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[bookmark: _Toc168201565]Introduction:
The research is based on the British hotel The Ritz Hotel, a global brand of luxurious accommodations situated in London. As an iconic hotel that offers an array of services, luxury, and tradition, it can be said that The Ritz has placed high expectations for other hotels to strive to meet. Nevertheless, like many companies, Ritz has experienced subsequent problems due to the COVID-19 outbreak and shifting socioeconomic landscape. These challenges raise the need to change the trend of work relations and the approaches adopted in practice due to the need to sustain organisational performance and employee health (Rees & Smith, 2014).
The research will, therefore, look into several possible work modes of operation at The Ritz, such as hybrid work modes, office work arrangements, and flexibility in the form of work modes. By identifying these various work modes, the paper discusses issues about EMP, such as workflow, employee motivation, and efficiency. Socio-economic factors, particularly in the process of the discussed work modes and HRM practices, the evolution of technologies, and the changing legislation and regulations, will also be considered.
[bookmark: _Toc168201566]PESTLE Analysis:
Since The Ritz Hotel is a luxury hotel chain operating in different locations, it makes sense to use PESTLE analysis (Rory, 2016). Macroeconomic factors The Ritz Hotel is affected by economic indicators in its locations.
Political Factors:
· They include policies on employment, which impacts the probabilities in The Ritz of attracting qualified workers from Europe, thus changes in the approach to the recruitment process.
· Admirable changes in trade aspects can influence the products that get imported by this hotel and alter the costs and supply channels for novelties, luxurious items, and amenities
[bookmark: _Toc168201567]Economic Factors:
· Economic Factors affect the customers' purchasing power and, hence, their spending abilities, and the resultant revenue affects the hotel, meaning that an element such as exchange rate volatility must present dynamic prices.
· Inflation puts pressure on operating expenses such as wages and supplies; hence, there is a need to develop better ways of cutting costs and pricing their products to maximise profits.
[bookmark: _Toc168201568]Social Factors:
· One of the crucial challenges of the modern world and business management is compliance with diversification and inclusion in organisational activities. The Ritz should implement strict policies and elaborate extensive training for the staff (Rutherford, 2009).
· [bookmark: _GoBack]The generational aspect could affect the employee requirements or the services they require or desire since older employees may require flexible work schedules. In contrast, elders may require fewer services than others.
[bookmark: _Toc168201569]Technological Factors:
· Using AI for guest services can prove helpful in improving the quality of services and making them more convenient for guests by having personalised concierge services and a fully automated booking system (Ruël, et al., 2004).
· The application of VR for virtual tours and marketing can help the hotel attract guests by making them experience all the packages the hotel offers before deciding to opt for it.
[bookmark: _Toc168201570]Legal Factors:
· Implement trademarks and other intellectual property laws to protect the hotel and maintain its competitive advantage.
· Changing the reference to new work modes in the provisions of employment contracts allows for addressing legal issues, including provisions for remote work and flexibility, and adjusting the documentation to current needs.
[bookmark: _Toc168201571]Environmental Factors:
· Applying photo sensors, the latest LED lighting and energy-efficient thermostats cost less and, therefore, accredits the company’s sustainability policies (Satria & Dhanin, 2022).
· Recycling and composting, as part of the whole waste management solution, make for greater sustainability and compliance with laid down laws. The Ritz can only sustain its image of prestige and provide exemplary service through its more than satisfied and dedicated workforce by constantly reevaluating and applying further changes to its current HRM policies
[bookmark: _Toc168201572]Literature Review:
[bookmark: _Toc168201573]Employee turnover and retention
Finance management and employee turnover play a crucial role in determining a hotel’s productivity and quality of service delivery among employees in the hospitality industry. Promoting employee retention is similarly significant due to higher organisational performance and consistent service delivery across the hospitality industry (Sayin, 2019). They state that the retention rates are also linked to improvements in customer relations, increased employee satisfaction, and relatively low recruitment and training levels.
Like for motivation and rewards, employee turnover and retention is a complex and holistic concept at The Ritz-Carlton that involves several strategies, including extensive and detailed training and development programs that reflect the company’s organisational culture, competitive pay strategies, flexible work arrangements, and well-being initiatives. The organisation will thus implement the following methods, backed by research and best practices across industries, to sustain employees’ motivation and commitment levels. Therefore, by implementing and adjusting such solutions to fit the new trends within the organisation to meet its employees' current and future needs, The Ritz-Carlton company will likely maintain its competitive advantage as the luxury hospitality management industry leader (Vinod, 2022).
[bookmark: _Toc168201574]Employee Training and Development:
Based on research on the subject, it has been found that various factors affect the hospitality industry's turnover rate, including job satisfaction, career development opportunities offered, organisational culture, and the nature of management practices. To ensure quality services are delivered by quality staff, the Ritz Hotel probably places much value on these factors. The Ritz-Diamond Philosophy provides employee training and professional growth opportunities to develop staff skills and establish structured promotional ladders. Empirical evidence reveals that promotion prospects are prerequisites for employee retention (Scholz, et al., 2022). Organisations need to identify the incentives for their employees, encourage them to work as teams or departments and promote healthy communication to make the workplace more enjoyable. It is important to note that mobile engagement correlates with higher retention levels, according to various scholarly works.
[bookmark: _Toc168201575]Industry Trends:
The hospitality industry suffers high turnover rates, affecting the current operations and increasing expenses accrued from recruitment and training processes. Similar issues apply to the Ritz Hotel, even though it is part of the luxury brand. Post-COVID challenges include work satisfaction, work-life imbalance, promotion opportunities, and remunerations, which are vital reasons organisations receive high turnover rates (Superbloov, 2021). These are compounded by the fact that most hospitality occupations are physically and mentally challenging, unrelated or low-paying, and require employees to work at unsociable hours or under lots of pressure.
Proactively encouraging or adopting flexible work schedules and hybrid work arrangements can alleviate turnover through work-life imbalance issues. Similarly, various scholars have advocated for flexibility in the workplace regarding its contribution to employee retention. Organisations should provide health-related facilities involving mental health, health clubs, and health food services since these may help lower stress levels and improve job satisfaction, hence an organisation's turnover rates, as cited by Karatepe and Uludag (2008). One reason for turnover is that it may be beneficial to provide exit interviews where the employee can explain why they are leaving. Such feedback will probably help The Ritz Hotel modify its HRM practices to prevent factors that cause turnover (Suresh, 2020).
The traditional methods of operation in the hospitality industry were disrupted by COVID-19, with closures, reduced workforce, and modifications in patrons’ attitudes (von Hoffman, 2009). These changes have posed new challenges to HRM practices that require modifications for the right strategies to control employee turnover rates and retain talent. Notably, due to the COVID-19 outbreak, the shift to distributed and blended workplaces has intensified in the hospitality sector. These models are more flexible and can enhance the frequency of job satisfaction, thereby enhancing retention abilities. The Ritz Hotel can adapt to an organisation's dynamic workforce demand by implementing these work modes (Truss & Gratton, 1994). Detailed measures for protecting the health and safety of people in the workplace have emerged as a crucial issue due to the shock of COVID-19. People have become more concerned about their safety and welfare in places of work, and strict measures to maintain order help retain employees through safe workplaces. This means that contingencies such as contactless services, digital training, and acquiring performance management technologies have become obligatory. 
[bookmark: _Toc168201576]Work Modes:
These advancements enhance operational efficiency and align with young and tech-savvy workforce expectations that play a part in retaining employees (Yorrick, 2012). Due to the Ritz Hotel’s reputation of providing luxury combined with excellent service at all times, the hotel's employee management needs to be reviewed constantly to ensure cutting-edge techniques are implemented for that to come to fruition. This literature review provides an overview of the approaches and practices that The Ritz Hotel employs in measuring and controlling employee performance, particularly in today’s hiring work, hybrid work, office work patterns, and flexible work modalities (Tsang, 2011). It compiles data from existing literature examining academic works, business reports, and cases from the hospitality industry focusing on employment practices.
Many authors note that using digital tools to deal with decentralised and mixed teams is quite relevant. Tools like SAP SuccessFactors and BambooHR make it easier for managers who are recording performance to set clear goals and provide regular feedback so that their remote employees remain motivated and effective. These tools are probably implemented into the contract of HRM systems to allow for proper performance control and training of the employees at The Ritz. Gibson et al. (2021) have stressed the need for remote work organisations to schedule periodic virtual checkups (Tsao, 2018). This might be true because the Ritz Hotel’s management may use such practices to keep away their employees in remote sites informed and focused on the hotel's achievements. Different technologies like Trello and Asana help effectively administrate tasks, especially in a hybrid working environment, by increasing organisation and accountability, as noted by Klein et al. (2020). These platforms help clearly describe work assignments and accomplishments, enabling The Ritz to efficiently coordinate work within the organisation, particularly in assignments involving remote employees and those working within the building.
These reviews offer an opportunity to discuss expectations toward the company in terms of performance, advancement, and directions for personal growth. In The Ritz, such practices effectively guarantee excellent service delivery and encourage employee development. According to Kim et al. (2021), it was revealed that checking the health of employees often and following standard sanitation protocols are essential for safeguarding both the workers and the guests (Ulrich, 2009).
Hybrid and flexible working arrangements may also enhance the quality of work life to balance work and personal life and increase job satisfaction. Due to the nature of the hospitality business, it usually necessitates the employee's physical presence. Still, during the COVID-19 crisis, the organisation has implemented a new approach with flexible working hours and telecommuting policies for administrative staff. The Ritz-Carlton has wellness protection with reliable health coverage, convenient workout rooms and spas, and healthy, nourishing food selections. This also shows commitment to employees' workplace issues, focusing on their well-being and overall health (Victor, et al., 2021). According to Pfeffer (2010), publicised research on well-being programs and their outcomes proves the positive impact of well-being programmes on improvements in retention rates. Promoting good health for its personnel also minimises attrition and inspires staff loyalty, which, as demonstrated by The Ritz-Carlton, is beneficial (Yablonsky, 1995).
[bookmark: _Toc168201577]Comparison Between The Ritz Carlton & Fairmont Hotel:
Although The Ritz Carlton and Fairmont Hotels & Resorts companies belong to different categories of the luxury hospitality industry, they seem to differ significantly in the area of their HR practices and work modes. It is also clear that the extensive focus on leadership development for all employees, coupled with the distinctive concentration on employee empowerment and strict training methods exemplifies Ritz Carlton’s structured focus on maintaining high operational standards and guest satisfaction. Furthermore, in most of them, strategies in responding to customers and employees and taking actions on diversity and sustainability are all taken into account in a balanced manner.
Nonetheless, it has become evident that both hotel chains have the mission to provide guests with distinct experiences. Hence, to continue to be the organizations of first choice for discerning travellers, it is more than evident that The Ritz Carlton and Fairmont, using their respective strengths in practices and modes of work in the HRD domain, are setting benchmarks in the luxury hospitality industry.
[bookmark: _Toc168201578]Conclusion
Several profound strategies of The Ritz-Carlton to minimise turnover include training and development, organisational culture and climate, total reward system and compensation, work and employment arrangement, and wellness management. These strategies can be backed by proper research and recommended practices that align with industry standards to ensure that firms retain committed and dedicated workers. In this way, if The Ritz-Carlton consistently tries to modify these solutions, specifically to address the new needs of its employees, the organisation will likely keep up its performance and remain in a highly stable condition within the luxury hospitality industry. Work retention and turnover are core areas of concern when considering human resource management in the hospitality industry (Whitmore, 2009). The challenges include career development, compensation, work/life issues and well-being programs. The Ritz Hotel offers solutions to these challenges through new opportunities and challenges that are being adapted due to the COVID-19 crisis, focusing on demands for health and safety as well as technological improvements. Only through constantly reevaluating and applying further changes to its current HRM policies can The Ritz sustain its image of prestige and provide exemplary service through its more than satisfied and dedicated workforce.
[bookmark: _Toc168201579]Recommendations:
· Provide more detailed and individual career management plans, giving more apparent chains of career advancement (Wood, 2013).
· Implement practices that allow senior personnel to offer practical administrative tutorial help to the newcomers.
· Incorporate e-learning platforms to make training more frequent and accessible for the learners to attend since it would not be constrained by time and mode of delivery.
· Leverage VR and AR to make training scenarios as realistic as possible, as the focus is placed on customer service and crisis management.
· There also needs to be a schedule or calendar of proper interactions with other co-workers, including group exercise or any activities within the company.
· Promote cross-tab cooperation to improve inter-tab relations and ensure well-coordinated interactions within the company.
· Introduce a process of recognition program that will allow the employees to recognise each other to build up a culture of recognition.
· Recognize that the current recognition tools must be updated and made more unique to the employees to recognise and value their accomplishments (Wright & Gary, 1992).
· Perform frequent market audits to ensure that compensation packages reflect the luxury hospitality industry's prevailing market standards.
· Promote results-oriented staff that could be provided with bonuses in line with the standards set down by the organisation due to their efficient service delivery.
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