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[bookmark: _Toc168202979]Introduction:
The Holiday Inn is among the famous hotel brands offering quality and comfortable accommodations to businesses and tourists. Thus, the contemporary characteristics of work modes, such as the shift to better, office, and other flexible work types, must be incorporated by Holiday Inn as a representative of the modern hospitality industry since it significantly impacts employees’ satisfaction and productivity. In the following proposal, the applicability of these work modes shall be outlined in the context of the hospitality industry and limited to aspects of employee performance. Other considerations will also be discussed, such as the effects on employee surveillance and control (Andrews, 1985). These are vital in establishing how Holiday Inn can sustain its business effectiveness and keep up with firm service delivery amid today’s progressive mannered work arrangements. As for the work mode implementation, as evidenced by the example of the Holiday Inn hotel, this process requires far more parameters to be considered. Although the increased use of flexible and hybrid work models may bring positive results in employee satisfaction and substantial cost reduction, it has flaws, including difficulty in guaranteeing high service delivery standards and adhering to the set legal necessities.
[bookmark: _Toc168202980]PESTLE Analysis
[bookmark: _Toc168202981]Political Factors:
· Political factors affect work mode policies, which are affected by labour laws and regulations that may apply to hospitality businesses and are likely to differ from country to country.
· Measures concerning telework and health safety regulations, particularly after COVID-19, can affect the implementation of hybrid and flexible work systems.
[bookmark: _Toc168202982]Economic Factors:
· The economic impact of implementing hybrid or flexible ways of working can yield savings on office space. Still, additional expenses may have to be incurred regarding technology and training (Apospori, et al., 2008).
· Some possible macros can impede or promote travel & tourism demand, affecting staffing requirements for work mode arrangements.
[bookmark: _Toc168202983]Social Factors
· Other forces impacting this issue include workplace flexibility, which is triggered by the increase in employees' need for work-life balance.
· The hotel requires service standards for guests, which cannot be fully met through remote working; therefore, the employment standards need to allow for a certain level of staffing in the building to be controlled.
[bookmark: _Toc168202984]Technological Factors
· The continued development of reliable IT infrastructure is crucial for practical work from home, efficient communication, and information protection.
· Digital innovations disrupt hospitality services; for example, self-check-in can decrease employees' physical presence, which may lead to more flexible work (Ariyati & Kadek, 2022).

[bookmark: _Toc168202985]Legal Factors
· Sustaining different labour laws regarding remote working and employee freedom is essential to avoiding legal troubles.
· It is essential to ensure that all the work modes fully comply with the health and safety requirements as we adapt even after COVID-19.
[bookmark: _Toc168202986]Environmental Factors
· Telecommuting, as a successful application of the concept, can decrease the emissions of greenhouse gases since transportation could be limited.
· It is essential because flexible working provisions tend to cut the energy used in workplace-related activities such as lighting and air conditioning; hence, they can be embraced to reduce energy wastage (Ulrich, 2009).
[bookmark: _Toc168202987]Literature review:
[bookmark: _Toc168202988]Employee Turnover:
Wang et al. (2020) have suggested important components influencing retention in the hospitality workforce and research. To curb this problem, Holiday Inn has offered incentives to help retain the workers by providing chances to be promoted and other employee rewards. It shows that a favourable work culture enhances employee retention and organisational commitment (Toh, et al., 2013). Holiday Inn focuses on forming a great atmosphere for its employees; this means that providing their guests with individual employee treatment benefits organisational culture by improving everyone’s morale and decreasing turnover rates. Also, the availability of promotion opportunities, that is, the possibility of promotions and transfers within the firm, influences retention levels. Employee turnover is significant in the hospitality industry because high turnover rates cost organisations substantial money and time to obtain new employees (Austria, 2023 ).
High turnover is another well-documented public-domain fact that is common in many areas of the hospitality business. Employee turnover could be between 30% and 70% annually, depending on location and the intensity of competition in the market. High turnover is costly because it results in frequent recruitments and costly orientations, leading to resource drain and affecting service delivery. The following factors can drive high turnover in the hospitality industry: Demands for a professional career and overwhelmed working conditions are among the fundamental causes (Bauldry, et al., 2012). Frequently, hospitality jobs are demanding and come with an irregular working schedule, especially high pressure, which results in employees burning out.
[bookmark: _Toc168202989]Work Modes in the workplace:
The hybrid work model has a multitasking effect on work and personal life organisation. The ability to balance working hours with personal obligations may help to increase satisfaction and performance on the job. Yet, work-life balance inversions also have drawbacks and can cause burnout and stress, although these issues are more accessible to solve than strict division. The need to apply a better performance measurement approach in a hybrid work culture also stands true. Measures critical to Holiday Inn may not be as appropriate here since they might rely on the time log (Bhavsar, 2011). On the contrary, emphasising goals and achievements might be more helpful. This increases humanness and creativity but requires supervision to ensure that the remote employee provides the same opportunities as workers in the office.
There are pros to working in an office setting, one of the most important being that it offers direct supervision. Managers can monitor functions and employees, and given that managerial positions are generally at higher levels of Holiday Inn Hotel, it is possible to provide feedback and guidance on the spot. Nevertheless, it may also create an environment where the manager is closely involved in the employees’ work, which can indicate micromanaging and restricting the workers’ independence and imagination (Chauhan, et al., 2011). Maintaining adequate supervision while at the same time ensuring that employees are not overbearing is very crucial in ensuring that the workplace and its productivity are practical and efficient.
Another critical factor is the office culture because it defines organisational processes and behaviours. A positive working environment refers to a workplace with a favourable organisational culture in the office and can improve the cohesion, morale, and job satisfaction of those working there.  Resource allocation is also an essential factor that must be considered when referring to an office environment (Boateng, 2007). Some tangible resources include meeting rooms, office equipment, supplies, and other physical assets that pave the way for the production process and communication. Nevertheless, there is always a need to control such resources appropriately so that there is no congestion and they are available for use.
While having many advantages, using different working schemes, including but not limited to the flexibility of working time and space, raises specific issues regarding its control and supervision. Another key benefit of flexible work Modes is amplifying staff satisfaction and retention. Giving direction and objectives becomes crucial so that every employee will act professionally to the best level, irrespective of their shift and place of work (Yorrick, 2012). 
It is also important to note that this kind of work arrangement still presents challenges to communication and collaboration. Since there is no physical internal organisational structure where personnel work closely in an office setting, it is crucial to ensure that constant and affirmative communication is organised and that effective technology solutions support such trends at the Holiday Inn Hotel (Christian, et al., 2013). It allows all team members to remain connected and informed whenever they have different schedules and locations, which is vital to the sustainability of teamwork and cohesiveness.
Flexibility is recognised by trust and autonomy for work modes. To avoid discomfort, managers must be confident that the workers will effectively and efficiently accomplish their tasks on time without close supervision (Firman, 2022). Such trust must be maintained and exercised alongside specific measures of accountability to avoid flexibility negatively impacting productivity levels.
[bookmark: _Toc168202990]Technological advancements:
The most significant change is the effective use of technology and technological advancement in learning. Successful hybrid work depends on equally efficient technology solutions for connection, interaction, and control. Software for project management and team collaboration, applications for video conferencing and monitoring individual and team performance are essential (Guest, 2011). However, these technologies are not without difficulties; notably, the Holiday Inn Hotel staff must adjust to these tools.
Several structural factors have been identified, including Structural forces, which have been noted as some of the causes of employee retention in the hospitality industry. Measuring the overall satisfaction of the employees is an essential factor in the hospitality industry, mainly because of the effects of professional staff turnover. Megan (2022) argues that high retention rates positively link with elements such as customer satisfaction, better quality service delivery, and recruitment and training costs (Megan, 2022). 
One of these problems is believed to be a lack of prospects and a lack of stimuli for personal growth in working conditions. Employees consider themselves stagnant in their careers once they do not see any growth opportunities in Holiday Inn, and such employees would be willing to look for jobs elsewhere, as stated by Mooney et al. in 2016. To address this challenge, Holiday Inn has significantly improved by providing many opportunities to enhance training and outline career progressions within the hotel (Mooney, et al., 2016).
In addition, providing formal and informal means of encouraging workers increases retention rates through recognition and rewards. Motivation through appreciation and recognition fosters a perception that one is an asset in the Holiday Inn, which is critical to preventing turnover. Another can be better management or implementation of Work-From-Home programs, a key reason being the flexibility allowed throughout Holiday Inn. They found that stress can be reduced at the workplace through flexible working hours or at least availability, and even the balance between work and other aspects of life can help increase job satisfaction and reduce turnover (Nawaz, 2012). Flexible work schedule arrangements prevent Holiday Inn from becoming a malignant organisation; instead, it attests to the company’s concern for staff welfare.
[bookmark: _Toc168202991]Holiday Inn Vs the Chambers Hotel:
The key strengths of Holiday Inn include its structured approach, focus on career advancement, compelling compensation packages, and strong support during the diffusion of COVID-19. Both Holiday Inn and Chambers Hotel have sound solution strategies for reducing turnover, countering challenges brought about by COVID-19, and incorporating flexibility and hybrid working models. The personal approach to the core HR strategies, coupled with the approaches to supporting staff through work and by providing a socially initiated mentorship program, stresses Work-Life Balance. Management of both hotels have taken it as their MBA goal to adopt the changes required within their organisation and employees to make the hotel an attractive workplace. Thus, Holiday Inn and Chambers Hotel can again prove that through the constant search for innovation in companies’ practices and work models, high employee engagement and retention, which are crucial for achieving customer loyalty and better company outcomes can be achieved.
[bookmark: _Toc168202992]Conclusion:
The proposal evaluates the employees' state of being at Holiday Inn by identifying various structural, procedural, organisational and environmental factors that give rise to these socioeconomic concerns and proffer wellness programs that would adequately treat these concerns. Such services could include counselling, assistance managing an individual’s finances, and organising efforts to enhance work and family balance (Nikhal & Sanjana, 2013). The Holiday Inn Hotel should identify socioeconomic as a significant area of influence within the range of the hospitality industry since it plays a vital role in staff turnover, productivity, and customer satisfaction. In specific details through the case analysis of Holiday Inn, the proposal will thus analyse and explain the main objectivities of the business under factors including economic stability, income distribution, social mobility, education and skill level, cultural disposition of the society, as well as the condition of the human resource. Managing these challenges requires formulating and setting specific goals to achieve the overall organisational goal of having skilled, motivated, and competent employees, improving its performance and image. Less formal and rigid work schedules ensure higher levels of personal satisfaction and quality of work life but require specific boundary setting, open communication, and complementary delegation of autonomy and responsibility. They are crucial for comprehending and, therefore, dealing with the changing nature of work to allow Holiday Inn Hotel to thrive.
[bookmark: _Toc168202993]Recommendations
The industry's current challenges and opportunities for Holiday Inn will be explored to maintain its competitiveness in the field (Sparrow, et al., 2015). Based on the literature review and industry trends, the following recommendations are proposed: 
· Training and development should be a priority for the organisation’s human resource management strategy due to their value in retaining top performers and enhancing service delivery.
· Include training sessions, seminars, and courses on an ongoing basis to assist the employees in improving their knowledge and mastering modern tendencies.
· Effective communications should be established for employees detailing the available positions and the rollout process for promotions and other career advancement plans within the company.
· Promote cross-training to prepare employees to handle a variety of tasks. This can make them more versatile and flexible for hotel operations.
· While retaining all mandatory training, emphasise the staff’s cultural competence and inclusion as a cultural priority.
· Reporting by employees, rewarding them periodically to enhance value and belonging.
· Ensure that local wages correlate to industry standards and regional inflation rates so that the local talent meets the company’s needs (Suntiah, 2021).
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