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[bookmark: _Toc168202268]Introduction:
This proposal looks into the possible work mode scenarios in the hotel known as the Fairmont Hotel, particularly regarding employee performance management and socio-environmental factors, specifically in light of the COVID-19 pandemic. The Fairmont Hotel is one of the many branches that offer exquisite service to guests of leisure tourists, business travellers, and other targeted market individuals and groups (Adams, 2007). As a hospitality company with hotels in different global cities, it is evident that Fairmont’s experiences reflect excellent hospitality business standards. The study will also examine how these socioeconomic factors, economic fluctuations, behavioral patterns among consumers and employees, and policy adjustments affect these work modes and HRM practices.
[bookmark: _Toc168202269]PESTLE Analysis
[bookmark: _Toc168202270]Political Factors:
Government Regulations: COVID-19 compelled governments globally to set strict standards on travelling, hygiene, and sanitation, which affect Fairmont Hotel's efficiency and require new rules and regulations. Social legislation revisions of the Labour Relations Act concerning the correspondence of telecommuting and freedom of contracting rules (Barringer & Bruce, 2014).
Economic Factors:
Economic Downturn: Another factor is the worldwide outbreak of COVID-19, which decreased disposable income and travel expenditures for consumers, reducing the hotel’s revenue generation and profitability. High unemployment rates increased the pool of available human resources, a positive aspect for the hotel since it is hard to find skilled employees, but a weakness since talent management and retention have become critical considerations.
[bookmark: _Toc168202271]Social Factors:
Changing Consumer Preferences: Travellers are increasingly concerned about their health and safety, which calls for improved hygiene standards. Measures such as contactless services affect hotel service deliverables and employee training programs. The expectations are the demand for employee professionalism in flexible working situations, so the Fairmont Hotel must also provide hybrid or flexible work arrangements (Cadotte & Turgeon, 1988).
[bookmark: _Toc168202272]Technological Factors:
Digital Transformation: Effective communication technologies, including virtual applications and performance management systems, mitigate factors. These technologies are critical for maintaining flexibility in the organisational structure while working remotely and improving the Fairmont Hotel’s effectiveness and productivity.
[bookmark: _Toc168202273]Legal Factors:
Health and Safety Regulations: Sustainability generally refers to enforcing health and safety measures that help protect employees and guests and updating policies and guidelines accordingly. Compliance with laws regarding data privacy, such as GDPR, is crucial in ensuring proper handling of personal information (Carayon, 2000).
[bookmark: _Toc168202274]Environmental Factors:
Sustainability Initiatives: Applying environmental measures and green strategies can grow a hotel’s image and attract customers interested in preserving the environment. 
[bookmark: _Toc168202275]Literature Review:
[bookmark: _Toc168202276]Employees Retention & Turnover Rate: 
The present research aims to investigate the retention and voluntary turnover intention patterns in the research administration field and the motivation indicators for each. The next part will present the findings of earlier studies about several issues, including employee retention, voluntary employee turnover, and motivation in the workplace. Books focusing on the social contract concept, enhancing retention, minimising turnover and sampling aimed at improving retention were not considered for review. Voluntary turnover intention and retention were discussed in the selected literature as two distinct concepts with different reasons behind them or as two different constructs with elements that explain each (David Gilbert, 1998).
Hagood & Friedman (2002) have only begun to investigate research administration in the past few years, and there needs to be more general research on the field within the social sciences. More literature is required to explore retention trends and voluntary turnover intention within the profession. The literature search comprised and revealed one study that compared the psychological contract perceptions of the Fairmont Hotel’s loyalty and commitment within the research administrators specifically with a focus on generational differences and the perceptions of the psychological employment contract; however, it did not focus on the employment trends (Hagood & Friedman, 2002).
[bookmark: _Toc168202277]Solutions to prevent employee turnover:
Employee turnover is a massive problem for most organisations, and it has become paramount for managers to understand how to retain their existing employees. Different authors have noted that people spend only a short time working for an organisation, which is why understanding the reasons for voluntary turnover is crucial. Kartini et al. (2021) state that the presumption that employees will remain with the Fairmont Hotel if they provide adequate commitment needs to be revised. For instance, the researchers opined that it was easier to deal with turnover resulting from layoffs and company downsising as opposed to the flow of employees volunteering to leave the company voluntarily (Kartini, et al., 2021). Concerning the relationship between intention for turnover and voluntary turnover scenarios, it is crucial to understand that they are not synchronised, only intensely interrelated.
Landen and McCallister (2006) noted that proper training and education for one preparing for a research administrative career is hard to find as it is almost nonexistent. A survey from the present-day group of research administrators regarding the drives and aims of the research administrators revealed that 60% of the respondents selected ‘skill match’ when joining this profession as an essential criterion, 20% of the research administrators rated ‘Interest in the field ’ as a critical criterion of necessary (Janet, 2010). 
It is high time the factors that cause employees to work hard were understood clearly to attain more success. Contemporary literature discerns many theories and explanations regarding the motivational factors for employee retention and voluntary turnover (Wright & Gary, 1992). Some of the most frequently quoted motivational factors are outlined below. An analysis of the literature shows that dissatisfaction in the workplace is a crucial cause of turnover intent. 
Yavas et al., (2002) also indicated that the Fairmont Hotel’s high-skilled employee tends to be retained if their job descriptor involves challenges and learning. Another subset of studies is focused on revealing that it is essential for employees to have a promotion prospect, new career ladder steps, or other means of personal growth to stay in the Fairmont Hotel. Therefore, it can be inferred that factors such as adequate workflow, balanced work and personal life decisively affect employee retention and voluntary turnover. Thus, maintaining a proper work-life balance entails some employees being willing to compromise career advancement and others choosing to leave their professions entirely to care for other aspects of life not associated with work (Yavas, et al., 2002). These measures help enforce checks and balances for the go employees and those working from the office. Still, the focus on health and safety rules and regulations showcased Fairmont’s provision of staff care during and after the staff pandemic experience.
Several studies today agree that organisational commitment can decrease Voluntary Turnover Intention perceived organisational support. The level at which an employee believes he is appreciated or supported by the hotel. In other words, when an employee has made specific long-term commitments with an organisation, such as promotion or wage contracts, need gratification increases, and turnover decreases (Achouri, 2015). Contrary to expectations, Achouri (2015) concluded that while job embeddedness and coworker connections were sufficient and necessary for high levels of job satisfaction and low levels of voluntary turnover intentions, relationships with coworkers were not required for either of these outcomes.
[bookmark: _Toc168202278]Work Modes:
Academic studies have indicated that hybrid work modes, office work arrangements, and flexible work modes affect employee performance. Fairmont Hotel, a part of AccorHotels, uses the following ways to effectively manage the known work modes. Below are examples of how Fairmont Hotel implements the strategies. In another setup, known as the hybrid model, workers spend some of their time working at remote locations and the rest of the time in the office environment (Adkins, 2006). Since it is a structure-based organisation, operation, and management, Fairmont Hotel implements the use of technology and structured approaches in the monitoring and performance of the company. Fairmont has performance management software through which the manager can set a goal, monitor the employee, and give feedback in almost no time, irrespective of the employee’s geographic location (Yap, 2022). 
Regarding conventional and utilised management strategies for on-site employees, Fairmont Business follows conventional practices and modernity's technical features. Biometric Attendance Systems: To avoid employees falsifying attendance details, Fairmont ther utilises biometric systems that capture the time employees book in and out (Basera, et al., 2021). This can also help you observe the right time and work schedule. Individually assessed performance appraisals are conducted face-to-face, enabling discussion on aspects such as employees’ performance and development and topics of improvement. The following reviews are followed by quantitative measurements gathered from the tracking tools to ensure a comprehensive assessment of customer performance.
[bookmark: _Toc168202279]Market Trends:
Since health and safety are significant concerns worldwide today, mainly due to the outbreak of COVID-19, Fairmont has ensured that suitable health measures are strictly followed. Some measures include checkups on individuals' health status, wearing face masks, and continuing with other recommended hygiene practices per the pandemic (Callan & Bowman, 2000). This is usually checked manually by surveillance and through the implementation of technologies in health checkup systems. This working environment relates to the Flexi work mode, whereby employees can choose the hours they need to work while meeting their duties. 
As exemplified by Daskin & Tezer, (2012), Fairmont uses scheduling software to enable employees to select their preferred shifts. This flexibility can be convenient in other ways, such as offering staff members some time off to attend to their issues while at the same time guaranteeing that the hotel is sufficiently staffed (Daskin & Tezer, 2012). The rationale for rewriting the culture at Fairmont is simple: it rewards employee performance based on output rather than on how many hours one spends at work. 
Goals are well-cemented, and people are appraised using specific parameters or indexes called key performance indicators (KPIs). These portals allow employees to view their schedules, request absences and attendance, and oversee performance information. Self-service systems brought more clarity within the organisation and gave employees tools and control over working relations (Dawson & Andriopoulos, 2014).
[bookmark: _Toc168202280]Comparison Between Two Hotels: Fairmont Hotel & Holiday Inn Hotel
As for the two companies, namely Fairmont Hotel & Resorts and Holiday Inn, it is essential to note that they both set different strategies and practices in human resource management, which differ based on their market niches and organisational brands. For this reason, the comprehensiveness of its HR practices is influenced by Fairmont’s core values, including luxury, guest service, and responsibility and sustainability in everything it does for its people, including employee engagement, development, and employee well-being, that would promote retention. On the same note, while Holiday Inn’s recruitment strategy was inclusive and its training rigorous and standardised across the brand’s markets, its value proposition is offering comfortable and reasonably priced accommodations to a broad customer base.
Both hotels also differ in terms of their industry approaches. Regarding their HRM, both Fairmont and Holiday Inn have maintained the critical aspects of recruiting and retaining quality talents, ensuring good standings in terms of operation and guest satisfaction.
[bookmark: _Toc168202281]Conclusion:
By adopting flexible work modes and improving the available technological solutions, the hotel can further develop its best practices in performance management of its employees and other performance obligations compliant with the country's relevant legislation and guarantee its image as a quality hotel in the hospitality sphere.
By using monitoring and evaluation tools such as performance tracking technology, coordination meetings, project management and reporting systems, biometric attendance, shift and flexible work schedule systems, as well as output-based performance metrics, the company guarantees maximum employee productivity, employee morale and conformity to organisational objectives as manifested by Fairmont Hotels. Fairmont provided staff care during and after the staff pandemic was experienced (Handfield, et al., 2019). Thus, the following points could be identified regarding effectiveness and innovation and a sustainable hotel's significant performance management indicators. The hotel has excellently managed performance by providing tools for tracking digital performance, virtual check-ins with schedules, task-based management, biometric day attendance, and output performance.
[bookmark: _Toc168202282]Recommendations
To further optimise employee management across different work modes, Fairmont Hotel should consider the following recommendations: 
Enhance Digital Training and Development Programs:
Action: Comprehensive investment in digital training should enhance employee education concerning the ongoing learning tools available at the company level. 
Impact: Mature skills and competencies of employees are developed and enriched, which, in turn, influence positive changes in performance and career growth.
Implement Advanced Analytics for Performance Insights:
Action: Leverage predictive technologies such as extensive data analysis and machine learning to discover more detailed employee output and efficiency trends. It can assist in managing the field and finding potential reforms for making data-minded choices (Janet, et al., 2005).
Impact: It also helps better understand the employee's performance, allowing one to pinpoint the issues that need to be addressed and worked on.
Foster a Culture of Flexibility and Inclusivity: 
Action: Employment flexibility should be encouraged to allow employees to work in a manner that benefits their lifestyles and preferences. Respect for all should be shown, and it should be a point at which people should respond and give feedback to each other in implementation.
Impact: Helps improve the work environment by encouraging passive and active employee involvement, thus achieving higher employee satisfaction and retention rates.
Strengthen Health and Wellness Programs: 
Action: Increase the range of activities that contribute to the students' physical, psychological, and actual health. This is possible through other forms, such as counselling services, wellness and fitness activities, and nutritional workshops.
Impact: They help enhance employees’ well-being, combat stress and burnout, and foster high productivity levels (Karvonenm & Rahkonen, 2011).
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