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Introduction:
Six Senses, a renowned multinational hotel chain, offers luxury experiences through strategic planning, and excellent employee performance management. It operates in 16 hotels and resorts with 5,000 employees, a Facebook presence of 48.4%, and business-owned digital marketing activities. They follow a mixed work mode. Their first choice is hybrid work, a flexible work arrangement where Workers can work remotely, on-site, or off-site under the flexible work model, which encourages greater autonomy and improved well-being and, in turn, a more contented and productive workforce. The pandemic has led companies to adapt to working from home and relearning office work arrangements. 
Every work arrangement has advantages and disadvantages, so it's critical to assess which will bring out the best in your staff.  Remote work setups have advantages such as saving time and money, minimising preparation time, spending more time with family, and having a comfortable environment. However, these setups can also lead to burnout, high turnover rates, and disengagement from the company. Office setups can be productive for those who are burned out from remote work, as they promote optimum productivity and allow for socialisation. Returning to the office can help promote productivity and make it easier for managers to monitor progress. The mandate to return to the office may be outdated, as most companies can operate efficiently with their workforce working from home.
Practising remote work attachment is another concern. According to Bloomberg, due to the perceived stigma associated with compelling employees to return to the office, workers worldwide are thinking about giving up working from home in favour of staying at home. The choice between remote work and office setups depends on factors such as productivity, work culture, and employee satisfaction. Through a hybrid work arrangement, employees can strike a balance between the advantages and disadvantages of working remotely and in an office setting. This can help employees build stronger work relationships, encourage company loyalty, and improve their mental health.



Explain the socioeconomic elements that makeup PESTLE. 
Now, I will discuss socio-economic factors.
PESTLE (political, economic, social, technological, legal, and environmental) analysis is a decision-making tool used in HR for external factors influencing an organisation, to identify business opportunities. alongside tools like SWOT and competitor analysis.
Political factors: The UK's departure from the EU has resulted in a weakening pound and raised concerns about potential trade restrictions within the EU. That time we realised that six senses business has affected profit margins, especially in city centres, where malls and tourism have declined due to safety issues. The UK government-imposed lockdowns have also restricted in-person shopping.                 A government's stability in political matters or its international relations influences factors like trade barriers, labour laws, environmental laws, international relations, and tax policies. Trade barriers protect local businesses from foreign competition, and labour laws regulate the minimum age and wage, which also affects the hospitality industry.
 Economic factor: when Brexit officially took place, it caused uncertainty in business markets and investors. with increased reliance on online shopping and poor market performance due to the COVID-19 pandemic. The hotel industry observes Exchange rate volatility impacts supplier negotiations and business markets. Economic factors like growth, interest, minimum wage, unemployment, and cost of living impact business operations and profitability. Inflation affects product prices, consumer buying power, and supply and demand. Social factors like demographics and lifestyles help businesses strategize and serve customers better. Finally, the effect is so dominant that most of the company employees are under zero hours of contact.

Social factors: Consumer trends, tastes, and fashions influence purchasing patterns, reflecting lifestyles and career attitudes. Six senses every week celebrate events with crowds, and even after a few months of the pandemic, it has not reached the previous level. Our guests normally pre-booked one year ago, but now the guests think maybe another wave is coming soon. Therefore, the target market's attitude, trends, and social aspects impact hospitality. 
Technological factors: Technological factors like artificial intelligence, automation, and research are crucial for businesses to stay updated and enhance their strategies. They allow businesses to connect with more customers and expand their reach, but disruptions can lead to automation and social networking issues. The undeveloped e-commerce market is dominated by in-store purchases, but internet shopping is becoming popular among older populations and those in their 20s and 40s. Upgrading technology is necessary for analytics and buying intelligence, but there is an increased risk of cybercrime and operational instability. Investments in technological R&D can ensure data security and operational stability.
 Legal factors: Laws governing business operations and other legal factors have an impact on both internal and external aspects of operations. Laws about equal opportunities, international trade, health and safety, advertising standards, and consumer rights must be kept up to date by businesses. Labour laws, such as the National Minimum Wage and wage rates, are also crucial for businesses. The hospitality industry should also be aware of the Modern Slavery Act and workplace pensions.
Environmental factors National governments impose restrictions on environmentally durable materials, while CSR moral sourcing and organisational social responsibility are gaining popularity due to the upcoming pandemic. Six Senses has increased product costs due to the pandemic but has improved customer relations. However, it doesn't produce as many environmentally friendly products as its competitors due to supply chain disruptions. The hotel also eliminates virgin plastic materials in its spa and hotel. Performance management with pestle goals provides clarity and focus for employees, fostering a shared understanding of successful performance.
Industry patterns and trends that influence performance management 
Six senses follow the performance management systems that have evolved with changing work environments, employee motivation theories, data analytics, and technology, focusing on productivity as a top priority for business leaders.
There are various reasons why performance management is crucial, including:
• Productivity: Employees are more productive when their work aligns with the organisation's goals, which is accomplished through continuous performance reviews.
• Staff involvement: Clear expectations and consistent feedback encourage employees' commitment and involvement.
• Team Success: A well-run performance management system that aligns employee performance with business objectives fosters overall success.
• Reliability: Understanding and trust are fostered when management and staff communicate regularly.
• Career Prospect: By following clearly defined growth and development pathways, employees can improve their abilities and career prospects.
• Training Needs Focus: By identifying skill gaps, regular evaluations assist in allocating training resources.
• Retention: In an environment that recognises their contributions and fosters development, top performers can be retained on staff.
  Pay and Promotions: Based on performance management, decisions about     salary increases can be made with knowledge.
Performance management significantly influences employee performance by providing clear goals, understanding performance gaps, and providing regular feedback and coaching from managers.

Signs or indications that your performance management procedure has to be improved: 
The following are warning signs to watch out for:
· Steady Staff Development: when it is observed that staff members are not growing in their positions or acquiring new skills. It's possible that the performance management procedure isn't providing them with the necessary guidance.
· Low Morale and Engagement: If team morale is declining or there is a decline in the level of enthusiasm for work, it may be a sign that the performance strategy isn't giving workers the encouragement or acknowledgment they require.
· Inadequate Feedback Mechanisms: Employees lose out on important insights that could improve their performance when feedback is rare, unhelpful, or biased.
· Ambiguous Goals: If staff members are unsure of what is expected of them, it's a sign that goals and benchmarks are not effectively communicated within the current system.
· Turnover rates: If employee satisfaction and career development are not being met by performance management, it may be a sign that turnover is on the rise.
·  Lack of alignment with business goals: The company's overarching goals and performance management should be closely correlated. This discrepancy might indicate that you need to realign your strategy.
· Inadequate Training for Managers: Managers play a crucial role in performance management, and if they lack the necessary skills, the system suffers. It's time to re-evaluate your performance management strategy, as an effective makeover can create a more positive atmosphere by providing regular opportunities for staff development, coaching, and feedback. This will help them reach their full potential for individual, team, and business success.
Three actions to enhance the procedure for performance management
I feel that the performance management process needs to be revamped. There are three easy steps to take to get started it will work as a potential solution. Start by:
1.Auditing the performance management procedure that is currently used.
To create a future-proof performance management programme, I must evaluate what I have learned from the past and present. However, only 22% of trades have modified their performance management strategy in the last 5 years. HR leaders must regularly review and update their practices to stay current with industry changes.
Consider the following:
· Are our systems and processes keeping up with the speed of our company?
· How does the current procedure assist us in accomplishing the objectives of the entire organisation?
· What gaps or blind spots do we have with our current process or system?
2.Ensuring that workers are an integral part of the procedure.
Employees should be actively involved in performance management through ongoing dialogue, multidirectional feedback, and goal-setting that is done in tandem with them.81% of respondents strongly agreed in a survey that better work is produced by highly engaged employees. Additionally, businesses have long benefited from raising employee engagement.
Consider the following:
Do our staff members have everything they need to give their best effort?
How do we assist in coaching staff members to capitalise on their strengths?
Are they in need of any additional training or support to take ownership of their performance?
3.Developing a flexible strategy: Annual goals are easily out of date if there are changes in the organisation. most important business goals and important outcomes, and keep them updated frequently. Create a procedure that provides you with a thorough understanding of employee performance in real-time, enabling managers to take proactive measures to actively manage and grow their team.
Consider this:
· Do our managers possess the skills necessary to effectively coach performance?
· Are we making the necessary adjustments to organisation-wide goals with the aid of the appropriate tools?
· Are staff members aware of how their objectives relate to the company's results?
360-degree evaluation
71% of workers prefer immediate feedback, and 72% believe receiving corrective feedback from managers improves performance. However, this may lead to bias, as managers may not always have a clear view of their staff's performance. Employee feedback from managers and peer input can provide a more comprehensive view of performance. Employees should participate in self-evaluations and seek 360-degree feedback to encourage feedback-sharing and performance improvement.
 Marriott Hotels & Resorts: Marriott employs various management strategies to boost employee engagement and productivity, such as work enrichment, cross-training, and special assignments. They also promote team building and staffing planning for regional expansion. Marriott upholds cross-cultural business ethics and maintains strong host-guest relationships. Continuous performance management involves setting goals, prioritizing feedback, and tracking progress. Their staff management has shown pride, contentment, job satisfaction, and the ability to take on challenging tasks. Recognition, positive feedback, personal support, understanding the job and company mission, and future growth prospects are key factors.
The Evolution of Performance Management:
	Conventional Method   
	New Method

	Annual evaluations, constants, and reviews  
	One-on-one communication

	Individual meritocracy
	Team-based goal

	Reward for performance
	Market–based compensation

	Ranking and grading
	Progress report

	Manage according to the goal.
	Setting goals together

	Personal objective
	Objectives in line with the team and organisation

	Unbending and inflexible 
	Flexible and changing

	Plans for improvements 
	Remarks and guidance

	Performance-oriented
	Involvement-oriented



[bookmark: _GoBack]Evaluation and Conclusion: The best hotel brand for 2019 went to Six Senses Hotels Resorts Spas because of its dedication to wellness and distinctive approach to staff management. Additional actions include strengthening nature-based solutions to carbon sequestration, such as mangrove forests and seagrass beds, organic gardens, and farm-to-fork approaches. Performance management is essential for a business's success, promoting critical thinking, agility, and creativity. It should be integrated with the Human Resource Information System (HRIS) to improve operational efficiency. A succession planning strategy should be combined with performance data to maintain a strong talent pipeline. Performance management is an evolving field, and the success of a strategy depends on selecting the right digital tool for the workplace culture. To establish a successful performance management program, assess the current procedure, set goals, and involve all employees. Educate leaders, managers, and employees about the program's features to ensure its success. Utilise technology for swift strategy evaluation, goal setting, and monitoring. Encourage hard work, feedback, and calculated risks. A continuous conversation model with digital tools increases transparency and visibility of company goals and employee performance. High-performing teams are characterized by talented workers supported by superiors, peers, and senior leadership. Managers should prioritise growth, development, appreciation, and regular meetings with managers. Research shows that participation in formal development programs increases engagement and motivation.

Performance management recommendations: six senses should work with HRIS, be tailored to cultural needs, provide in-tool notifications, and have a dynamic mobile portal, integrated resources, reliable assistance, succession planning strategies, retention support, joint ownership, regular performance discussions, and training and development opportunities. Companies must be tech-savvy and flexible. Get ready to face non-human intelligence.
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