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[bookmark: _Toc136270696]Introduction and Background
The study will discuss how IHG Hotels & Resorts uses employee engagement and internal training to provide five-star client experiences, which keeps the best employees in the company. The hospitality sector as a whole, notably the acute workforce shortages after the BREXIT, may have a detrimental influence on staff retention at IHG Hotels & Resorts. Because effective service and a positive customer experience often support the right education and professional growth of workers working in the hospitality sector, lack of training is the problem that has the greatest impact on the hotel industry, even big international companies like IHG Hotels & Resorts. Additionally, poor motivation affects IHG Hotels & Resort' staff loyalty, which is true for every company as a large or smaller business (Monks, 2020). To bring about staff engagement inside the company and provide the anticipated level of customer care, which will result in 5-star customer service at the specific hotel, a number of variables may be avoided. The study project will, in brief, concentrate on the employee participation of IHG Hotels & Resorts and how IHG Hotels & Resorts keeps the skilled staff via appropriate internal training and appropriate HR practices (IHG Hotels & Resorts, 2022).
It is possible to trace the company's beginnings back to 1777, when William Bass founded the Bass Brewery in Burton-upon-Trent. Later, the business adopted the name Bass Charrington. With the purchase of connected restaurants, it made its first foray into the hotel industry. It started the network of Crest Hotels in 1969 (Mayo, 2020). In 1988, Bass made a further investment in the development of its hotel company by purchasing Holiday Inn Hotels World from investors after the British government restricted the number many pubs that brewer could directly control. The majority of Crest Hotels was sold off by Bass in 1990, and the few hotels that were left were incorporated into the Holiday Inn Company. In 1998, Bass grew its hotel operations once further by purchasing the upscale Inter-Continental chain of hotels from the Saison Group. In order to reflect its development outside the Holiday Inn brand, the hotel business was subsequently rebranded from Holiday Management to Bass Hotels & Resorts (Mansur, 2018). After selling its brewery businesses and the Bass brand in 2001, Bass changed its name to Six Continents, and Bass Hotels & Resorts became Six Continents Hotels. In order to assist the general manager plan for the future, IHG Hotels & Resorts will use employee engagement surveys to get a bird's-eye view of where it is right now. To improve employee engagement and retention, it is essential to evaluate IHG Hotels & Resorts against competitors. GM should use data that has been thoroughly investigated and analytically evaluated in order to get the most reliable findings from a survey about employee engagement. The head of operations will have a better notion of how IHG Hotels & Resorts compares to its rivals after reviewing this data. 
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IHG Hotels & Resorts uses the highest levels of staff involvement in the company to provide a five-star guest experience and quality hotel services. Additionally, businesses may keep a competent team by using sound tactical human resources management techniques, such as development and training programmes and motivational techniques. Through a competent primary data analysis that utilizes the monthly questionnaires or survey, worker engagement status at IHG Hotels & Resorts may be assessed. Additionally, secondary data analysis and archive research will be used to provide the correct assessment of IHG Hotels & Resorts' staff satisfaction and talent retention levels (Han, 2018). The level of employee involvement at IHG Hotels & Resorts should be evaluated in light of the time required for data collection and processing. Researchers may get more specific data using qualitative procedures, such as those based on observation through interviews, but these take time. A survey may be used to quickly collect a lot of data, however it might not be very detailed. As a result, the pros and cons of adopting different study methodologies, qualitative as well as quantitative as a research method for the provided proposal must be considered. Using the monthly survey or questionnaire, IHG Hotels & Resorts may evaluate the current level of staff engagement (Mansur, 2018). The most effective main research method for evaluating staff engagement at IHG Hotels & Resorts is a survey. Surveys help a firm identify which managers are struggling, enabling it to implement initiatives, school, and courses that provide managers the skills they need to be successful. To appropriately assess worker engagement and retention of talent at The Ritz-Carlton, secondary data analysis and archive research will be incorporated.
Measuring staff engagement is important for IHG Hotels & Resorts' large, global hotel operation, according to the HR manager for the company. IHG Hotels & Resorts' executive vice president should assess employee engagement using a variety of metrics (Christian, 2011). Assessing engagement and keeping a competent team may depend on improving customer happiness and overall company performance. Organisations are made up of people, not machines or technologies. A business like IHG Hotels & Resorts invests money on upkeep and technological improvement, but it also needs to know what its employees have in mind, where they see the company going, and how they fit into that growth. When employees are evaluated for involvement, they have a voice. IHG Hotels & Resorts' success is a consequence of pushing staff members to the limit and recognizing where the company is going. 
It is impossible to overstate the importance of worker involvement, which has been shown to lower turnover among employees, increase efficiency and efficacy, improve retention and service to clients, and boost profits. With a passionate staff in place, business leaders are better able to focus on tasks like creative thinking, efficiency enhancement, and learning that provide higher returns on investment (Nishii, 2011). Employee participation is crucial for business success and outcomes. One of the key reasons HR directors are concerned with raising staff satisfaction is retention. Employees that are not engaged at work are the main cause of high employee turnover. Getting workers involved is essential to retaining prized talent since disengaged people are more likely to leave their jobs (IHG Hotels & Resorts, 2022). Forbes claims that motivated employees are more devoted to their companies. This results in new corporate goals and supports company expansion.
The problem of hiring and keeping employees in the hotel industry is not new; it has been the subject of analysis and discussion for many years. One of the largest problems facing businesses in the 21st century, especially those in the restaurant and hotel industry, has been named employee retention. The situation in the UK is so dire that some hotels are compelled to shut on several days each week, losing up to £21 billion in revenue. Around 200,000 employees in the hotel industry have left the UK as a consequence of the vote to exit the EU, which has made the situation worse (Monks, 2020). The UK no longer permits EU workers to migrate freely inside the country. Employers must hire non-UK employees through the Points Based System (Tier 2), although doing so is expensive. Employers must sponsor employees under Tier 2 at a cost of £1,476, and each employee must pay a charge of £199 for a Certificate of Sponsorship. Although the business may foot the bill, the employee would have to apply for a visa, which would cost around £575. Employing an international worker may end up costing a company up to £3,250 when all expenses are taken into account, not including regular administrative and legal fees and relocation charges. The number of individuals who would typically be available to work in the hospitality sector has decreased as a result of the vote to exit the EU. The issue with Tier 2 is that you are unlikely to acquire enough points to qualify for the visa unless you are highly qualified and earn above £20,000 yearly (Monks, 2020). Typically, applicants must have degrees or other higher-level credentials, have lived in the UK for some time before to applying, and successfully pass an English proficiency exam. Since people looking for low skilled occupations would likely be discouraged by the expense of the visa, Tier 2 would be better suited for highly trained imported labour (Mayo, 2020). But although being made worse by Brexit, the hiring issue does not originate there. In addition, depending heavily on migrant labour might lead to tensions and rivalry between migrant workers and locals for positions and in the workplace, even if there were pools of migrant labour readily accessible. In one business, a large portion of the workforce may be migrant, which may lead to cultural issues and affect the company's marketing and brand management. A hospitality company should exhibit the character and culture of its destination since it is a byproduct of that environment. Therefore, it is crucial that this essence be reflected in the people chosen by maintaining a balance.
Employee involvement is a need that is emphasized in both management theory and practice. There is now no one authoritative standard, despite the fact that the idea, philosophy, influencing factors, and effects of employee involvement have changed throughout time (Kwon and Kim, 2020). person engagement is a workplace strategy that establishes the ideal conditions for every person to give their best effort every day, to be committed to the goals and values of their organisation, to be motivated to contribute to the success of their business, and to have an increased sense of their well-being (Mansur, 2018). Employee engagement is the capacity of workers in a firm to connect their identities to their job responsibilities, self-employment, and self-expression in the workplace. It was first proposed by Kahn (1990). Kahn's concept of employee engagement inspired a frenzy of study on the topic, which has resulted in several misconceptions for corporate managers regarding the efficacy of their efforts to raise employee engagement. 
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The finest approaches are proactive ones. Implementing an engagement survey is the distinctive method for assessing the degree of employee commitment at a global corporation. The whole company may simply be included in annual surveys of employee engagement and pulse surveys to find problems before people want to leave. This study proposal suggests that pulse surveys are an efficient way to analyses primary data, assess the state of worker engagement at IHG Hotels & Resorts, and retain talent in the workforce.
Han and Lee (2018) found that employees who are actively engaged in their job had a 38% greater likelihood of reaching productivity levels above the industry average. An engaged worker is more than just a paid worker; their enthusiasm for their employer and job motivates them to do well, which is typically seen in the outcomes they produce (Han, 2018). When employees realize they are a part of a company that is growing rather than one that is losing ground, they are more inclined to stay with IHG Hotels & resorts. It is impossible to overestimate how crucial client retention is, but it is particularly crucial in the context of hotel services. The turnover rate of hotel service staff is known to be significant. The capacity of IHG Hotels & Resorts to retain and develop its top staff is essential to the company's success. Yet another benefit of employee engagement is that it keeps workers on the job longer. Being a recognized employer for exceptional sales and guest services is one of the quickest ways to strengthen IHG Hotels & Resorts' competitive position. Employee engagement is significantly impacted by the relationship between organisations like IHG Hotels and Resorts, which and its employees. It is important to enhance IHG Hotels & Resorts' workplace and culture if you want your staff to be more dedicated to the company's goals and values (Christian, 2011). The pillars for IHG Hotels & Resorts' capacity to engage its workers are trust, honesty, and open communication. Mutual trust, integrity, and open communication with its members are the cornerstones of an organization's capacity to engage its workforce. Using this method has a number of advantages, such as higher profitability, more productivity, and a more happy work atmosphere. It is quantifiable. It might be terrible or great. It has the ability to develop rapidly with appropriate care, but if it is ignored, it will degrade and finally die. Employers may promote employee engagement by efficiently communicating, offering rewards, and bringing up corporate development.
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