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Executive summary
The paper explores the complex relationship between socio-economic issues and employee performance management in the hospitality sector, specifically focusing on the Intercontinental Hotel brand. When examined using a PESTLE paradigm, political, environmental, social, technological, and legal factors are found to have a notable impact on the management and supervision of employee performance in different work settings. Political stability is essential for the industry's growth since it directly impacts visitor flow and hotel performance. The increasing significance of environmental sustainability requires the implementation of green practices, which impact employee responsibilities and performance measurements.
Technological innovation and changing societal norms have led to the rise of flexible work modes, which provide distinct difficulties and opportunities for performance management. The paper emphasises the industry's challenge with high staff turnover rates, worsened by the COVID-19 epidemic, emphasising the need for creative personnel management strategies that consider external socio-economic factors and internal worker dynamics.
IHG's strategy approach prioritises cultivating an open and inclusive culture by establishing flexible workspaces and investing in HR technology to facilitate hybrid working methods. Marriott International prioritises skill improvement and ongoing training, which differs from the previous statement. Both brands acknowledge the significance of adjusting their employee performance management strategies in response to the evolving landscape, notwithstanding their variances.
The research ends with suggestions for creating precise, uniform, and thorough performance management systems that integrate efficient leadership and high-performance work methods. Customising these methods to meet the organization's particular requirements can improve employee involvement, contentment, and general productivity, guaranteeing adaptability in response to socio-economic difficulties.


Introduction and Background
[bookmark: _Hlk160472312]The Intercontinental Hotel brand, known for elegance and sophistication in the hospitality sector, has undergone substantial changes since its establishment. Established in 1946, this hotel company has expanded to become a prominent global player, operating in more than 60 countries. This vast network highlights its worldwide impact and dedication to offering outstanding service and accommodations to customers globally. The brand's capacity to adjust and prosper in response to shifting market dynamics and client preferences has established its position in the competitive international hospitality industry. 
The importance of socio-economic factors in influencing employee performance management has been more apparent in recent years. The economic conditions, technical breakthroughs, social trends, and regulatory contexts have significant ramifications for how organisations oversee and evaluate employee performance. 
Technological innovation and changing societal standards have led to several new work patterns in the hospitality business during the last five years. The modes consist of standard office-based positions, hybrid work setups combining on-site and remote work, and entirely remote or flexible work schedules.
 Every mode has distinct difficulties and opportunities for managing performance, requiring customised tactics to effectively monitor and engage personnel. 
The hospitality business is currently dealing with concerns like high staff turnover rates and struggles in retaining talent, which are worsened by the changing work patterns. The COVID-19 epidemic has hastened these developments, forcing organisations to reassess their operational frameworks and performance management systems. Brands like as Intercontinental must apply a strategic personnel management approach that considers external socio-economic factors and internal worker dynamics to navigate problems effectively. It is crucial to comprehend how these aspects affect employee performance and create suitable management and monitoring tactics to maintain corporate success and enhance organisational resilience in response to socio-economic problems.

Socio-Economic Factors: PESTLE
The hospitality business, such as Intercontinental Hotel, is greatly impacted by an intricate combination of socio-economic issues. The elements examined using a PESTLE framework significantly influence employee performance management in different work settings.
Political: Political stability is essential for the success of the hospitality business. Research indicates that political events and changes might have a direct impact on tourism flow and, consequently, hotel performance. Tourism and labour policies can impact how hotels oversee and evaluate employee performance in various work settings. Visa regulations affect global tourism demand, which in turn affects the staffing requirements and performance management methods of hotels (Soni et al., 2022).
Environmental: The hospitality business has placed growing importance on environmental sustainability. Consumer desires for sustainable and eco-friendly accommodations drive hotels to implement green measures, which impact employee responsibilities and performance evaluations. Environmental disasters, such as pandemics, have emphasised the necessity of flexible work methods and performance evaluation systems to guarantee corporate operations and employee well-being (Dube et al., 2021).
Social: Social developments, such as changing work preferences and the need for work-life balance, impact the rise of flexible work arrangements like hybrid or remote employment. Innovative strategies are required to manage and monitor employee performance effectively, ensuring that staff remains engaged and productive regardless of their work location. The source is from Harjanti in 2019.
Technological: Technological progress has revolutionised the hotel sector, impacting both client service and administrative tasks. Implementing technology into daily operations necessitates people to develop new skills, influencing performance management strategies. Moreover, technology enables remote work and real-time performance monitoring, providing chances for personalised feedback and growth (Blengini & Heo, 2020).
Legal: Legal concerns, such as employment rules and regulations, have a substantial impact on managing employee performance. Labour law compliance influences scheduling, work hours, and benefits across different work modes, which directly impacts employee happiness and performance. Hospitality organisations need to comply with legal standards while ensuring operational efficiency and employee well-being (García-Gómez et al., 2021).
Environmental (Reiteration): Besides the initial environmental concern, the ongoing emphasis on sustainability and the direct influence of climate change on tourism destinations make performance management more complex. To overcome these obstacles, a workforce must possess both skills and the ability to adapt to environmental changes, as stated by Yoopetch et al. (2021).

Industry Trends
Over the past five years, the hotel industry has experienced notable changes in employee retention and turnover rates due to altering work patterns. Ghani et al. (2022) state that the sector faces challenges in implementing retention methods to maintain organisational performance and growth. Their research highlights the significance of fostering a healthy work environment, providing growth opportunities, and ensuring efficient communication to improve employee happiness and retention. Park and Min (2020) emphasise that work attitudes, job strains, and role stressors have a major impact on turnover intentions in the hospitality business, indicating that these characteristics are more prominent in hospitality compared to other industries.
Djajasinga et al. (2021) highlight the hotel industry's challenge of significant staff turnover, which is caused by restricted advancement prospects, demanding work conditions, and inflexibility. This requires investing in human resources and creating methods to enhance employee engagement and decrease turnover intentions. Rasheed et al. (2020) investigate how career adaptability and turnover intentions are influenced by perceived career opportunities, emphasising the importance of clear career progression paths for hospitality employers to retain talent.
The COVID-19 pandemic has significantly worsened turnover intentions among hospitality retail employees (McCartney et al., 2022). The lockdowns and restrictions caused by the epidemic have highlighted the significance of job satisfaction and business support in reducing turnover intentions. Cimbaljević et al. (2020) explore the job-related factors that impact employee turnover in Serbian hotels, highlighting job satisfaction, motivation, and engagement as key elements affecting employees' likelihood to quit.
The hospitality business must adjust its labour management strategies to accommodate evolving work patterns and external influences. Highlighting employee contentment, professional advancement prospects, and assistance during crises can reduce turnover intentions and improve retention rates.

Intercontinental Hotel’s Strategy

IHG's method of managing employee performance in response to changing work modes is closely connected to company culture, values, and governance structure. IHG has introduced many programmes to promote employee involvement, development, and well-being, focusing on an open and inclusive culture. This involves establishing adaptable work environments to facilitate hybrid work models and allocating resources to HR technology to optimise procedures. Their dedication to personal and professional growth is evident through initiatives such as Room to Grow Week, which focuses on developing and keeping talent. Moreover, IHG's commitment to diversity, equity, and inclusion is evident through the presence of employee resource groups and worldwide DE&I councils, emphasising their effort to establish a workplace that values and includes every employee. This comprehensive approach is in line with IHG's commitment to offering True Hospitality for Good and also strengthens its ability to deal with socio-economic difficulties (IHG, 2022).


Marriot Comparison

Marriott International and IHG both prioritise strategic human resource management but with unique methodologies. Marriott emphasises a thorough recruitment and development process that values technical and functional abilities to improve service delivery and employee satisfaction. The company emphasises ongoing employee training to align with market needs and technical progress, guaranteeing a motivated and efficient staff. Conversely, IHG incorporates employee involvement, diversity, and flexible workplaces into its fundamental strategy to achieve a comprehensive well-being and growth framework. Marriott emphasises skill growth and motivation, while IHG prioritises developing an inclusive culture and adapting to hybrid work arrangements to demonstrate its dedication to diversity and employee well-being. (IHG, 2022; Marriott, 2023)

Potential Solutions and Best Practices
Efficient performance management across different work modes is essential for the success of an organisation. Studies show that effective performance management systems (PMS) are defined by clarity, consistency, and consensus, which improve employee engagement, leading to increased job satisfaction and reduced turnover intentions (Kakkar et al., 2020). Ates et al. (2013) suggest that small and medium-sized organisations (SMEs) can improve their performance by following a four-stage management process designed to suit their unique traits and requirements. They highlight the significance of matching performance management strategies with the organization's setting.
Tseng and Levy (2019) emphasise the crucial importance of managers in the performance management process, indicating that strong leadership can greatly impact employee and team performance. Poister et al. (2013) showed that thorough performance management procedures enhance efficacy in the public transit industry.

Implementing high-performance work practices (HPWPs) is a method that can improve organisational performance. Posthuma et al. (2013) created a classification system for High-Performance Work Practices (HPWPs), grouping various practices into nine categories to enhance organisational performance by boosting staff skills, dedication, and efficiency. A study by Awan et al. (2020) discovered that a thorough performance management system, which incorporates fairness and correctness, has a significant effect on both employee task performance and contextual performance.
Furthermore, organisations should prioritise creating clear, consistent, and comprehensive performance management systems that incorporate effective leadership and the implementation of High-Performance Work Practices to manage employee performance across various work modes. Customising these methods to fit the unique requirements and traits of the organisation and its staff can result in improved employee involvement, contentment, and overall organisational effectiveness.
.
Evaluation of Implications
The hospitality business faces problems and possibilities due to socio-economic variables. Political and legal developments necessitate flexible HR practices that can adjust to new legislation and market situations. Employees must engage in ongoing learning and skill development due to environmental sustainability and technological improvements. Social shifts towards flexible work styles require creative methods of performance evaluation that can adapt to remote and hybrid work setups.
Summary of Key Findings
· The PESTLE approach emphasised the substantial influence of political, environmental, social, technical, and legal aspects on employee performance management.
· Industry trends highlighted the difficulties of retaining employees and dealing with turnover, which were made worse by changing work patterns and the COVID-19 epidemic.
· IHG's strategy is centred on promoting an inclusive culture, embracing diversity, and establishing flexible work settings to improve employee engagement and development.
Recommendations for Intercontinental Hotel
1. Invest in Technology: Utilise HR technologies for remote training, real-time performance tracking, and improved communication tools to facilitate flexible work arrangements.
2. Foster a Learning Culture: Create ongoing educational initiatives that tackle the changing skill demands resulting from technological progress and environmental sustainability endeavours.
3. Enhance Employee Engagement: Establish effective feedback systems, such as frequent employee surveys and forums, to recognise and rectify issues needing improvement in the workplace environment and managerial methods.
4. Strengthen DE&I Initiatives: Enhance diversity, equity, and inclusion initiatives to establish a work climate that values all employees and enables them to contribute to their maximum capacity.
5. Adopt Agile HR Practices: Create adaptable HR policies to swiftly respond to shifts in the socio-economic landscape, assuring the organization's resilience in overcoming obstacles.

Conclusion
The Intercontinental Hotel brand operates in a dynamic socio-economic setting that profoundly impacts employee performance management in the hospitality industry. The results highlight the significance of flexible and robust HR strategies that can effectively meet the requirements of a varied and changing workforce. Intercontinental Hotel may improve its employee performance management methods by prioritising technology, continuous learning, employee engagement, diversity, equity, inclusion, and agile HR policies to successfully address socio-economic concerns. These behaviours are crucial for maintaining economic performance, enhancing organisational resilience, and promoting a culture of genuine hospitality.
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