trends in the destination, the appearance of various working modes and industry cases, this proposal has offered valuable knowledge about how the multifaceted web of factors influences employee performance management in the tourism industry. The discourse revealed socioeconomic centrality in determining this sector's manpower practice, whereby economic fluctuation, technological advancement, demography, or regulation policies instigate various working practices. The human workforce performance management and monitoring results from the multi-faceted nature of economic factors, technological progressions, demographic changes and legislation requirements which often change, therefore any success-oriented organisation in the tourism sector has to be continuously flexible and have mechanisms that can respond to anything that can cause change (Ruiter, 2021).
The examination of Hilton Hotels and Resorts' employee work practices across various work modes has highlighted the use of technology, flexibility and employee engagement as effective methods of streamlining the performance management of the brand. Hilton capitalises on digital performance management systems, virtual collaboration tools, flexible scheduling alternatives and performance analytics to track transparency, accountability and productivity in various work settings. The exploration of proposed solutions offers actionable recommendations for dealing with the related problems experienced in different ways of performance management. By emphasising the happiness and growth of its employees, keeping pace with the technological advances in performance management and building open communication where people can give and take feedback, Hilton can raise employee performance, satisfaction and success in the on-the-move industry of hospitality (Atef and Eissa, 2021).
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