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[bookmark: _Toc136812434]Introduction and Background
InterContinental Hotels Group is a renowned hotel and resort operating in United Kingdom. The company was formed in 2003 by the integration of the United Kingdom's Bass Hotels & Resorts and the United States' InterContinental Corporation. The Denham, United Kingdom, headquarters of IHG's 5,900 hotels spread over 100 countries make up its global footprint. It has about 400k employees all across the globe and sees millions of customers every year. This proposal will look at the current issues facing IHG and the hospitality industry as a whole, and how they impact the retention of employees. The author will also utilize PESTLE and SWOT analysis to investigate external variables that might have an effect on employee retention at InterContinental Hotels Group (IHG).
[bookmark: _Toc136812435]PESTLE analysis
Political: IHG's international operations are influenced by the various tax and legal systems of the nations where it operates, reflecting the requirement for the firm to function within several political and legal systems.
Economic: The hotel industry's demand and income may be affected by macroeconomic factors such as inflation, currency exchange rates, and recessions. IHG's bottom line is directly affected by the state of the economies in which the firm operates.
Social: Consumer trends and changing tastes, such as the increasing popularity of eco-tourism and sustainable travel, could potentially affect the demand for luxury lodgings. As a result, some individuals may opt for more environmentally-friendly accommodations rather than traditional luxury options (Cullinane, 2019).
Technological: To provide the best customer experience, IHG must prioritize data privacy and security while keeping up with the latest technological developments in its operations.
Legal: IHG must follow some laws and rules such as consumer protection laws, employment laws, and environmental laws while conducting its operations.
Environmental: IHG has committed to lowering its environmental effect by putting in place sustainable practices that include cutting down on waste generation and energy and water use.
[bookmark: _Toc136812436]SWOT analysis
Strength: IHG is well-known for its high-quality products and services, wide variety of hotel advertisements, and extensive international reach.
Weakness: Due to COVID-19, IHG may find difficulties managing and maintaining consistency across its wide range of hotel brands, necessitating help to guarantee a unified brand identity and positive customer experience.
Opportunities: IHG has development potentialities in developing nations like the Maldives and Indonesia, where demand for luxury hotel is rising.
Threats: The combination of rising inflation rates and the ongoing impact of the COVID-19 pandemic pose potential challenges for hotel bookings, ticket sales, and restaurant revenues, creating difficulties in these areas.
[bookmark: _Toc136812437]Discussion/Literature
[bookmark: _Toc136812438]Literature review
A significant portion of those looking for work are given employment possibilities by the hotel industry. However, due to their varied needs, finding and keeping staff has grown more difficult in recent years. The International Hotel Group (IHG) and the hotel industry as a whole are both given an outline of the importance of employee recruitment and retention in this section. High turnover is a significant problem that negatively impacts employee retention. Shome (2021) names a number of causes for the high turnover rate in the Maldives hospitality industry, including poor pay, unstable employment, and few prospects for professional advancement. Additionally, the COVID-19 epidemic has had a serious negative impact on the hospitality sector, severely weakening its resilience. Many people have lost their jobs, and those who are still working can be under a lot of stress and have low morale because they fear losing their positions in the future. Due to technological improvements, the hotel sector has undergone significant operational changes that make it more difficult to find and keep staff.
According to Moessner (2021), rise of inflation affects the capacity of employee recruitment and retention of hotels. Due to the growing cost of living brought on by inflation, hotels may find it difficult to provide their staff appealing benefits and competitive pay. Since they can go for work elsewhere or demand greater pay to cover the extra costs, this challenge might make it difficult to attract and keep qualified staff. According to Brown (2019), the recruiting and retaining process in the hotel business has also been made more challenging by Brexit, which has resulted in changes to immigration laws and limitations on labor mobility that make it more difficult to recruit and keep employees. The hotel industry is experiencing a lack of competent workers since many EU nationals have moved to other EU member states in search of better employment opportunities, making it more difficult to find and keep qualified employees owing to the labor pool's dwindling size.
According to Mellahi (2015), by automating processes, maximizing resource allocation, and offering individualized guest experiences, the integration of AI technology has enhanced operational efficiency and customer service in the hotel industry. Hotel personnel must adapt to new jobs and pick up new skills in order to efficiently use this cutting-edge technology. The industry's capacity to recruit and maintain a competent workforce may be impacted by this effect on the workforce. Hotels need efficient employee management and retention strategies if they want to retain their finest workers. Multinational firms with a strong reputation in their sectors use a variety of talent management and retention techniques to keep their employees satisfied and focused. Professional growth opportunities, adaptable work schedules, and generous pay packages are common components of such approaches. Hotel industry has to adopt these techniques to employee requirement and retention.
The hotel sector has a number of difficulties, including poor pay, heavy workloads, little prospects for professional advancement, and a lack of training and development initiatives. It has; however, uncovered useful methods that may help keep exceptional workers in the industry. Increasing employee happiness and retention may be accomplished in part by implementing strategies such as providing a flexible work environment, paying employees a competitive wage, and giving opportunities for career advancement. Hotel management must recognize these problems and actively seek answers if they want to foster a more contented and loyal staff (Warner, 2017).
Teenagers nowadays make up a significant portion of the labor market and have different expectations than those of previous generations. According to research, conventional advantages like increased pay or health insurance are less important to them than work-life balance, flexible scheduling, and meaningful work experiences. Companies may need to change their recruiting procedures and organizational structures in order to attract and keep younger personnel.
[bookmark: _Toc136812439]The effect of Covid-19, Inflation, and Brexit on recruitment and retention
There has been a scarcity of trained staff in the UK hospitality business since Brexit was implemented. A large section of the workforce that was comprised of EU citizens has either gone home or relocated to another EU member state in search of better working circumstances. Because of this scarcity, hotels are struggling to fill open jobs, particularly those that demand unusual qualifications like bilingualism or technical training (Lloyd, 2020). For example, London's Hotel 41 had trouble replacing European workers who had gone after Brexit. The hotel depended primarily on Europeans for roles like waiter and receptionist. In order to attract and keep talented staff, the hotel had to allocate more resources into recruiting activities, such as increasing compensation and implementing training programs.
The COVID-19 pandemic has created considerable disturbances in the hospitality sector, which has resulted in temporary closures of companies, decreased operations, and unemployment. As a result, many workers are worried about their future employment, which makes it difficult for hotels to hold on to their current employees. For example, The Aviator Hampshire, usually busy with tourists, had its reservations drop as a result of the pandemic's travel restrictions. They had to let go of a lot of people because of this. Concerned about their future with the company, the surviving workers began looking elsewhere for work, which made worse turnover.
The hotel business may struggle to maintain competitive pay and perk packages if inflation rates continue to rise. Recruiting and retaining staff may be challenging for hotels as the cost of living rises and workers look for work elsewhere or demand greater wages. For example, Inflation made it difficult for the South Lawn Hotel to keep its long-term workers. Because of the rising cost of living, many workers left their jobs in search of better income elsewhere (Guest, 2016). In order to keep its employees, the hotel must reconsider its pay structure and introduce retention methods including performance-based incentives and professional development opportunities.
[bookmark: _Toc136812440] Potential solutions
Hotels may help their employees ascend the corporate ladder by providing them with training programs, mentoring, coaching, and a clear path to progress. For instance, Four Seasons Hotel Corporation provides its employees with a Leadership Center where they may take part in courses that focus on developing their leadership and customer service skills. The hotel may also increase employee engagement and satisfaction is by creating a friendly environment that values workers' unique perspectives and encourages a good work-life balance Romanowska (2013). A supportive work environment can increase employee engagement, job satisfaction, and loyalty, lowering turnover costs and highlighting the value of investing in staff for a productive and fulfilling workplace. Examples of supportive work environments include offering on-site childcare, flexible scheduling, and housing assistance programs like The Ritz-Carlton Hotel.


[bookmark: _Toc136812441]Evaluation and Conclusion
Despite its importance, the hotel sector faces a number of obstacles, such as a volatile economy, shifting customer demographics, fast technology development, and intense competition. Focusing on the InterContinental Hotels Group, this study analyzes the relationship between retention rates and business issues in the hotel industry. Both IHG and the hotel business as a whole confront formidable obstacles that make it difficult to find and keep good employees. The COVID-19 pandemic has created considerable disturbances in the hospitality sector, which has resulted in temporary closures of companies, decreased operations, and unemployment. Since, inflation has increased the cost of labor and materials, it may also increase firm operating expenses (D’Alfonso, 2014). The hotel should be aware of these issues and try to solve them. High turnover rates in the hospitality business are caused by reasons such as poor compensation, long working hours, restricted career growth chances, and an unbalanced work-life balance, all of which lead to employee unhappiness and the hunt for better employment prospects.
InterContinental Hotels Group could be given a number of ideas to help them get around these problems and improve their rates of hiring and keeping employees. IHG needs to put money into training programs that will help them improve the skills of its current employees. Employees are more likely to remain with a firm if they are given room to develop professionally. Furthermore, IHG could launch programs and regulations that help its staff strike a healthy balance between work and personal life. Schedule modifications, working from home, and health and wellness initiatives all fall under this category (Kendy, 2018). IHG may also form alliances with schools to launch apprenticeship and internship programs as well as other career advancement activities. The integration may increase the industry's chances of attracting and retaining talented young people. Some of the ideas in this study can help IHG improve its efforts to hire and keep good employees and its ability to find and keep skilled workers. These include creating a pleasant work environment, providing competitive pay and benefits.
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