Impact of current challenges on the human resource department relating to recruitment and retention: A study on Intercontinental Hotel Group
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[bookmark: _Toc136607727]Executive Summary
The main theme of the study is to find out and discuss the impacts of challenges on the human resource department of the hotels. The report first tries to grasp the SWOT analysis of Intercontinental Hotel Group and determine the weaknesses and threats in particular. High turnover of employees, loss of talented employees, inflationary phenomenon, technology, inflationary pressure, higher turnover rates, and modified immigration policies are some of the aspects that challenge the usual human resource-related activities. Apart from discussing the impacts, the study also gives out some solutions to these phenomena.
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[bookmark: _Toc136607728]Introduction and Background 
Intercontinental Hotel Group is one of the largest and most renowned UK-based hotel chains operating in the industry. It has operations in around 60 countries and 6000 hotels that offer luxury, upscale, midscale, and economy-class staying options to tourists and business travellers. The reasons that this hotel chain is chosen for the study is because it has huge operations in the world and the chain employs a huge number of local nationals in its hotels and also in the management. Thus a comprehensive study on this hotel would be perfect to understand the HR issues of this chain and also in the hospitality industry.
The SWOT analysis of the IHG would be perfect to first get a glimpse of how the HR department and its affiliated staff evolve for the hospitality industry and then the study could have proceeded. First, the strengths of the IHG can be looked upon. The hotel chain has a global presence and thus can attract extensive global talent poll in human resource activities. The robust recruitment process is also a boon as the chain emphasizes employees relating to the values and culture of the hotel chain (Arthur, 2019). Also for its global presence, the organization can give a better amount of training with skilled trainers. But the weaknesses of the group also stem from its global presence as the diversity of different nationalities are to be handled and it needs significant managerial attention. The turnover rate for some staff especially front-line staff is also putting strains on the daily operations of the group. Although these are prevalent, the organization procures some opportunities that can be taken advantage of. The organization has a large pool of employees who belong to different background and thus there remain an immense chance of developing future leaders who would be aligned with the values and work culture of the senior management to retain the reputation of the brand. Also, the group can foster welfare programs and work-life balance to give employees more value from their work. Then comes the discussion about threats. The group suffers from intense competition from another multinational hotel chain in the case of talent acquisition. Here, often the groups poach employees by offering more financial and non-financial benefits. Thus the IHG suffers more financially from this situation. The HR department should also take necessary steps to make employees more adaptable to new tech. trends of automation, Artificial Intelligence which can disrupt the operations of the industry (Mehmood, 2021).
The study will aim basically to discuss the issues related to the HR-related aspects of the hotel industry and for this, the example from the perspectives of Intercontinental Hotel Group would be used. The main focus would be on studying the weaknesses and the threats the industry is facing and how to solve them for better and sustainable growth


[bookmark: _Toc136607729]2. Discussion and Literature Review
High turnover of employees in the hospitality industry has been a crucial phenomenon for the last few decades. This has given constant thought to management because it is time-worthy to get employees acquainted with the front facilities of a hotel system and also to adequate with the employees of the organization. The leaving of key employees and the inclusion of new employees are also harmful as it gives faulty signals to employees of lower levels. According to Myers (2021), The combined effect of these falls on employee retention and development programs where employees do not want to stay long-term in the hotel. This can harm employee retention programs and also cause significant costs to the organization.  There is a potential threat to leadership programs too as it is evident that when employees leave frequently, it is hard for management to groom a set of employees and develop programs so that they can be developed with proper skills. The cost to the company regarding these issues is large as in developed countries like the UK, hiring and training employees cost significantly, and when they leave early the whole knowledge and investment is lost. Recently covid and the post-pandemic high inflationary situation have put a handle on employees to seek better employment and change organizations or even industries. This is exponentially affected by pre phenomenon of Brexit which enabled the UK to retain skilled laborforce from all over the EU. Now, the effects of these issues on employee retention and development programs are reducing the morale and motivation of employees as they are constantly looking for reasons to seek better employment opportunities hurting the organizations in labour market competition.  Now, Hotel chains hold branches in different countries and employ people from those nations. The organizations also give motivations to them by providing scope for promotion and thus employees from one nation can be found in other nations' offices or head offices. Siu (2021) Said that Also in countries like the UK, people from all backgrounds are found which adds to the employee pools of the hotels. Now there are some challenges from this aspect to the employee retention and development programs. First of all, there is to be an improved employment culture that needs to be nourished. For example, if an organization holds a diverse set of employees it needs to appraise them in their own culturally significant way and help them feel valued and respected. Some Cultures give people more innovative scope and thus organizations need to address this issue. For this, they need to provide skill development programs to employees so that they can harvest the best of themselves. Whatever the difference among the cultures is, all promote equality. Thus organizations need to give employees equal opportunities to progress in relevant professions. Hotels are no exception to this phenomenon. The global presence of the hotels like Intercontinental Hotel Group helo it get talented pools of employees but the pool needs to be treated fairly where most skilled people, dedicated get the opportunity to participate in leadership programs. It has been argued that there is intense financial pressure on employees due to the inflationary situation. Here, scopes given to them for better progress in professional life itself serve as a motivation. Thus a better retention and development program can be developed. In the hospitality industry, the inclusion of new organizations is causing firms to employ more employees as the industry itself is in the growth stage in the UK, and for this phenomenon, the competition in the talent acquisition aspect is very high. This does affect the human resource-related programs of hotels. For example, increased competition gives skilled and potential employees more options to choose from. Hotels have to offer great compensation programs, growth opportunities, positive work culture so that employees tend to choose their organizations. Also after joining, the competition may entice employees, especially of skilled nature, to change the organization simply because others are offering better facilities. This loss of talented employees may cause organizations to falter and lag in development programs that are designed to develop experienced employees which might be detrimental to building a robust workforce. Quesado (2021) found that Another problem that competition in the labour market provides is that organizations need to pose a substantial amount of resources to them and this can limit resources that should be designated to employee retention and development programs which cause the organization to suffer in the long run. Now from the perspective of employees, this is beneficial as they feel the pressure of the inflationary phenomenon. The organizations have to choose from a relatively small pool of employees as Brexit has mandated many people to leave the UK. In all, this instability implies that this phenomenon causes an employee to want to switch jobs which causes many attrition rates. This is bad for the reputation of any organization. Organizations need to out sufficient funds to employees and this could hamper their growth opportunities through expansion also even if there are substantial benefits and growth opportunities provided, there remains a possible poaching risk of employees which would make a substantial capital loss.
On the verge of technological advancement, hotels have to be adapted to the updated version of the technology as they serve employees from all over the world. According to Forte (2022), If hotels lack this kind of advancement opportunities, they may find it difficult to retain skilled employees who can serve customers better through technology. Through this, employees become outdated and inadequate in Their roles of serving people and thus creating a possibility for greater attrition rates. Again, technology has helped organizations to reduce costs and this has come in the form of elimination of many job roles or some jobs itself. Gilbert & Georgiou (2022) complemented the study This has created a level of uncertainty among employees and has created demotivating factors in employees which hampers any form of employee retention and development programs. For example, if IHG is automating every job in its organizations, some employees may feel threatened about their future and switch jobs which would create a loss of human capital for this group. With this, the rapid growth of inflationary pressure has created pressure on employees that they seek better compensation programs, and being unable to offer these benefits, organeconsume the threat of losing key employees. Parker (2022) found that Now higher turnover rates are a problem for organizations because they include a significant amount of capital costs incurred. Hiring new employees with greater benefits out significant resources on them and this creates problems for development programs. In some instances, managers had to cut training and development programs for budgetary issues which impacts employee growth and potential. This hurt the aspect of employee engagement. The impact of Brexit has posted new regulations on hotels and it is that organizations need to bring regulatory changes to upgrading technological settings. This creates a problem for hotels because already a large chunk of employees have been lost due to modified immigration policies but after this, skilled employees are hard to employ and retain.



[bookmark: _Toc136607730]Conclusion and Evaluation
Now it is clear that there are significant threats and issues about the causes of inflation, Brexit, and the overall industry structure of the hospitality industry for which there is severe turnover among employees. The report talks about these issues in detail in discussion and how these factors affect the hotels has been described. The factors have been developed for studies because they have similar practical implications in the case of the Intercontinental Hotel Group. But there are some solutionary practices that these hotels can adopt so that they can reduce the effects of these issues on human resources. First hotels need to include fair and equitable programs so that employees get equal opportunities to progress in their careers. Policies that promote diversity, equity, and inclusion (DEI) must be practised so that employees get a more robust and apathetic work environment. Leadership development programs should be developed and organizations should invest in motivating employees to participate in them so that they can get properly skilled and enlarge their skillsets which would benefit them in the long run. Employees should be given training regularly (Sloan, 2020). This is also true particularly for their skills in technology as the report has given insights into how employees are at risk to lose their jobs for upgrades in technology. Thus, there should be a community partnership with external organizations and stakeholders that would give scope to employees to participate in career fairs, scholarship programs, and mentorship initiatives through which employees can develop good skills.
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