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[bookmark: _Toc168373958]Introduction:
This report looks at how socioeconomic variables affect employee performance monitoring and management at Cheval Hotel, concentrating on the opportunities and challenges the HR department faces. The Cheval Hotel has to handle and evaluate personnel performance in the fast-paced hospitality sector while considering the socioeconomic elements that affect it. Knowing these socioeconomic factors is essential to effective human resource management when the hotel implements flexible, office-based, hybrid work schedules. Technological advancements, labour market dynamics, economic stability, and societal expectations affect hotel operations, staff performance, and well-being (Gallagher, 2016). The state of the local economy determines how well the hotel can draw in and keep qualified staff. On the other hand, a strong economy encourages competition for bright people, which calls for providing incentives and competitive pay. The study will reveal the factors in the labour market, including unemployment rates and the availability of qualified workers, that affect HR practices. Technology has revolutionised performance management and monitoring, making more flexible work hours possible. However, this makes it more challenging to guarantee uniform performance criteria across the company. Work-life balance and responsibilities to corporate social responsibility affect human resource policy. 
[bookmark: _Toc168373959]Cheval Hotel PESTLE Analysis 
[bookmark: _Toc168373960]Political factors: The Cheval Hotel must follow local employment rules, health and safety rules, and anti-discrimination policies. The area's political climate strongly impacts how well businesses run and how easily highly qualified workers can be found. 
[bookmark: _Toc168373961]Economic factors: Economic factors affect benefits, salaries, and job security. Financial constraints during a downturn could prevent efforts to improve competitiveness, increase pay, and grow the workforce, lowering employee morale (Johnston, et al., 2012). On the other hand, economic expansion can increase talent's competitiveness, which calls for attractive compensation and benefits packages. 
[bookmark: _Toc168373962]Social Factors: Changing societal expectations around work-life balance and job satisfaction influence the Cheval Hotel's HR policies. Employees increasingly value flexibility, career development opportunities, and a positive work culture. Demographic shifts, such as an ageing workforce, require tailored HR strategies to meet diverse needs affecting the Cheval Hotel. 
[bookmark: _Toc168373963]Technological factors: Technology allows the Cheval Hotel to manage human resources tasks, monitor performance, and carry out distant work. Nevertheless, sensitive employee and guest data must be protected by ongoing training and strong cybersecurity safeguards. 
[bookmark: _Toc168373964]Legal Factors: Following employment, data protection, and health and safety regulations is essential. Legal changes may impact HR procedures, in which case quick adjustments are necessary to avoid fines (Armstrong & Taylor, 2020). 
[bookmark: _Toc168373965]Environmental factors: The environment is becoming increasingly important. Implementing eco-friendly programmes can improve the hotel's reputation and attract staff and visitors who care about the ecology (Murton, et al., 2010). 
[bookmark: _Toc168373966]Literature Review:
[bookmark: _Toc168373967]Industry Trends & Pandemic:
The hotel industry has historically relied heavily on physical presence since direct customer contact is essential. Torrington et al. (2020) state that the COVID-19 epidemic has accelerated the adoption of other work arrangements to ensure that businesses can continue to run and that health standards are followed. This action required a review of the monitoring and management of staff performance  (Torrington, et al., 2020). Hotel staff turnover rates were notable and often higher than other businesses. Within the hospitality industry, turnover rates range from 30% to 70%, depending on the particular area and state of the market. 
With the start of the COVID-19 epidemic, remote work has become much more critical. They have set remote work standards for roles that do not require a physical presence at a hotel. The hotel has successfully maintained team cohesiveness and efficiency using digital communication channels and project management software. Introducing remote work has helped the hotel attract talent from a larger geographic area, improving its staff's diversity (Breevaart & Bakker, 2018). 
[bookmark: _Toc168373968]Employee retention & turnover Rate:
Because hiring and training new employees is expensive, high employee turnover rates hurt operational effectiveness and service quality. High turnover rates are contributing causes of burnout in the hotel business. Stress at work and imbalance are significant worries. Burnout is expected in the industry and is mainly caused by high levels of strain and unpredictable work hours  (Friedman, 2012). The Cheval Hotel allows staff members to work flexible hours and participate in a stress-reduction program. 
The study showed a lack of opportunities for professional growth. Employees were more likely to look for opportunities elsewhere if professional development was not occurring, as Michael and Mustafa (2024) claimed. The Cheval Hotel has addressed this issue through thorough training and well-defined career paths. Job satisfaction significantly affects employee retention. According to a study by Michael & Mustafa (2024), encouraging effective communication, implementing positive management techniques, and offering chances for professional development can significantly increase employee satisfaction and lower turnover intentions (Michael & Mustafa, 2024). The Cheval Hotel's culture of respect, appreciation, and inclusivity increases employee dedication and happiness. 
[bookmark: _Toc168373969]Extensive benefits and very competitive pay. 
The Cheval Hotel has put various measures in place to reduce staff turnover and improve employee retention, as has the more significant hotel sector. Wide-ranging programmes of training and development are required. As to Vincent & Magnini (2024), training improves loyalty, job performance, and satisfaction. The continuous staff development at the Cheval Hotel best shows this strategy. Staff retention may be successfully increased by implementing recognition and awards systems (Vincent & Magnini, 2024). Rewarding staff members for their efforts promotes and inclusion and a sense of value, which helps to keep them on board. 
[bookmark: _Toc168373970]The solution to Prevent Turnover Return:
The surrounding work environment and elements affecting job satisfaction 
Research has shown how vital job happiness is to employee retention. Companies with managers who support staff members, promote candid communication, and prioritise professional growth have fewer intents to fire employees. The Cheval Hotel must develop a work atmosphere that encourages employee appreciation and active participation, which are top priorities in reducing staff turnover (Osama, 2024). 
Employers in the competitive hotel industry must offer competitive compensation and benefits packages to retain staff members. Research shows that low pay and benefits increase employee turnover rates. The Cheval Hotel must periodically assess its compensation packages against industry standards to guarantee equity. Among the benefits are performance-based incentives, pension plans, and medical insurance (Charoenchai & Siriporn, 2024). 
[bookmark: _Toc168373971]Training & Education:
Education and training that never ends to improve knowledge and abilities in the field. 
Research shows that clear career growth opportunities are necessary to motivate employees to improve their abilities. Offering ongoing training, mentoring, and clearly defined career paths can reduce employee turnover (Arthur, 1994). The Cheval Hotel may enhance its employees' skills and professional growth by implementing stringent training and mentoring programmes. 
Professional development and promotion are significant factors in employee retention. Companies that offer career opportunities, mentoring, and training typically keep their employees for a long time. The Cheval Hotel should start demanding training and mentoring programmes to improve its employees' talents and abilities (Baum & Peter, 2001). 
[bookmark: _Toc168373972]Work Modes
As the literature indicates, it is advised to provide variables like job satisfaction, competitive pay, work-life balance, career development, organisational culture, and effective management practices as top priorities to improve staff retention at Cheval Hotel. Keeping these criteria improved will help the hotel maintain operating efficiency, enhance the quality of service, and reduce staff turnover. Keeping a steady and committed workforce at the Cheval Hotel requires regular research and application of the most successful strategies employed by large hotel groups (Chen, et al., 2012). Cheval Hotel can improve its personnel management and maximise employee performance in different work modes by considering and assessing these PESTLE components. The hotel sector's use of hybrid, remote, and flexible work models has been the subject of much study. The results imply that these paradigms promote productivity, enhance work-life balance, and raise job satisfaction. These advantages need both technology and good performance management. 
Hybrid work, which combines on-site and remote labour, is becoming increasingly common. Marriott International's corporate and administrative employees use varied work methods. Marriott uses Microsoft Teams and adjustable scheduling to increase output and encourage interaction. Employees who spend some workweek working from home have a better balance between their personal and professional lives and feel less tired (Dawson & Andriopoulos, 2014). 
Workers, particularly those in the demanding hotel industry, understand the need to strike a good work-life balance. Angie, (2018) conducted a study that shows administrative positions with flexible schedules and remote work possibilities improve employee retention and job satisfaction. To keep its staff stable, the Cheval Hotel should encourage a good balance between work and personal life (Angie, 2018). 
[bookmark: _Toc168373973]Specific examples from many industries:
Marriott International has combined digital technology, a results-oriented performance management system, and hybrid and flexible work arrangements. The hotel used outcome-based performance measures, digital platforms for cooperation, and remote work. Radisson Hotel Group introduced flexible scheduling, which was made possible by technology for better work-life balance (Chauhan, et al., 2011). 
[bookmark: _Toc168373974]Comparison Between Cheval Hotel and Four Seasons Hotel:
The dynamic disruptions in the luxury hospitality industry caused by COVID-19 are evident in how the hotel industry addresses employee turnover, new work modes, and safety issues. The comparison of both Cheval Hotel and Four Seasons Hotel with regards to these issues on how they have handled the problem of avoiding a high employee turnover rate, how they have dealt with the emergence of the pandemic, and how they have adopted the solution of adopting both forms of working arrangements of fixed online and offline presence (Doering, et al., 2019). Both examples, Cheval Hotel and Four Seasons Hotel have clear and effective anti-turnover strategies, plans to address COVID-19 impacts and readiness for flexible and hybrid work models. Abstract For many years, the company has been dedicated to employee welfare by offering work schedules that allow for the implementation of the work-from-home policy wherever possible. In promoting employee engagement and committed organisational citizenship behaviour, Cheval Hotel grants workers significant autonomy and control over crucial elements such as working hours and cond,itions (Grobler, et al., 2006). Fostering good hospitality human capital management, Cheval Hotel adapts differentiated HRM strategies on worker relations, part-time working, and support programs to enhance the staff’s commitment. This organisation uses efficient training, brilliant health and wellness strategies, and innovative technology tools at Four Seasons Hotel to improve satisfaction and retention (Dominici & Guzzo, 2010).
[bookmark: _Toc168373975]Conclusion:
These findings can help the Cheval Hotel improve employee retention and performance in a changing industry. This particular literature study is focused on such techniques to ensure that the Cheval Hotel’s requirements and demands are satisfied. Leadership training must be an ongoing endeavour where managers are frequently given a refresher course. Performance management, communication, and managing the conflicts that might arise between the staff and the customers or between the different staff members should be handled highly by the hotel (Bhal & Ansari, 2007). Promoting through social networks, SEO, and Internet advertising can contribute more attention and new audiences. They can also enhance the aspects that make the hotel distinct and ensure visitors provide positive comments. Positivity in the company ensures that the workers in the company will be optimally retained. The atmosphere at the workplace of the Cheval Hotel should reflect the organisation’s mission and vision to ensure that the employees feel wanted and engage fully in their duties, hence retaining their services. The role of a good manager in Staff turnover cannot be overemphasised. Aryati et al. (2022) assert that effective communication in the form of precise specifications, matters that are said for development and support that employees receive overtime creates workplace satisfaction and reduces the turnover rate (Aryati, et al., 2022). Thus, to understand its employees' importance and help and keep them, the Cheval Hotel should invest in training its managerial staff. For any organisation to succeed, giving its staff members benefits and paying them fairly is essential. A survey revealed that insufficient wages allow workers to look elsewhere for other employment opportunities, abandoning the hotel industry. The hotel should ensure that the pay packages are aligned with industry norms to attract and maintain competent human resource employees. The pressure the employees experience for combining their work and family responsibilities is increasing. Specifically, the findings by Barry et al. (1985) show that the work-life balance policies and planned flexible working hours can potentially reduce the employee turnover rate. By allowing telecommuting and a flexible schedule, the Cheval Hotel staff may be more loyal and satisfied (Barry, et al., 1985). 
[bookmark: _Toc168373976]Recommendations:
· The Cheval Hotel needs to reduce the hotel's environmental impact, implement sustainable practices, reduce waste production and energy use, and offer environmentally friendly services. 
· The Cheval Hotel’s Corporate social responsibility (CSR) involves providing support and resources to the environment and the local community. 
· The hotel should encourage and support staff members who volunteer and interact with the community (Edvardsson, et al., 2005). 
· Staff members should also be taught how to provide excellent, timely service. 
· Hotel facilities should align with modern standards and visitors' expectations. Updates and improvements improve the whole guest experience. 
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