Selective Digital Transformation: Managing HR Technology in a People-
Centred Hospitality Organisation — Hotel ICON

Introduction

Hotel ICON is an upscale independent hotel owned by The Hong Kong Polytechnic University.
It operates as a research, education, and training facility for the School of Hotel and Tourism
Management. Opened in 2011, the hotel comprises 262 guest rooms and functions as a fully
operational learning laboratory for hospitality education and applied research. The hotel
operates fully independently without the support of a global hotel brand (Nam et al., 2020).

Hotel ICON has gained industry recognition for its service excellence and education mission.
The hotel has consistently earned four-star ratings from the Forbes Travel Guide and one
Michelin Key award in 2025, for its credibility both as a high-performing hotel and a teaching
facility (Hotel ICON, n.d.). Furthermore, Hotel ICON also received the Pacific Asia Travel
Association Grant Award for Education and Training in 2017, further recognising their ongoing
contribution to hospitality education (Heaver, 2018).

Hotel ICON has positioned itself as an innovator and pioneer within Hong Kong's hospitality
sector by adopting new service and operational innovations. For example, they were the first
hotel to introduce complimentary smartphones for guests with international calling to multiple
countries, Tesla limousine services, and a dedicated lounge for guests arriving early departing
late (Heaver, 2018). These initiatives demonstrate their commitment to enhancing the guest
experience through innovation.

As a teaching hotel, they have successfully integrated education directly into daily operations.
Their internship program with The Hong Kong Polytechnic University allows students to work
alongside staff each year, gaining hands-on experience across hotel departments (Heaver,
2018). Their unique position as both a commercial hotel and a learning laboratory fosters a
culture of continuous learning and open-mindedness.

The hospitality industry is an extremely labour-intensive industry, constantly relying on
employees to deliver consistent services and personalised guest experiences.

The adoption of HR technologies has emerged within the industry, driven by the desire to
automate time-consuming and repetitive administrative tasks. Digital HR information systems
(HRIS) allow for the centralisation of employee data, reducing the reliance on manual
processing. This reduces the workload for Human Resources (HR) staff, allowing them to focus
on other initiatives such as employee development and organisational culture. Moreover,
digitalisation also reduces the risk of human error in areas such as payroll administration,
contributing to higher levels of employee trust and satisfaction (Gouriou, 2024).

Beyond efficiency, HR technologies also promote a more effective workforce management, by
streamlining recruitment processes, expediting hiring and allowing for more continuous and
systematic performance management, creating a workplace that prioritises growth and ongoing
learning (Mandi¢ et al., 2025). Improved internal communications are another key driver of
HR technology adoptions in hospitality. Digital platforms allow for faster information sharing
and clearer communications across departments (Gouriou, 2024). Collectively, these



developments position HR technologies as enablers of employee engagement, development
and efficiency in a highly dynamic industry.

In recent years, with the widespread adoption of Al and other digital technologies, many hotels
have felt pressure to meet the growing expectations for efficiency while maintaining a high
standard of service (Dwivedi et al., 2024; Kim et al., 2025). As a result, HR functions have
become a critical area for transformation, with a focus on adapting technology to enhance
efficiency, accuracy, and workforce management (Mandi¢ et al., 2025).

Due to its independent nature, Hotel ICON operates with a greater degree of autonomy,
allowing it to adapt and customise internal practices according to its organisational culture and
operational needs. However, this also means the hotel must independently assess funds and
manage HR technology investments without the economic support from large international
chains.

Having started operations in 2011, a time when the use of digital HRISin the hospitality
industry was still limited, Hotel ICON initially relied on manual and paper-based processes.
As digital technologies have slowly emerged over time, the hotel has had to integrate new
systems gradually into existing processes. This transition is more complex for an independent
hotel, where budget constraints and change management must be balanced.

This case study examines the adoption of technology in HR practices at Hotel ICON, exploring
how and why specific technologies have been adopted, the impacts of these tools on HR staff,
other employees, and the challenges associated with this digital transformation in a people-
centred hospitality environment. By exploring how technology supports or does not support
different HR functions, including recruitment, onboarding, training and development,
performance management, compensation and benefits, employee wellbeing, and deployment,
this case highlights the selective nature of HR technology adoption within an independent
hotel.

HR at Hotel ICON: A People Centred Approach

Hotel ICON’s approach to HR management is shaped by a strong people centred approach that
emphasizes personal interaction, relationship building, and a strong organisation culture. The
hotel views employees as more than just operational resources, but as key contributors to guest
experiences. This philosophy significantly influences how HR practices are designed and the
extent to which technologies are incorporated and into what processes.

Rather than implementing full automation, Hotel ICON uses a selective approach to HR
technology, prioritising areas where digital tools can enhance efficiency without compromising
personal connection. For example, in processes centred around human interaction, such as
recruitment, onboarding, and performance reviews, face-to-face interactions and personalised
communications are prioritised. Hotel ICON’s management views early and meaningful
interactions between HR staff and employees as a foundation for trust and long-term
relationship building.

However, at the same time, the emphasis on personal interactions often places pressure on HR
staff. Manual processes and individual communications take a lot of time and administrative
efforts, especially in a hotel with over 300 employees and multiple departments. As a result,



they face an ongoing conflict between maintaining a personalised and human-centred approach
to HR and improving efficiency through digitalisation.

Hotel ICON’s philosophy reflects a deliberate and balanced approach to HR practices.
Technology is viewed as a complementary tool that can improve back of house functions and
reduce administrative work, while the core management activities remain relationship driven.
This provides context for understanding the hotel's uneven pattern of technology adoption
across HR practices.

Technology Adoption Across Key HR Functions

Technology adoption within Hotel ICON’s HR functions has evolved in a selective manner,
shaped by both operational needs and the hotel’s people-centred organisational culture. Rather
than implementing a fully integrated or standardised HR technology system, the hotel has
introduced various digital tools across specific HR functions to improve efficiency. As a result,
technology adoptions vary significantly across HR domains, with some processes remaining
primarily manual, while others are more digital.

1. Recruitment and Onboarding

Recruitment and onboarding at Hotel ICON demonstrate the hotel’s selective approach to HR
technology adoption, where digital tools are used as support, but important decisions are made
by human judgment.

As an independent hotel, employing over 300 staff across multiple departments, Hotel ICON
experiences regular recruitment needs. The recruitment process starts when a department
notifies the HR team of a resignation or a new hiring opportunity. Job vacancies are advertised
on external job boards, such as JobsDB and LinkedIn, allowing the hotel to reach a large pool
of potential candidates efficiently. These external job platforms are the main technology
adoption in the early stages of recruitment.

Once the candidate has submitted their application through these platforms, their CV is then
forwarded via email to the HR team. At this stage, the recruitment process becomes highly
manual, with HR staff screening CVs individually and reviewing each application to determine
if the candidate is a good fit. Shortlisted candidates are then forwarded to the relevant
department heads, who decide whether to proceed with interviews. All interview scheduling
and coordination are also managed manually by the HR team, involving direct communication
to accommodate both candidates and department heads via Whatsapp, phone calls, or emails.

The technology used throughout this process is functional but limited. Email is used as the
primary tool for CV collection and document sharing, while phone calls and messaging
platforms like WhatsApp are used to confirm interview details and job offers. These tools
facilitate communication and allow for flexibility, however, they are not integrated into a
tracking system. Therefore, much of the recruitment data is broken up across various job
boards, emails, and individual records.

With no Al-assisted screening or integrated tracking systems, Hotel ICON’s current recruiting
system presents many challenges. For example, HR staff must spend a significant amount of



time reviewing a large volume of applications, many of which are not suitable or relevant to
the role. Manual screening increases the administration's workload and elongates the overall
recruitment cycle. Moreover, the lack of system integration limits the HR team's ability to track
candidates, recruitment requirements, application trends, and build an organised hiring system.

Despite these limitations, Hotel ICON has consciously chosen not to automate decision-making
surrounding recruitment. They continue to have a strong preference for human judgment in
candidate selection, especially in a service-oriented industry where attitude and interpersonal
skills are vital to the role. By relying on a more personalised approach, they are able to get to
know potential candidates better, establish a positive relationship, and provide them with
opportunities to address concerns or questions individually. Their personalised communication
approach aligns with the hotel’s people-centred HR philosophy.

The Hotel also emphasises personal interaction in their onboarding process. Offer
confirmations are followed by an in-person contract signing, followed by a three-day in-person
orientation program. The orientation program covers basic information about the hotel
background as well as their work culture and service standards. While email and messaging
applications are used to share documents and logistical information, there is no digital
onboarding platform or pre-arrival orientation system. As a result, the onboarding process is
highly dependent on direct engagement between HR staff and new hires. But their personalised
process does allow for more personal interactions, fostering trust and warmth.

Overall, recruitment and onboarding at Hotel ICON demonstrate a trade-off between efficiency
and personalisation. While digital tools do widen the hotel’s recruitment reach and support
communication, their heavy reliance on manual processes demonstrates a strategic decision to
prioritise human connection and judgement. However, this approach also highlights many
opportunities for future technology adoptions that could reduce administrative burden while
still preserving the personalised approach valued by the hotel.

2. Training and Development

Training and development play a large role in Hotel ICON’s HR strategy. Given the nature of
the hospitality world and the importance of interpersonal skills, training at Hotel ICON is
primarily conducted through in-person formats, with technology being used as a supportive
tool rather than a transformative one.

Hotel ICON offers a wide range of training programs for both new and existing employees,
including service excellence, customer service training, personalised services, and service
recovery programs. They also offer supervisory and leadership training that covers time
management skills, communication skills, and coaching skills. Moreover, they also have annual
mandatory training for sexual harassment awareness. Depending on the type of program and
the number of participants, the training sessions are either conducted internally by the hotel
staff or externally through professional trainers and the Hong Kong Hotels Association.
Moreover, department briefings are also regularly held to address role specific needs and
sharing of information.

Most of the hotel’s training sessions are conducted in person in a classroom environment. The
hotel views in-person training as more effective compared to an online training module or



seminar. They believe training that allows for interaction, including discussions, participation,
and practical demonstration creates a better learning environment for a service orientated field.
Encouraging direct engagement and experiential learning aligns with the hotel's broader
people-centred HR approach.

While technology is not directly used in the delivery of training programs, it is used to support
the organisation of training events. In July 2024, the hotel has adopted an HRIS with a mobile
app (HR app), which is the primary platform for training enrolment, allowing employees to
view available courses, select training sessions, and receive updates on scheduling. Before the
introduction of the app, the hotel used Google Forms to manage training enrollment. This
process required more manual coordination by HR staff and limited visibility for employees.
The transition to using the HR app has streamlined enrolment processes, reducing admin work
and improved accessibility to information.

In addition to training enrollment, the HR app is also used to access training materials, internal
announcements, and updates. Employees can access relevant resources through the app
whenever they want, making learning more flexible and accessible. This represents a shift
towards more digital support for training, even as the training experiences remain face to face.

However, the current use of technology in training and development also presents some
limitations. For example, while the HR app enables access to materials, it does not provide any
analytics on employee engagement with learning content. As a result, HR staff are unable to
track employee engagement with the learning materials, including document downloads,
viewing duration, or completion rates. Therefore, HR staff must rely on qualitative feedback
to determine the effectiveness of training sessions. This limits the hotel's ability to identify any
gaps in learning.

Despite the limitations, the HR app has improved efficiency by simplifying enrollment and
limiting the need for HR staff to manually follow up and communicate with staff. For
employees, the app provides a more convenient and centralised way to access training
information and resources.

Overall, Hotel ICON’s approach to training and development reflects a hybrid model, where
technology is used to support the administration and resource allocation; however, training
itself remains in-person. This approach aligns with the hotel's service-oriented culture but also
highlights many opportunities for further technology adoption. As the hotel continues to
experiment with more digital tools in HR, training and development might be an area where
enhanced technologies could be used to complement existing practices without undermining
their preference for experiential learning.

Performance Management, Talent Management and Succession Planning

Performance management at Hotel ICON largely relies on more traditional and manual
processes. Despite the increasing availability of digital tools to support this process, the hotel
has not yet implemented a fully integrated digital performance management system.

The current performance appraisal system is based on an annual review cycle, where managers
complete two separate spreadsheets for each employee: one as an evaluation form, and the
other as a summary of performance scores. These documents are consolidated manually by the



HR team, and the appraisal outcomes are discussed in meetings between supervisors and
employees. The employee's signature is required to formally acknowledge the appraisal result.
These discussions always occur in a face-to-face setting.

Apart from formal appraisals, Hotel ICON also uses guest feedback data to monitor employee

performance. The hotel uses ReviewPro, a digital platform that compiles guest reviews from
online social media, online travel agencies, and other feedback channels. Daily performance
scores are generated through this system and benchmarked against competitors. The data from
ReviewPro is shared with staff via the HR app, email, and digital signage within the hotel.
Moreover, mystery shopper reports are also used to support guest feedback and provide more
structured staff evaluations.

While ReviewPro provides a consistent and data-driven view of guest perceptions, this data is
not directly integrated into formal appraisal systems. As a result, managers must interpret and
incorporate guest feedback into their evaluations manually. This separation increases
administrative workload. While face to face discussions during the appraisal cycle allow for
personalised interactions, employees only receive formal feedback once a year, with limited
structured follow-up through the performance period.

Moreover, the manual nature of the appraisal processes presents many challenges. For example,
given that the hotel has over 300 employees, HR staff must spend a significant amount of time
consolidating data. Meanwhile, managers and supervisors are also required to take on a high
workload when completing evaluations using different types of documentation systems. In
addition, the lack of standardised digital guidelines or mechanisms allows for subjectivity
across departments. Appraisal outcomes can vary depending on individual judgment, leading
to inconsistencies in performance rating and feedback.

Performance management practices at Hotel ICON also play a key role in talent management
and succession planning. High-potential employees are selected based on annual appraisal
results from department heads. Select individuals are invited to leadership development
programs and leadership training initiatives.

However, talent identification and succession planning remain largely relationship-based.
Decisions are heavily dependent on observations and judgment, with limited use of data and
formal tracking systems. As a result, development opportunities are only provided to a small
group of employees, increasing vulnerability to bias. The lack of digital talent management
also constrains the organisation’s ability to systematically track employees' progression and
plan for future leadership roles.

Overall, performance management and talent development at Hotel ICON reflect a strong
reliance on human judgment supported by some digital performance data. While platforms such
as ReviewPro provide some insight into service quality, the lack of integration with HR
appraisal and talent management limits the use of the data. This highlights many potential
opportunities for adopting digital tools that could reduce administrative workload and improve
consistency while prioritising human interaction.



Compensation and Benefits

Compensation and benefits are one of the HR domains at Hotel ICON, where technology
adoptions have been most impactful. Hotel ICON’s HRIS supports payroll processing,
attendance tracking, leave management and record keeping.

The HR app helps the hotel process employee salaries, calculate overtime payments and
manage transport allowance, reducing the need for manual calculation. Attendance is also
tracked through a Bluetooth clock-in system, allowing employees' working hours to be
recorded automatically and directly linked to their payroll calculations. The integration of these
systems improves accuracy and reduces the chances of human error. The employees' duty
rosters and timetables are also available on the online platform, streamlining all important
information onto one shared resource.

Leave management is also handled through the HR app, allowing employees to submit leave
requests virtually. Employee personal records are also stored within the system, allowing HR
staff to access and update information efficiently. The hotel's use of a centralised HR app
system has significantly reduced paperwork for HR staff and improved transparency across
compensation-related HR functions.

In addition to their internal HRIS, Hotel ICON uses digital platforms to manage specific
benefits. For example, medical benefits are managed through their external insurance
provider’s app. This allows staff to access health coverage information, submit claims and view
benefits independently. The use of the platform shifts administrative responsibility away from
HR and provides employees with more control over their benefits.

The implementation of this new HRIS has brought significant benefits to all hotel staff.
Previously, the HR team relied on Excel spreadsheets to track attendance and manage leave, a
process that was both time-consuming and cumbersome. This manual approach increased the
risk of errors, particularly during the consolidation of payroll data and the calculation of wages
using complex formulas. Since the integration of compensation-related functions on one
platform, the hotel has seen improved efficiency, better payroll accuracy, reduced
administrative workload, and enhanced data security. For non-HR employees, technology has
made accessing information and resources more accessible and convenient, providing easier
access to payslips, benefit information, leave records and clock in functions.

However, in the early transition phase, some employees faced initial challenges navigating the
app. To address this, the HR team provided training sessions and continues to offer ongoing
support to any staff experiencing issues. These processes were implemented to help system
adoption and ensure that all employees are able to use the platform effectively.

One area of concern regarding the use of technology in this field of HR is data privacy and
confidentiality. Given the sensitive nature of compensation and personal records, ensuring
secure access and responsible data handling is an ongoing challenge for HR at Hotel ICON.

Overall, the use of technology in compensation and benefits demonstrates the potential of
digital tools to improve accuracy and efficiency for both HR staff and employees. Compared
to other HR domains at Hotel ICON, this sector serves as an example of a more advanced level
of technology integration, highlighting how back-of-house HR functions can significantly
benefit from digital tools.



Emplovee Wellbeing

Employee wellbeing is extremely important at Hotel ICON, especially given the demanding
nature of hospitality work and the pressures faced by frontline staff. While the hotel does not
offer any formal digital wellbeing platforms or counselling technologies, they demonstrate a
commitment to employee wellbeing through organisation wide initiatives and the indirect use
of technology to reduce workload.

From a technological perspective, wellbeing support at Hotel ICON is embedded within HRIS
aimed at reducing administrative burden. The HRIS automates tasks such as payroll processing,
attendance tracking etc, streamlining HR tasks and reducing manual work. These systems help
reduce overtime and administrative stress for both HR staff and other employees. Moreover,
tools such as Microsoft Copilot can help support staff in drafting reports, writing emails, and
analysing data, further reducing workload.

Beyond technology, Hotel ICON has also introduced organisational initiatives to improve
employee wellbeing and mental health awareness. Since 2023, the hotel has organised an
annual wellness month aimed at improving both physical and mental wellbeing. Some activities
include massage sessions, health seminars, laughing yoga, singing bowl experiences and
creative workshops such as Zentagle. These initiatives help foster a supportive and healthy
work environment, demonstrating management's commitment to employee wellbeing in the
absence of formal counselling.

In terms of monitoring staff wellbeing, the HR team relies on indirect indicators rather than
direct measurement tools. Sick leave percentage is used as a basic index to track employee
health trends, including mental health and wellbeing. As a result, wellbeing insights are
inferred from informal feedback rather than systematically measured through technology.

Overall, Hotel ICON uses a more indirect and preventative approach to employee wellbeing.
Rather than implementing specialised wellbeing technologies, the hotel prioritises using digital
tools to reduce workload and stress to support a better work life balance for staff. This approach
aligns with the hotel's people-centred philosophy while also highlighting opportunities for
more structured wellbeing monitoring as HR technologies continue to evolve in the hotel.

Deployment and Resignation

Deployment and resignation is a largely manual process at Hotel ICON, with limited use of
digital tools beyond basic record keeping. Exit interviews are conducted for all employees to
determine why they are resigning and to gain feedback on the employee experience. If any
issues are raised during interviews, the HR team follows up with relevant department heads to
address any operational challenges that may have contributed to the problem. Currently, these
interview records are stored in Excel spreadsheets and used to calculate a monthly staff
turnover rate.

However, data entry, consolidation, and review are all carried out manually by HR staff. The
manual nature of this process limits the extent to which resignation information can be used
strategically. While turnover rates are available, there is no analysis of reasons for resignation.
As a result, the exit data is underutilised for identifying patterns and informing workforce
planning.



Despite these limitations, Hotel ICON’s existing digital tools present opportunities to improve
resignation analysis. Tools such as Microsoft Copilot, which are already used to support HR
administrative tasks, could be used to analyse exit interview data. These applications would
allow HR staff to shift away from manual data processing towards a better understanding of
workforce trends.

Overall, the management of deployment and resignation at Hotel ICON highlights a gap
between data collection and utilisation. Although processes are in place to capture feedback,
the lack of technological adoption constrains the analysis of this data. However, with the recent
implementation of digital tools, there is ample room to improve HR insights without interfering
with the hotel's people-centred approach.

Impacts of HR Technology Adoption

The implementation of digital technologies across HR practices at Hotel ICON has led to a
range of impacts on HR staff, other employees, and organisational operations.

1. Impacts on HR Staff

For HR staff, technological adoption has improved efficiency in the back-of-house
administrative functions. Automated payroll processing, digital attendance tracking, and leave
management have reduced paperwork and calculation errors, allowing HR staff to spend more
time on other important tasks. Moreover, the introduction of the HR app has integrated training
enrollment and internal communications, further reducing the need for manual coordination.
In addition, the use of digital tools such as Copilot has further supported HR in drafting emails,
reports, and analysing data, reducing cognitive workload and improving efficiency.

However, these benefits are not evenly distributed across all HR functions.
Recruitment, performance management, and deployment processes remain primarily manual.
As a result, HR staff continue to spend a lot of time consolidating data from multiple sources,
where technology adoption could alleviate some of the work.

2. Impacts on Emplovees

From an employee perspective, HR technology has improved accessibility, transparency, and
convenience. Employees are able to access compensation information, leave records, and
benefit details though digital platforms. Streamlining communications and updates to the HR
app also allows for faster information sharing.

However, in-person interactions are still preferred by the HR team. In-person onboarding,
training, and annual performance discussions preserve personalised engagement and foster

relationship building. This approach aligns very well with the service-oriented culture of Hotel
ICON.

Organisational and Operational Impacts

At an organisational level, HR technology has improved operational accuracy in payroll
and attendance management. It has also indirectly contributed to employee wellbeing by
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reducing workload and overtime pressures. However, there are many HR domains that can still
benefit from a more integrated technology system.

Challenges and Risks

Despite the benefits associated with HR technology adoption at Hotel ICON, the
implementation of these digital tools also comes with several challenges and risks. Data
confidentiality and privacy are one of the key concerns. HR handles very sensitive employee
information, including personal records, compensation data, and performance evaluations. As
digital systems become more integrated in HR operations, ensuring secure data storage is very
important. This is particularly concerning for external applications, such as the HR app or
Microsoft Copilot, where data is managed across multiple systems.

Another challenge is the limited understanding of Al within HR practices. While tools such as
Microsoft Copilot are used to support administrative tasks, Al adoption at Hotel ICON is still
at an emerging stage. There is also uncertainty surrounding Al use in more complex HR
practices such as recruitment and performance evaluation, as the hotel does not want to develop
an over reliance on machine decision making rather than human judgment and relationship
building.

Challenges surrounding costs are also a constraint for Hotel ICON, especially as an
independent hotel. Unlike large international chains that benefit from large economies and
access to a centrally developed HRIS, independent hotels must evaluate technology
investments carefully. While Hotel ICON has more flexibility in terms of HR decision-making,
it also makes it more vulnerable to financial risks. Integrating multiple systems, maintaining
licences, and support costs can place large strains on resources. As a result, they have to use a
more incremental and gradual approach to technology adoption.

Another challenge is the lack of a fully integrated HRIS. HR technologies at Hotel ICON
operate across multiple platforms. This lack of integration can lead to fragmented records, data
gaps, and an increased workload for HR staff.

These challenges highlight the complexity of adopting HR technology in an independent hotel.
The selective and cautious approach observed at Hotel ICON demonstrates the need to balance
efficiency, financial sustainability, data security, and human judgment. These challenges
highlight the importance of better understanding both current practices and future
considerations in HR technology adoption.

Future Directions

In the future, Hotel ICON has the opportunity to further develop its HR technology strategy in
ways that improve efficiency and employee experience, while maintaining their people centred
organisational culture. Future directions are likely to involve selective and strategic technology
adoption aligned with operational priorities and resource availability.

One potential direction is the gradual introduction of more integrated HRIS. Linking
recruitment, performance management, training, and exit data within a single holistic analysis
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of the employee platform would reduce duplicate data and allow for a more holistic analysis
on employees.

Moreover, there is also a large scope to expand the use of Al tools to support HR processes
rather than decision making. For example, Microsoft Copilot could be used to analyse
qualitative data from exit interviews, identify trends, and generate reports. It can also be used
to simplify scheduling interviews and manage resume collection. In support of this direction,
Hotel ICON has recently established an Al committee to ensure that future digital and
technological adoptions are guided by operational needs and guest considerations

Summary

Overall, across HR functions at Hotel ICON, technology adoption is uneven, but
reflects a selective and deliberate approach to integration. Administrative processes such as
compensation and benefits are supported by more established systems, while areas including
recruitment, performance management, talent management, and deployment continue to rely
heavily on manual processes. Other HR practices, such as training and development and
employee wellbeing, incorporate some emerging digital tools alongside more human-led
approaches.

Figure 1: HR Processes and Technologies Adopted
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Conclusion

This case study has examined the adoption and use of technology across HR practices at Hotel
ICON, highlighting how digital tools are selectively used within a people centred hotel. Hotel
ICON uses a pragmatic approach to HR technology, prioritising efficiency and accuracy while
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still maintaining high importance on human judgment and face to face interactions. These
findings highlight an uneven pattern of technology adoption, where some HR functions benefit
from a more established digital system, whereas others remain largely manual. The case
demonstrates that this pattern of technology adoption is not only shaped by operational goals,
but also organisational culture, including staff wellbeing and ethical considerations. Overall,
Hotel ICON provides a valuable example of how independent hotels navigate a new era of HR
digitalisation, balancing innovation with risk management.
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E. B#HRTRRMRSHENHELR,



14

MER, BEALERE (A) MEMEFEARNTZNA, B BEEEEESIRER
SRR, WEREHBEHRIEKAOEMIANES (Dwivedi et al., 2024; Kim et al,
2025) . HIt, HRERBEE M AREMXEIAE, HESATHAFBARKESHE. #
WMERTIEEAKE (Mandi¢ et al,, 2025) .

HTHEMREENMER, EEERAEEANBEN, EBREFEABRAUTEERK
SKAEMEF AFBEE. A, XUBREIDEELIURIIHER EHEE HR AK
R, MEAERGEREEFREFRANEF .

HBZETF 2011 EFEEE, YREFE HRIS EEE VAN ARRER, EILEEREY
WA THRRRTE. MERFTHAENEEBRBIENE, BEABAEHESZERS
BLEIWERED, W F—FXMBEEMS, XMTEFARSR, MHIAAETNERRHF
FHEEE BREFE.

REGIFFRRIN T HERASE HR KEPIRAKXANERL, 27T BERARZWHEARA
FHXAN. XETAMHR RTREMATHEME, NUERENAARNEERERS
B ERAAXHE . BERITRARNETZFHAZFH AR HRIREE (B151RES.
ANR BFIEER. GREE. HM 58N, ATEEZBESER) | KEFIRE
TR EETER A HR BOR BT A B R

BREZHANTEEE: MAARNTIE

EASHNANTREEITERZ BN UA AR ESHNEW, ZBSRIFAREL.
RKABIZARINNARXN. FEMBRIMAZERR FHEAIREEFRDN
KEIRE., X—HFEEPW T HREEARITTR, UEEAREFMEZERE EHEA
FBRLERAET

WESIRELETENBNML, MEX HREARR T EFMENTE RAEEIRL
BFIAUTNRSHNEMXASMEAGRKRNIUR. Flm, EUAFREF A0
AR, MR, ANRMSRUHE, BRI MAOBRHEKT T e, EENE
EE¥HR RI5RA T2 EEHEFR XN AU AR EEMKERX RS,

R, SUEE, SAREFARIFEETNRS HR RTHEXRTED. ADREMD M
BT EFELRARENNBMTENRESN, LHEE—FME 300 L2 ZTMEER]
AOBERES . B, MBMERFDMMEL. MAAKXN HR TESBEHFHRESEZ
8, HEEFEAAR,

EBEZNIESRIRT A HR LB — MR BRUE B TE . BRI b —Fhi Bl
TR, TIMNRERSREFBRDTHRIE MU ERENDRUKRRAER . XK
EBZEEEARR HR KEFAEHNEARARIRER T ER.
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HR BREE IR AR X A

B HR AR AR RIS R A RETRN, ZENEHEEBR
R DA S A RBR SR, TEETFRE R 2 B ATIREL HR HARR
% MREBEMANDEEEREPIIAT SHEFTANEERE. Bk, I
HR TEMBARBEREE, —LRBMIBREAL M8 LRRUENLS
.

1. BESAR

ERASHBBMARRER® NZBEEEANTREERAR A LAERMETTE, |/
#HF TEMRENMHE), MR REASEH ML

EA—REZANEIIE 300 ZZATHMIEE, BEEHERELE MHNBES
K. BERBHRTEANEE HR ARARRZEERBASFIERE., BERANSTEINTD
BEEM G (40 JobsDB # LinkedIn) E& %, DUEREREBSICIEME| KEMNEER
WA, XESNBIBEF & B RIEHMBEXANFEER A,

—HREABEXEF SRR T HIE, AEHhRsBEE T ERLE HR F. &
XA, BERAEEESEALL, HR ATHREZ—MEEH, WhEnRIgNH
EREAREEE. AENREAGERBESHELXGHEIMINTA, HHRER
HetiTE. FrANEIXERTHNERE HR ARATEE, emEd
WhatsApp. EBIREE THBAFHITERAE, MIHERE AR HITARRE,

ABNREPIEANSAZEAESRN. B sMIEREEHMLZ XA
TETHR, MEIEHN WhatsApp FRIEFBILE S N ATHIAE 4T MR AR
(Offer) . XETAfed# THRBIFRMT RIEN, BEMNHRBEEEE—MRERS
. Eitb, KEBMBEEBIESBASNMEEML. BN ANCE T,

HTRE Al HBFENBEMNRERS, BBSZENEBREAERETFSHhEL. B
W, HR RIXTEHRAENEFEFERIF, HPFZHIFEESRUFCEESAFHE
Ko ALIFEEINTTHRIEE, FHEKTENBIEEH. it REBSHRKR
#7 HR BIBARRBRIRIEN . FRESE K. RIBEHNUR B EARIBIS R G

REFAXLRST, MEESNAERIRMEFRATERIEAR RSB, MBI7HRE
FURE T AR A TSI RREA KA HIET, AR ESEMARZFE NN RANER
FEMNRS TV, BiSRBEMNMELNTTE, MIRBEGFH T BEEERLIAN, B
NRIFHRR, FaRERMBERESOEANTIS. EMHACNEBARERE
JEMAAZARE HR RS,

BEENFRAEFRNRIBARES. WINKARE, SHTEATHNEATEREEE, KE
EAP=RNETHR I, B)IARREBEEESHNEAEER, MEIEXXLA
BREiE. BABFIMGEMANNBNRAEATHEZXHNGRER, B EEHF
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HONRFESHNRIEIIR S A, ANBRESERS HR RTS5#H R T Z[E
BEER. EXMPIEUARERIEL T ESHBALRS), BT EEMNRE.

BHmME, WASHNBENAREKRL T X5 A BNE, BRBF TR
I T EENBEREFHD T A®, ENADRENS ERBRET —TUKERER
BRI Z R ABRBR RN HIRT. AT, XMIDEROE T RERXAKARNES
M, XEERTNERRTERUENRE, RAREBBEEFZAUNMELITE.

2. BHISERRE

BFIISRRERBSH HR BT A EEERER., £TEELAOMRNEARZE
REANERM, wAZNRIETEBLL TERAHAT, MAREAESTAEMERE
MIH,

MBS AMERTRMEZMNZ)IME, SlEEkRs. ERRSEIL MMEURS
MBEEFEET . TR AREREEERE. BB SN T EN
QSN Lt MEEESHTH RIS EREH M), RIEm R
KBNS EANBNARE, FIRER Y UEEER TAERRET, B RiBI T
MIBAMEBEE L ERKSSIASMNBRIR. it BEEEZERETHIIERS, UH#
REFERMNNTRIFDPEER

EENRIFINREAET AL TREINT THITH. BEEIAN, 5% EF)HRERE
WIS WARLL, L THRIIEAEN. W8EE, AFESRNE) (BFE1FE. S5
Khrrse) ARG SEBETUYAEEFNFEINE. SMEESSTERIFS,
FEBEEE ZHUADERN HR 7%

BRPAEZFEEENBFEIFENFIRT, EEWBTIIFENENELR. 2024
F£78, BEINT—EWEENAREFLN HRIS (HR App) , ZEFHA T 5
REMEEFLE, AFRIEEYTHRE. ) EREFERA S LHNES. &
5IN1Z App 28I, BEEASIKFRE (Google Forms) REEZFIKRE. X—RER
FEHRATHTESHALNE, BRINFEEENTNEDLEMR. SERFERH HR
App BT IRBRE, RO THBEIE FHRSTEEMNTHREME,

BT ERUIIR RSN, HR App B A TREURIA R, ARBASHERES. RI T
AP @I 1% App REVAEX TR, £ IEMRETMEM . XK T mEFUFFRIN
X, RELFRAFIERRRSEXHA.

A, BRAERISARTEAZABFE-LBRME. 61, R4 HR App TR
BaR, BERMEBEAIEXRRATEIABTSEENMEIE. AL, HR R TTER
BRRINFIMRNSSER, SREXHETH. EERNKETME, Fit, HR R T
ARG E M R ISR E AR VINRAZ AR . KPR T IEIE RIS I ZEERYRE
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REFERRM, HR App B EHRBMED HR ATALRH#E S R THBNFE
K, RETHE. ¥TRIME, 1ZApp BT —METE. ERPAITTNRARE
WERFMRIR.

BAME, WASERISEARTEXATEGER, HAARAZFHTHEEMA
BB, MIBINIRSDERITE THT. XMTENEBEERSSEMXL, EROE
TH—FTXRARANELZT . BEEESREE HRAPZHAESHFITR, BIIEX
FRETREAL A — D] PUBIT & I R RAN A SRERAI U,  [EIRY XA IRE MR IXHA
B F IR

3. ZWEE. A\FTEBRSEHAR

BRSNS ERARAKERE LB TEAREMALIRE. REFFZORENE
FTREXESL, BEEESALETEBENEFAGTHNEERS.

BRMNSGEOHERGE TERIHE AN, fEFENSMNRTESROMRINE TR
1% —OMEATHESR, A—MEAGRESMLE . XEXMHE HR ARFaNLE, ¥
EERETESRINSWPEHTINE. RAIFTEZFIIANETIATIHEER. X
LR A A BN mI SR T,

BT EXTHES, WAELFBERRIREEREER TR, EEEM ReviewPro
X—HFVE, ZTFaEATREMERE. ALikiTit (OTA) MEMKIRERIERN
REWiIt. SRGHEPBEZRAGEN, FESRFIFHITEEXLE. KB
ReviewPro F9%#EBIE HR App. BFHRHFIEEAME FERS AT HE, o,
MWREFREOEATXHERERER, FRHERFEHNR T

B4 ReviewPro 1814 T REE RN B RRRANONA, EREMEILEERS
SEERWTHRST. B, SEAAFHBERERBEEHBAITHEFR. X
MABEINT FRIAR. BRFEEBTOEKATMALS, BRISERME
HE—RERR G EEMEHIITHT RO RN ERRE.

teoh, THERENA MR T F S Pk, B, £TBEEHE 300 ZHRAL, HR
RIATEFREN AR CLEEIE. BN, REMNTEAENARERUNXERGET
BUIRfAR, thiBRIESMMNITES. Wih, REFEMNEFIERIFEI ST &
MIZEHERME. HEERTESE DA, AMSEEEOFRMR IR
—2
EBEEZNSEUEELREAT EEMEREA TP A EERRIER. BN RTE
RFEDIATANERIHEERERE R . FEPHIDPIASEEIFTSINAS N AR
HRIFIRS HEINEE

M, AFRBIFEPATHERKERE LMARET ARXRN., RETERBEN
SRFM, BIEMEXNREGERGNERBR. FAlt, ZRNSREHS—/NBD R
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T, M7 RATROESM. BFUATEENRZ, BRE THRRFHIRER R
TEFFARKASHEHETALAEE

BAmME, MASHNSEENAT KRR T W ALHIMTAsR 2R, T —LL
HF UG EE. R ReviewPro FE BRI T X RSREN —ERE, EH TR
ZE5HRTHEMAT EENES, RETXELENER. XOETXRAKFIAN
HEZRENS, XETRTNERRTERIEEZ. Re—SMHNRER, REAERBARR
Bxf],

4. FEHS5EF

M SETEMAEE HR GUR P RAR AR EZEMNRIZ —. EBEH HRIS X
FEALIE. ZERER. (RIEEMICRRT.

HR App HENEELAER T TR, ITEMIEHMNEEREZEZN, BP0 T7TALITENS
Ko BENBEE KT RRFEATIRE, FRINTENERBZEmNCE, FEES
FETERZE, XERGHEESRS 7T ERMEFEET AAEROEER, A THEIE
KM EROTIUNEELFEELEN, BB EEEARUE—PMHEREF.

BREEEDET HR App 438, AFRITALREXIFRHAE. RTH P ABEDFHE
HREGH, £HR ATRERBSICERBAEREFEL . BENEFTI HR App RGrIEH
BERDT HR RTMRRTIIE, FES T HMHEX HR RREMNZEHE.

BR7 B HRIS 5h, MEBEEFAEBFFaREERERN. G, EEFEITIMND
REEARSS IR App HTEE. AR TR RBERFERES . RIREHABEHE
BEM, ZFENERABITEIREN HR B LERTR, FEAIXNBCHENET
FZ a9 HI

#HRIS (SKIE AT B EE R TR T EEMFAL. tLET, HR EIBAMKIE: Excel A8k
IREFZHMERRY, X RERENXED ., XMALIEEMT HEXE, F5
RELBHABEMEAER AR ITELRN . BMEFHMEXREESE —MES
tiE, EERS TR BRI THERME. BRETITRIEEFER T EERS
o ¥TEHRAIME, RAESHKRESMTREEMERENS D, EBERNT
AT HE. BIER. BRICEKMIT Rk,

A, ERANESHNER, —LERITAEREZ App FIBE T #adkik. X7 BRX—
B3, HR BIBARME T EINRTE, FAREAEMBR B R TRMEFERS, Xk
LERESATHEIRGE R, HFHERMARAIHBEEEMRZTES.

X — HR U P ERAEARN— PO AREN BB HIERANERE M. LT
PANEFRERM, HREEHEMATENEIELEI A S HR RS
X o
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BAEME, RAREFHFMSENPHEARTTHFITEARS HR RTMEER T
BUMERNERTENE N . SEBSZNEM HR SUFAELL, X—IRERSKERARES
FoSehl, RET/EE HR BREEMTRE BN F TAER B E RS,

5. RIt&EH
RIBUERBSIREEE B EERIBEELENEEHRNE—%R T EIGA

KA. BREEXFREFTEXNNEFEULTaSE IR, BMad2Ea5%E
BN EN AR BN ARARRETEE, RIT N R IR,

MEARINABEXRE, SUIFRAEEERZETBHNIEN HRIS ., HRIS Bah# T
BHALTE . EEEREREMES, BT HR TEFRD T ALTE. XERGHBTREE
HR R TANEM R THINIEE AFMTEIE 1. 5, Microsoft Copilot % T BT IU1Ef
RIEERE . BEBFHMEMOTEGE, H#H—PRET TIEE.

BRIcARZ SN, MBZAESIANTAHREN, MREARTHELMCERREIR. B 2023 F
e, BESFENKRERA BERSHURR. ASREZERE. BEH
BE. KX, MR MEESEFRTIEY . XESEETES FHFHTE
RHORZIE, ARZEXFERENBERT, BT EEEXNRTELNKE.

ELMRTIELAE, HR BB TEE RN TR, HEES AR
BRIEEGS (DRUEBREEL) BRI, Bt BOIRZAEERR
PR, TRRBIHARTRALNEN.

BAMmME, WASWRTEURMAT EAEEMMPMHATTE. BEFLELEE]
MR IR, MEMEZBERBFIARBETEENESN, UXFRIEFHF
BIESER. SMMERTEEREUAARNES, RNt NETEEEE HR XK
MAENEE, #TEERGMHELENNIZ.

6. AR5 ER

RS, AESERE—MREALARNRE, BRTEKXCERFIN BFIRN
EREFEBR. BERXIAE RTHTERERK, X7 BAMNERNREFRI R
THRBHNRE. MRAEERPROEEEEDH, HR ARASSHEXEBIRTARZE, UHF
ROBESEOZEBMETZERE. BEl, XEBMKICFKERFAE Excel TGP, FH

THERERILRKE,

R, FEmA. LENHEESHHEHR AT ATER. 1ZRENATHRRS T E
QEEEKBEANFEARE. BAYMKERAR, EXBEXNFRERFTRED
#r. AL, BEREIBEIRFERF AR TAAR IR EETEAREE ZSF .
REFEXEFZRM, BEERENBFTLIEAIXNEETRMFRETIS. EATX
# HR 17BUES-AY Microsoft Copilot & T R ] I AR B EREIREUE. XN A
BT HR RIMALEERAN IR X R TN AEE N EFIER,
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BAEME, MASWRRMBRNEELE TEREESHAZENERE. REFK
ERIFHVRE, ERAXBNRZIRE T N XELEN DT, R, BEREHFTT
BEMKHE, EARTHBEEMANARTENFRT, = HRFEENDET EAN=E.,

R HR AR
MESE HR KB LEHFRA, XYHRAT. HERATMRAREZEFET —R]

A
1. ¥ HR R THIRE

T HR RIME, KARXRBRS T RHTBERENNE. BaFHMLE,. HFEY
IRERAMRIAE IR TR E TEFITESEIR, £ HR R TS E L N ERAR Hitb
BRSSP, s, HR App MISIABE THRIIRBMARE®, #H—HED> T AL
AR, Lo, Copilot FHFTEMERH—LZHT HREFETHMHF. REM
DTEEE, B TINNITEEIFRS 78K,

A, XEZLFIFRFIGFHOHERE HRIREED, BB, SEERTBERRED
REBMEAL. FAlt, HR ATHRSEAEFRARERBLCERE S PRRNEE, MEX
LU R MEAR R DU —8 7 THE.

2. ¥RERIAIRNE
MATHAERE, HREARS TEEMNTRIME. EREMERNME. RTEBET
HFEAaRWMFMER . BRICEKMNENFE. FEABMEHREILE HR App hH B
TERENEEH{E.
AT, HREBDAERFENEMNES . Z& THARZ. RESINFEESIOTR
RETMEANES), FHHEH T RENEY, IMTZFEEREHEBZRSSEMX
€.

HRASEEX M

HFALAEE, HREARS 7THMAEHEEMNZEARHME. @I AEZIT/EEMMN

WED, EEEHET RTHNEL. A, BEFS HR GBI DUNEBENRARRE
R,
AR5 RBE

REWEZXAHR AR T EZHL, EXEHFTRNLEHHFEE Lo
R . BIBRREEFMRBEZOAVIZ—. HREBEEGERNALELS, B8HFEMA
ME. FMEEETSEOHE., BERFRESE HRZETNEBSEERRS, BRE
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SHPEFHEETEEXEE., XX TINBNARER (20 HR App 3 Microsoft Copilot)
AN, EAEXENAY, FEREZ N RSGEHTEEN.

FB—HEREXS HR SLERH Al (NEEEB R . R Microsoft Copilot F T B AT X #H
TBES, BHEEN A RANLTESHER. EESZH HR Lk (ABENSR
HE) FEAABFEEAHENE, BABEAFTENVRAR=ELERY, MEE
fRiEF A AR,

AT AR O EEBEEIRN — KRS, LHEEA-FMIEER. 5X@TH
REFEBEREPITRN HRIS AR EFRESERFARRE, JHIEE S ITUEENER
AR, BRAEASAE HRRRTARAFTERNREN, BOEEERZHIEMEN
CHEIE. BEESPRR. BRI IMIBRATESNTRERERES]. B
It, AT SRR F R ECE A AE 2P B Tk

A—PHRERRZZEBEM HRIS, HBZH HR RAREZS P ARMF S LET. X
MESHNERETESTICFEEA L. BIEREK UL HR R TTEERIEIN,

REHRERE T AREEPRA HR BARNER M. ERBZVEINEFMTEE
B TT%, RATAENE. WEUHEM. BIRREMAXRAMZ ARG FENLE
o XEBEGRIA T BB LR LEMRE HREARAFRKREERENER
o

AKTI

AR, BAEZEVSHE—THER HR EOREE, HEREMEMRTAERMNERN, R
FENAARNBARNXL. RENTERTESRSEENLEEMATRET AR
AOIEFE M KRR MR AR R A

—MBEMNAEREDSINEREESMA HRIS, KiBEE. SUNEE. FIFBIREE
HEAERE— 2EARINFER, BRIVEELE HLANRIEZEEEND
o

s, FR Al TEMERSEEIM X HR RE (MIERK) BBERAM=E. Fim,
a] A A Microsoft Copilot R T EHEREIX AV E &R, RABEBHERIRE. €
E AT EEEIX AR HMERER RS, A7 XFHX—T7E, WEERIIMI
T—PMAZRE, MUBHRRARNBFUNMEARAZNEZETRNEEEZEANSFME
Y,

HE

BAME, AEBZNHRRES, BAXARANE, BRRT —MEFHERE
PERNERTTIE. BUFHNSENSHTERERSE T ERRRGNIIF, MERA
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B, GEE. ATEENBREANNIEHNZE S ZRBA TRE. Hfb HR ST
(N ERZBMRATEL) WAEXRA-LEHXEFTANRN, F8T7TESZUAN
EFHITE,

B—: FrRANALDTBERES KA

FRRRAMANZRRIZES A

O ez O zEsw ® =am

WhatsApp. EBFHEH. ;
ENERE/ &R Excel. ReviewPro. Hnﬁﬁéaggi{)f‘ e Excel iR

Eﬁiﬁiﬁn 1

! |

Bills%E 1
BEmL (City Good i FimiE. SSHHE
Job, JobsDB), FAFHE +
5. WhatsApp/@iE ANEEEDRA HR App. 82k Copilot

(BBHRMS)

it

REGIFFRIY T HERASE HR LEPNRANKAMER, RETE-—KUAIK
AOBJE RN M AT TR, MEEX HREARRA T FXMNTE, EiLk
ERMEMARENERN, MESEERAXRAMTEXNENES . XELXRARET K
AXBOAHERY, AI—L HRREI D TERANBFRG, MEMRENRK
REERFALL. ROKRE, IMEAXARANMZEEE BIROENE, £
AL (BERITEAMREEE) NBE. 2EmE, BESRHET —IERY
S, R TIMSEERI A EEIH S N EENER, B HR BFLaH
(e
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EEMEFAER: ZUASRNEEEASPEEANESESHT—EH
£ (Hotel ICON)

H#AE (Hotel ICON) B2—XEEAET ASEHENSIRBIIBEE. ©RBE LR
EXETEBRAOMR. BEMBIE, ZBER 2011 £M%, HE 2602 BERE, 2
—EALIREENEEEHNELRBMRYEERE. XBETEBIZE, HEHEH
SOBE X FF (Nam et al,, 2020) .

WAERAEEZENRBMAEFEGNES T ERNEZRT., ZBEE—EES (B8F
HriRkEfem ) MU E4RETAR, W E 2025 LK HMIERE [—#] (Michelin Key)
S8 ERETHEASNBEMBEREN2ES (Hotel ICON, nd.) . LEIH
MEAEEIER 2017 FLET ARIEHE (PATA) BHEHBII€R, E—PEETHY
BIEXBEMNFESER (Heaver, 2018) .

BB B LRBNLEEAY, WEEEEC AT EEEENAINENLE, f
W, BARE—RABARMTRERH S AEREENSRUTE, HIHEER
EREERH. URARHMEEE AR RABARATHES (Heaver, 2018) . ik
AR T BB AIRTET B R MERIRE.

A —RBEEE, MRS AEEEMAZIHEZEER., MMREFEETAE
EENEENEAHEAEFRIRETY BT, BEEESHRIINERLER
(Heaver, 2018) . HF¥EFEBEENBEZERZTNEEB/HA, BE 7T —TEH5HE
BEMBANERHL.

HEXRE—ERESERENNTEX, SEKREE TREHR-—BNRBNEELNE

=ZEER.

HEHERTRBEEENTHREBE—FRNERT, ANER (HR) WTETEN
FHEE ., BFUANEREARSL (HRIS) JINERETEBNEFHERE, R
BATRIENRRE, ERETANERNFIEINIEE EMMAEHEINRETH
MBS HMREE, W BFLERRTFHFEEEFRELNALERAR,
EMmEIRES EIMNEEEMMEE (Gouriou, 2024)

BRTIREMESS, HR HHEBRBEARIERRE. MREAEE. ERFAFEMHTR
HHRNENERE, RETEANMEIKMEE, #MmAE T —@fRRINFHEESS
MEEMAEISIRE (Mandi¢etal, 2025) . BENEPBESBEEZERA HR F#THY
H—EREREFHRE., BFFLRFEENFINEELXZENRRER. BRBEEMW (Gouriou,
2024) . #EmE, BEERFHRENBATEESEESENITEIRAE THE
E. REETHRMIESIENEETR,

T
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MEXR, BEALERE (A) MEMBEFEANEZRA, FEBEEHFSEER
HHERF, thmEEEmEH RIS RAONETERES (Dwivedi et al,, 2024; Kim et al.,
2025) . AL, HRERBEE A AEAEARIREEE, HERAERH ARMKRESNE.
EHEM R ETEE/KE (Mandié et al., 2025) .

HRHBIEENME, WAEREEANBIE, RARBEASXHUMEERK
KAEMEFNBEE. Ah, EHRRBIZEEVRBIIEES L EIE HR £y
L&, MEXESRABBRERERNEEI.

MEHERR 2011 FEHEEE, EFET HRIS EBEEEXNERERER, FRILBEESEY
RN THREARTE, BERFTHATEREEZBBEE, BEASIAENREERD
BEIREAREY. HR—XBLBEENS, EEBEEAEE SHEEBEERSIF
BEEE Y BEIETE,

ARFGHRRF 7THBEE HR BETHEMKANERL, 277 HEFETE0E
AMHIRAN. BETEHHRETIRHEMETHFE, NRAENUAAKRNBEERE
REE T ETARRAYHLE . BBREERMOEAXFRAZTIFABEMN HR e (81
RIS, AB. BAIHEBRE. ENEE. FMEER. E TR AARMERERE)  AX
BIRE 7 BB EER A HR FATRF B M

MHAEN HR: MASEKNTTZ
ERAENANEREETERZAIN [MASK] BeHNPE, BESHAARE

B, BEREINRIMNASX L, FETMERETHRASELSR ERHRAERR
BAOMBEERE. S H2BEEXET HREBMZRGT AR, MEAENEAERE L

WRANEIRLEE R H o

WEEWIEERTENEEL, MEH HR BWHRI T EEMNTTE, BEEREMN
EHFTRTMRSHEMXAGEEAGRBENSEL. fln, EUABRESAZO
RURIZS, NIAES. ABAAERGEM, EAEMHCEBERT T BEE. wEEN
EEENHR ETHET >R EERENEBRASELEENRABRNER.

R, BULEER, FHABREBAEFEETHRSE HR EIERTEL ., ADREME M
HEBTERERENTHMTENE, LHEE KRR 300 7 E T NEEERF]
AUBES. Bt pill EREFEML. RABKRN HR TERBEBHFUIRSEZ
B, HERZFENER.

EEENESRIRT 7 HR BERP—EREAEBEFENTIE, KINTHERS—1EHD)
TR, TTMNNERSRETRDTHRIE moEEABNRURERELSER. &8
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