

Executive Summary
The report looks at the current state of society and the economy. It points out trends like the rising need for flexible work arrangements and the integration of technology, which have been sped up by recent global events like the COVID-19 pandemic. The way the hospitality industry works is changing because of these trends, which can be both good and bad for managing a diverse and large staff.
The results show that socioeconomic factors have a big effect on how people work and how well they do their jobs. Because of this, Hilton has been changing its performance management strategies to make sure they are strong, adaptable, and aware of how the needs of its employees and the needs of the industry are changing.
Hilton is told to improve its performance management system by adding more all-around methods that work with different ways of working and take advantage of new technologies. The goal of these strategies should be to keep Hilton's high standards of service excellence while also getting employees more involved, keeping them, and making them more productive.
The report concludes that Hilton and the hospitality industry as a whole need to keep changing to meet the needs of the changing economy and society. The information given can help managers improve how they manage their teams, and Hilton's method might be a good example for the rest of the industry.
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This report looks into how socioeconomic factors affect managing employee performance in the fast-paced hospitality industry. The focus is on Hilton, a well-known hotel chain with a wide range of properties. Because Hilton is known for quality, innovation, and great customer service, it is a great company to study. The chain's huge size, range, and strong position in the market give it a big say in how the sector hires people and reacts to changes in the economy and society.
Many social and economic factors have a big impact on the hospitality industry. Changes in the economy, new technologies, and changing social trends all require flexible work arrangements and creative ways to manage performance (Vahle-Hinz et al., 2013). In this situation, Hilton has to manage a diverse staff that is spread out geographically while still upholding high service standards. Flexible work arrangements, like working from home and making your schedule, are becoming more popular. Recent global events, like the COVID-19 pandemic, have made this trend even stronger (Reimann, 2023). Because of these changes, it's more important than ever to know how socioeconomic factors affect how engaged, loyal, and productive employees are.
The industry has to deal with problems like how to use technology in the workplace, how to make sure workers are healthy, and how to deal with the effects of the gig economy on traditional job models. Thanks to its large network, Hilton needs to face these problems head-on and make sure that its performance management methods stay strong, fair, and good for both employee happiness and business success (A case study on Hilton's company culture 2022).
This report looks at how Hilton responded to these social and economic factors to find good performance management methods and gives information that could help improve workforce management for Hilton and the hospitality industry as a whole. The results may give us a look into what the future holds for jobs in this field and help us learn more about how to manage performance in a social and economic environment that is changing quickly.
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[bookmark: _Toc160340687]Summary of Existing Research
In the hospitality industry, how employees are led and how much freedom they are given have a big effect on how well they do their jobs. Effective leadership has been linked to more dedicated and motivated employees, which has a positive effect on how they act at work (Yan et al., 2023). Giving employees freedom makes them feel valued and trusted, which is important for building a strong relationship between an employer and an employee. Building trust is seen as especially important for this relationship because it makes it possible for employees to share ideas about their work (Yan et al., 2023).
Work-life balance is another important idea that affects how well employees do their jobs. Getting a good balance between work and personal life is important for employees' happiness and also affects their choice to stay with a company (Khoirunnisa Amalia & Parwoto, 2022). When employees see work-life balance policies as helpful, they are more likely to stay with the company and do a good job of keeping staff.
The COVID-19 pandemic has had a big effect on the hospitality industry in the UK, with different parts of the industry being affected in different ways. Some places, like campgrounds, saw a small increase in business because more people were travelling within the country, but others, like pubs and nightclubs, saw big drops because of the long-term restrictions and closures. Throughout the pandemic, the hospitality industry's sales have stayed below 2019 levels, with some months seeing big drops (Maas, 2024). During this time, employees worked fewer hours, which shows that the industry was having trouble running its business.
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Hilton Hotels & Resorts has created a performance management system that works with its strategic human resource management to make sure that the company runs well and provides good service. A programme called "Esprit" is at the heart of Hilton's HR efforts. Its goal is to recognise, respect, and reward employees (Support services 2022). This show emphasises the important connection between HR management and the overall performance of a business, showing how important it is for employees to be happy to provide good service.
The hotel chain uses a variety of methods to keep an eye on how well its employees are doing. Regular performance reviews, customer feedback, and meeting Key Performance Indicators are likely some of these methods (KPIs) (Twin, 2023). These days, working from home and having flexible hours are more common. To make sure that performance standards are met no matter the work mode, Hilton may use digital tools and platforms that let them track and manage employee tasks and outcomes.
Hilton probably uses its global HR initiative to help employees by letting them work in different ways (Shumway, 2022). This could include training that is done online and using technology to stay in touch with workers who are far away. As the hospitality industry has dealt with problems like the COVID-19 pandemic, these flexible work arrangements and the HR strategies that support them have been very important in keeping operations running smoothly and keeping employees interested in their jobs.
When compared to industry standards, Hilton's approach to performance management should be forward-thinking and all-encompassing, given the company's reputation and global reach. Hilton probably uses strategies and tools that are best in their field (Shumway, 2022). For example, they use technology to track employee performance and put a lot of emphasis on their employees' health and happiness. These practices not only help Hilton deal with problems in the economy and society, but they also make sure that the company meets or sets standards for managing employee performance.
Although the sources didn't give specifics on the tools and metrics Hilton uses to track employee performance, Hilton's overall approach suggests that they take a broad and strategic view of performance management, which is likely shaped by socioeconomic factors and measured against industry standards (Bredava, 2023). This method not only helps Hilton keep track of and improve employee performance, but it also helps the company stay competitive and adapt to the changing needs of the hospitality industry.
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New ways of doing things in the hospitality industry stress how important it is to hire the right people, be clear about what is expected of them, and give them thorough training and orientation (Lupia, 2016). Performance management works best when hiring the right people, making sure everyone knows their roles and responsibilities, and having well-organized orientation programmes (Bagnall, 2017). Following these habits will help employees do their jobs well within the company culture, which is in line with the values, rules, and guest service standards of the business.
If Hilton adopts these practices, they might need to change how they hire people to make sure they get skilled people who also fit Hilton's unique service philosophy (Lupia, 2016). This might be especially important in socioeconomic situations where the job market is competitive or where the makeup of the workforce is changing.
Quality Management Practices (QMPs) and giving employees more freedom have also been named as important factors in the hotel industry's ability to innovate (Samer et al., 1970). It has been shown that empowerment has a big effect on innovation performance. This means that employees are more likely to contribute to innovative outcomes when they feel empowered. This could be used at Hilton by creating an environment that values employee input and initiative and by giving workers the tools and permissions they need to put their ideas into action.
Hilton could consider putting in place continuous improvement practices that involve the whole staff, putting an emphasis on participation and engagement, and creating a company culture that encourages diversity and new ideas (Sum & Jessop, 2013). This includes giving employees regular chances to learn and grow, as well as a system for judging their work that not only rates them but also encourages and helps them do better.
As for suggestions for how Hilton could do better, they might want to think about implementing a more complete method of performance management, one that includes not only standard evaluations and feedback but also 360-degree reviews and one-on-one coaching. It should be possible for this kind of system to work with a range of work styles, from traditional on-site roles to flexible and remote ones (Maas, 2024). Some things that might be hard about putting these suggestions into action are making sure that they are the same in all regions and that they stay in line with Hilton's overall strategic goals. It is also important to think about how much money needs to be spent on training and development for these new methods to be successfully adopted and added to the current performance management framework (Shumway, 2022).

[bookmark: _Toc160340690]Evaluation and Conclusion
Several important conclusions can be drawn from the research on Hilton's approach to performance management. The hotel chain uses a full performance management system that combines business performance with strategic management of human resources. Through its "Esprit" programme, Hilton stresses how important it is to recognise, respect, and reward employees. This leads to better service and happier guests. People need a supportive and stimulating place to work, especially when you think about how the COVID-19 pandemic and other socioeconomic factors have had a big effect on the hospitality industry.
Socioeconomic factors have very big effects on how performance is managed. For example, the pandemic has led to a change toward more flexible work schedules and the ability to work from home. Because of these changes, performance management plans need to be flexible enough to work with non-traditional ways of working while still maintaining high standards of service. Also, social and economic factors like the need for a balance between work and life and for employees to have control over their own time are very important for keeping good employees and making sure they are highly motivated and happy.
Based on these findings, Hilton should keep improving its performance management strategies to keep up with the changing social and economic climate. This could mean putting more money into digital tools that make working from home easier, better training and development programmes that help employees grow in a variety of work settings, and a bigger focus on giving employees more freedom to come up with new ideas.
To stay competitive, Hilton could also benefit from comparing itself to standards in the same industry. Hampton Inn can become an even bigger leader in the hotel business by using best practices like quality management and techniques for continuous improvement.
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