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[bookmark: _Toc168201975]Introduction:
The Chambers Hotel can be described as a first-class boutique hotel offering high standards in terms of amenities and services. Positioned ideally in a city's central business district, it targets and fulfils the needs of the elite, personified package clients. The changes in work modes are also imperative for the contemporary development of hospitality companies, including The Chambers Hotel, to sustain their competition (Apospori, et al., 2008). The study aims to analyse the possibility of adopting various working models, including hybrid working, working in the office, and flexible working within a hotel framework. Furthermore, it looks at how these work modes affect employee performance management, considering concepts among them the monitoring of employees.
PESTLE Analysis:
Political Factors
· Enormous local, state and federal changes, particularly in taxation, can affect the hotel's financial planning and functioning.
· Realising incentives for localised recruitment or energy-efficient improvement could consider the political prospect (Aprianto, 2018).
[bookmark: _Toc168201976]Economic Factors:
· With inflation comes the rise of the hotel's operating costs, such as wages, supplies, and utilities, thus lowering the profit margin.
· Adjustments in exchange rates present challenges to the hotel since it supplies a portion of its services to foreigners, and the value may change periodically.
[bookmark: _Toc168201977]Social Factors:
· Social factors determine how sustainability and green travel demand might affect the Hotel’s services. Guests may dictate their preference for accommodations that have green certifications and sustainable use.
· External factors, including changes in the population structure, for instance, due to the increasing age of individuals or growing interest in millennial travellers, may force companies to look for services and facilities that consumers may need (Armstrong & Taylor, 2020).
[bookmark: _Toc168201978]Technological Factors
· Enhanced and efficient cybersecurity measures are essential in guarding guest information and the hotel’s functional systems from Cyber risks.
· Strategic technological advancements, including intelligent room management through IoT, AI-enabled client relations, and contactless check-ins and check-out, can improve client experiences and organisational performance.
[bookmark: _Toc168201979]Legal Factors
· Key legal issues regarding employment, namely those concerning remote work, increases in the minimum wage, and benefits, must be complied with. 
· It is crucial to note that trademarks and copyrights should safeguard the hotel’s brand and distinctive service provisions (Baird & Meshoulam, 1988).
[bookmark: _Toc168201980]Environmental Factors
· Vulnerabilities arising from climate change, including increased travel risk or storm damage affecting hotel business continuity, also demand contingencies.
· Some examples of initiatives taken for enhanced waste management include recycling and composting, which have become essential because of growing concerns regarding meeting environmental regulations and anticipating guests' expectations of sustainable practices.
[bookmark: _Toc168201981]Literature Review:
[bookmark: _Toc168201982]Employees Turnover Rate
Ball and Taleb (2011) hypothesised that many turnover demographics are job-related. When seeking a hospitality job, many employees get to be in a situation where they can understand what they will or should be doing (Ball & Taleb, 2011). On the most basic level, when one joins the employment of, say, a waitress, they expect or are informed they will be serving tables, and it may not have been spelt that the server may also be expected to shop for groceries for the cafe or restaurant.
Scholar Basera (2021) developed the original model. Basera et al. (2021) first tried to analyse how employees' decisions to stay or leave affected their current organisation by developing an incremental model of turnover decisions. The source identified the job search process mentioned earlier in Basera’s initial model (Basera, et al., 2021). Mobley later developed a great theoretical model that captured organisational, individual, and economic-labour market elements that had to be weeded through the other intercontinental factors bound to cause employee turnover. At the same time, Mobley concentrated on the decision-making process of turnover. In further research, new light was shed on the matter that there are multiple projections through which an employee can make his turnover decision, according to the unfolding model. This was supported by Lee et al. (1996) in a more qualitative study and added to another previous finding. These results highlight that most of the motives to leave could be assigned to one of the four ways.
Given the significant influence frontline staff members have on employee retention and customer satisfaction, human resources are vital for the hotel sector. Analysis and consolidation of the most recent research findings are required to determine the elements that lead to worker turnover in the hotel sector (Bean & Stevens, 2002). This will make the recognition of possible subjects possible for more research. Numerous perspectives—individual, team, and organisational—are examined in this review of current studies on employee turnover in the hotel sector. 
[bookmark: _Toc168201983]Industry trends & COVID-19
The COVID-19 epidemic worsened this company's 2020 problems and hazards. Legislation requiring social separation, orders to stay home, travel restrictions, mobility issues, and dining bans forced the Chambers Hotel to close and lose business. The optimistic scenario projects a 30% decline in GDP and employment over 2019. The worst case, on the other hand, projects much steeper drops—60% and 62%, respectively, in employment and GDP. Employees unhappy with being given assignments unrelated to their work may quit. Perhaps their personality does not fit well with the position, and they feel forced to quit (Cadotte & Turgeon, 1988). Workers in the Chambers Hotel may look for better employment chances elsewhere if they find no set, regular work schedules. The Chambers, however, should not change their established procedures to keep their employees. To create a positive work atmosphere, they should instead give employee input first attention. The Chambers Hotel can attract people suitable for the company and the position by providing a thorough description (Chan & Kuok, 2011). Finding the right person with the required abilities and strengths and who fits the role and corporate culture is essential to successful recruitment. In this sense, including behavioural questions in business interviews can be beneficial. This shows how a person responds to particular circumstances, proving their suitability. The Chambers Hotel can successfully lower turnover rates brought on by personality conflicts and job misalignment by ensuring the right people are hired. 
Hospitality management may choose to hire interviewees during an unsuitable time. It could be the mentality or attitude of the person that is the issue. It is not harmful to fire staff members to lower turnover. An inappropriate employee's bad behaviour is avoided by preventing it from affecting their coworkers when fired (Crawshaw, et al., 2014). Getting rid of a bad employee might help the Chambers hotel keep good people on staff.
[bookmark: _Toc168201984]Work modes 
If the Chambers Hotel provides competitive perks and pay, employees will show their loyalty. A hospitality company eventually gains clients when it shows gratitude for its employees by offering them competitive pay and amenities. 
Like other hospitality organisations, the Chambers Hotel must adapt its personnel monitoring and supervision techniques to suit different work schedules to stay competitive and improve employee happiness and productivity (DeCenzo & Stephen, 2010). 
For hybrid work styles to succeed, performance management based on results and effective technological integration are essential (Gerhart, 2000). While traditional office arrangements gain from direct supervision and a strong corporate culture, flexible work arrangements require trust, autonomy, and intelligent scheduling. The Chambers Hotel can efficiently address these challenges and implement these plans to improve people management, productivity, and service quality. There is a growing trend in the hotel sector for hybrid positions that combine in-office and remote work (Dilbag & Amandeep, 2017). It gives more freedom and, under the proper management, can raise output and job happiness. The following are some necessary elements of hybrid workplace management: 
Information and Media on Electronics Success with hybrid work requires applying digital tools for performance monitoring, communication, and collaboration. Project management and ongoing communication are handled via Slack, Microsoft Teams, and Asana, as Dillo et al. (2014) claimed. Technology improvements allow The Chambers Hotel's managers to closely monitor its employees' availability, deadlines, and responsibilities (Dillo, et al., 2014). 
[bookmark: _Toc168201985]Monitoring and Staff engagement:
[bookmark: _GoBack]It takes regular virtual meetings, check-ins, and feedback to guarantee active engagement and problem resolution. Through these exchanges, managers can learn about their staff members' health and the advancement of their projects. The hospitality sector maintains traditional office setups for jobs requiring in-person interaction with visitors and physical presence at the site. Increased direct supervision is needed to monitor and manage office staff (Eisingerich, et al., 2011). 
By direct observation and conversation, Chambers Hotel managers may provide their staff with quick feedback and motivation. This practical method makes problem resolution and immediate direction easier. The Standards of Practice provide the routine operation procedures that guarantee reliable and excellent service. Maintaining a high level of quality calls for continuous instruction and reinforcement of these protocols. 
Workers' Participation: Because they foster teamwork and a strong business culture, offices attract and keep employees (Eneida, et al., 2012). Having regular team meetings, doing enjoyable activities, and planning different social events will all help to raise morale at work. Though there are certain benefits, staff management now faces new challenges due to the greater flexibility in employees' working hours and locations. Hotel employees can meet their demands without sacrificing the company's effective operation using schedule management solutions. In this role, I can effectively carry out my responsibilities and those of my deputy (GoodHousekeeping, 2014). Performance management with an outcome may benefit hybrid and other flexible work arrangements (Ferreira & Ferreira, 2018). One way to promote responsibility and output is to set and recurrently evaluate goals. 
The management of the Chambers Hotel must ensure that employees can carry out their duties and meet deadlines. Building an environment marked by openness and constant communication promotes trust. Hence, The hospitality sector is dynamic. Hotels like The Chambers Hotel must modify their staff monitoring and management procedures to suit a range of work styles. The development of office, flexible, and hybrid work models emphasises the need to understand each of its unique benefits and drawbacks. This literature review examines how The Chambers Hotel manages and oversees staff members in various work arrangements (Fitzgerald, 1991). Additionally, these techniques and technologies affect job satisfaction and staff performance are investigated. One easy way to keep staff members from leaving is to provide incentives and competitive pay.
[bookmark: _Toc168201986]Comparison of the Chambers Hotel and Ritz Carlton Hotel.
European Chambers Hotel and operation on a large-scale Ritz Carlton Hotel, each show different common practices in human resource, concepts of training and development of employees, and turnover prevention measures also differ in accordance with their individual brands and sizes. The ability of Chambers Hotel to adapt to staffers’ needs and specialities makes it a perfect environment for nurturing employee happiness and tenure amid a streamlined premium-focused concept. While TradeWinds has a very effective approach and is still evolving in its HR management strategy, Ritz Carlton has more set and elaborate practices, guidelines, and policies when it comes to its leadership development and its empowerment programs out there that give the company consistency and a good performance in all its operations globally.
They have both solved several issues associated with high turnover and, in general, are considered benchmarks in handling employee turnover in the luxury hospitality industry. Through effectively utilising and building upon their respective complementary skills, talent, and capabilities, Chambers Hotel and Ritz Carlton remain competitive and successful in maintaining and sourcing quality human capital to deliver great services to its customers and in keeping operational efficiency and effectiveness. 
[bookmark: _Toc168201987]Conclusion:
The Chambers Hotel and other hospitality organisations must change how they monitor and manage their employees to stay competitive and improve employee happiness and productivity. Hybrid work styles need the effective use of technology and performance management based on outcomes. While traditional office configurations gain from direct supervision and a strong company culture, flexible work arrangements require trust, autonomy, and intelligent scheduling (Florkowski & Olivas-Luja´n, 2006). The Chambers Hotel can successfully address these issues and put these plans into practice in order to improve productivity, service quality, and people management. Employee engagement and satisfaction must be the focus of a thorough strategy adopted by the hospitality sector to reduce staff turnover. Employees who receive competitive pay and significant benefits are likelier to stay in their jobs longer and report higher job satisfaction. By regularly assessing and changing its pay structure, the Chambers Hotel maintains a competitive advantage. Employee morale can be raised, and turnover rates can be lowered by matching pay to market trends. Employees value opportunities for professional development and career advancement. The Chambers Hotel should provide ongoing training and learning opportunities to help employees enhance their skills and advance in their careers. This can include access to online courses, certifications, leadership development programs, and cross-training opportunities across different departments. Investing in employee growth, the hotel retains top talent and strengthens its proper place for the future. By providing a supportive work atmosphere, enough chances for professional growth, and competitive pay and benefits, The Chambers Hotel can successfully draw in and keep a very committed and driven staff—the hotel and its standing in the market benefit from these improvements (Fu, 2023). 
Recommendations: 
· Setting up frequent management meetings at the hotel to get employee feedback and pinpoint improvement areas is suggested. 
· Work-life balance programmes should include flexible scheduling and remote work to improve employee contentment. 
· Creating an environment that promotes inclusion, diversity, and equity is imperative to retain talented employees. 
· Increase the appreciation and motivation of employees by implementing recognition programmes and rewards (Gentile, et al., 2007). 
· Giving employees access to specialised help, mental health services, and wellness programmes. 
· Giving staff members continuous training and development opportunities to learn new skills and advance their careers to maximise engagement and enhance long-term retention. 
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