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Executive Summary
This report is to gather information and gain an understanding of Accor’s structure, culture and goals. To explore further into the organisations recent change, what the organisation aims for and how well these are managed, including the impacts on the performance of the business. Analysing different theories and the result to the right role of leadership.
Table of contents
1. Accor’s structure, divisions and brands. 
1a) Accor’s chairman and CEO on change and transformation.
2.  Accor’s culture and commitment 
3. Mintzberg’s 5 P strategy 
4. Accor’s ambitions and strategy on further transformation








1.Accor’s structure, divisions and brands
Accor’s press release document, was released in 2002.
Accor was structured into two divisions, “Economy, midscale & premium division”, with the following six brands:
· Ibis
· Novotel
· Mercure
· Swissotel
· Movenpick
· Pullman
The Division was initiated to incorporate leadership positions across.
· Europe
· Latin America
· Asia-Pacific
· The Middle East
These were to be structured throughout four regional headquarters, which are based in the following countries:
· Paris
· Sao Paulo 
· Singapore
· Shanghai
Creating focus on their strategy to progression within the development via franchises and refreshing brands, along with the industrialization of their operating model.
“Luxury & lifestyle Division”, This was intended to bring Accor luxury and lifestyle brands together. The division was structured by brands, based around 4 pillars:
· Raffles & Orient Express 
· Fairmont
· Sofitel & MGallery
· Ennismore
With commitments to building the identities and strengths within the well-known brands by investments being made on top talents and choosing the best destinations to provide unique and innovative experiences.
The two divisions have been defined and amended due to guest and owner expectations. To create value and progression within development in its brands and segments. Accor offers an individual model for partners and investors to have a clear understanding of its business lines.                   
                                                                                                             ACCOR, (2022 ) 
 

1a) Accor’s Chairman and CEO on change & Transformation
Sebastien Bazin, Accor chairman and CEO, gave an insight into the organisation and how they work with change, he stated “Changing our organizational structure is a natural step in the transformation initiated several years ago, which turned Accor into an asset-light group that is more agile and efficient, with a global profile and which has become a key player in Luxury and Lifestyle. By evolving from a generalist to a multi-specialist model, our aim is to further improve Accor’s appeal in the eyes of talents, owners, partners and investors. We capitalize on our leadership positions to accelerate our development, better focus talents and expertise, and improve our performance.”
                                                                                                              ACCOR, (2022) 

2) Accor’s Culture & commitment 
Accor’s culture is centred around diversity and welcomes all personalities, with initiative to empower their team members and to cultivate individualism to result to high innovation and performance. The organization have ambitious goals to prevent any sort of discrimination and inequalities. Providing everyone with fair and unbiased opportunities to grow and attain their full potential.                              ACCOR, (2023)
Accor’s culture includes Diversity, Equity and inclusions. Their strategy is focused on four main key areas:
· Richness of social, ethnic, racial and cultural diversity.
· Inclusion of people that suffer with disabilities.
· Gender diversity
· LGBTQ1+ Inclusion.
Steven Daines, Chief Talent & cultural officer states,
“As one of the most diverse organizations on the planet, we thrive by fostering a multicultural and inclusive environment, where creativity and innovation flourish to best serve our guests”.                                                                                 ACCOR, (2023) 
3) Mintzberg’s 5 p strategy 
Accor structure has similarities to Mintzberg’s 5 p strategy, which had developed in 1987. The 5 p’s act out as five different definitions of developing strategy.
The 5 p’s are:
· Plan - Mintzberg said to be able to get the better of competitors, either plan disruption, have discouraging behaviour or on the other hand, to influence them, this can be part of a strategic plan. In this case, where a strategy could be a Ploy as well as a plan.
· Pattern - Strategies and ploys are deliberately put in place, in some cases strategies stem from organizations traditional behaviours that have been practised over time. Being successful through the way business is done and having consistent behaviours can lead to strategies being made. 
· Position - How an organization puts them self within the marketplace. This strategy helps to explore and gain an understanding of the factors between the organization and its environment, this can help with developing and attaining a sustainable advantage within their competitive position.
· Perspective – Choices made by an organization on its strategy are reliant on its culture, patterns of behaviour can create strategy. The way an organization thinks will shape their perspective and capability on things being done correctly.                                              
                                                             Gordon/The Business Professor (2023)  
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4) Accor’s ambitions and strategy on further transformation
Accor’s current press release of 2023, has an updated strategy for its two divisions. 
‘Accor unveils its strategic priorities and its medium-term growth ambitions’.
Accor presented its medium-term ambitions for a new chapter of growth, backed up with highly skilled teams along with strong brands. Using a simpler and optimized operating model and processes, with intentions to accelerate their sustainable growth.
Accor drive to reach its full potential and to take full advantage of the two divisions strengths. 
For each division, Accor have presented a clear strategy with specific priorities for each of them.
The Premium, Midscale and Economy Division (PM&E) is geographically organized and have three main priorities:
· Its Brands- consolidating leadership of three of its iconic brands- (Ibis, Novotel and Pullman.)- intentions to increase network density due to its conversion brands- (Movenpick, Mercure, Handwritten and greet) and building on brands standards through strengthening compliance.
· Key markets- the biggest and most profitable, leadership consolidation in midscale and economy.
· Efficiency of its growth model – Take advantage of the level of impacts with a clear strategy for development updating tools and processes, and responsible and disciplined cost control.
The luxury & lifestyle Division:
The development of this division is organized through brand and a strategy to strengthen the face of the iconic brands, offering unique experiences.
The strategy for this division consists of three areas:
· The Brand promise- each brand provides unique experiences with a guarantee.
· The originality and high quality of products and services – priority to guarantee customer loyalty, attractiveness for owners and belonging talents. 
· Ambition to generate strong (EBITA) growth.
Accor’s sustainable development strategy holds ambitious objectives aims o reduce GHGs in line with the Paris agreement, cutting down water and energy plans, trying to eliminate single-use plastics and reducing food waste and implementing a voluntary diversity and inclusion policy.                                                              ACCOR, (2023)  
 
Sebastien Bazin, chairman and chief executive officer recently stated that, "Over the past 10 years, Accor has undergone a radical transformation. Now Asset Light, the Group has expanded its brand portfolio to become the leader in Luxury & Lifestyle, strengthened its geographical footprint and simplified its organization, while preserving its financial independence and the strength of its balance sheet. With its two recently created divisions - Premium, Midscale and Economy on the one hand, and Luxury & Lifestyle on the other - the Group is embarking on a new chapter of rapid, profitable growth. We have set ambitious targets for the coming years: an EBITDA target for 2023 of between €920 and €960 million, an average annual EBITDA growth rate for 2023-2027 of between 9% and 12%, and a return to shareholders of around €3 billion. We have great talents, unique brands, owners’ confidence, efficient digital tools, the energy and the desire. It's now a question of execution."                   ACCOR, (2023)
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Moore et al, (2015) presents systemic change within a typology with three sections with innovation to identify current problems and to integrate new routines into the system. Innovation is crucial to continue success within an organisation and this type of innovation can create stability within their regime. This can be beneficial when individuals are on board with the updated regime and would see it as a systemic change rather than a system transition.
Indeed, (2023) include the most common leadership styles in their career guide, leadership styles:
Autocratic – Also known as “Authoritarian style of leadership”. 
· Consists of focusing on the results and team efficiency.
· Often lone decision making or within a small, trusted group.
· Employees are expected to follow exact tasks that are set.
· Tend to have self confidence and motivation. 
· Communication is clear and consistent.
· Dependable.
· Follows rules.
· Value highly structured environments.
Benefits of Autocratic leadership – Promotes productivity through delegation, clear and direct communication, reducing employee pressures by being capable of and lone decision making.
Challenges – can endure high levels of stress due to various responsibilities and having a lack of flexibility can result to team resentment.
Bureaucratic – Similar to Autocratic, with the same expectance from their team members to follow procedures precisely.
· Focuses on fixed duties within hierarchical system, employees have individual list of responsibilities and almost unnecessary for any collaboration and creativity.
· Most effective in high end industries or in specific departments such as, finance, health care and government.
· Task focused.
· Detail focused.
· Value rules and structure.
· Tend to be strong-willed and self-disciplined.
· Great work ethic.
Benefits - efficient in organisations that follow rules and regulations, separate work from relationships to prevent employees getting distracted away from hitting their goals.
Challenges – Does not influence any creativity, which can lead employees feeling restricted.
This style is known to be slow to change and does not sit well within an environment that needs to be dynamic. 
Coaching – 
· Capable of recognising employee’s strengths, weaknesses and motivations to improve individual growth.
· Encourages employees to set smart goals to then regularly provide feedback to promote growth.
· Clear expectations, creating a positive environment.
· Most advantageous.
· Style is underused due to more time consuming,
· Provide support and value learning to give employees a chance to grow.
· Self- aware.
· Provide guidance instead of giving orders.
Benefits – Positive in nature, promotes the learning of new skills, empowers employees, creates a culture with confidence, be seen as mentors.
Challenges – more time consuming, requires one-on-one employee time which can be difficult to maintain in a deadline driven environment.
Democratic-
· “Participative style”
· Combination of autocratic and laissez-faire type of leadership
· Give their employees opportunity to have input.
· Thinks over team members feedback, before making decisions.
· This leadership style is credited for high employee engagement and satisfaction within the workplace.
· Value group discussions informative to employees promotes a work environment where employees share ideas.
Benefits – employees feel empowered, valued and unified, capability to boost retention and morale.
Challenges – potential to be inefficient and costly with time being spent on organising group discussions, obtaining feedback, can add social pressure to employees who are reluctant in sharing ideas within a group.
Laissez-faire – 
· Opposite to autocratic 
· Focuses on delegating various tasks to employees with rarely any supervision.
· Less focus on employees and more time on other projects.
· Style tends to be adopted when employees are highly skilled.
· Can possibly cause a dip in productivity, employees becoming confused about expectations- specifically those who need motivation or boundaries set to work well.
Benefits- encourages accountability, creativity and a relaxed work environment which often leads to higher work rates.
Challenges – Does not work well with new employees, as they need more guidance, employees feeling they have a lack of support. 
Pacesetter- 
· Most effective for achievement.
· Focus on performance.
· Set high standards.
· Hold employees accountable for achieving goals.
· Can be motivational but not always the best option for employees in need of mentorship.
Benefits- encourages employees to achieve and accomplish job objectives, promotes high- energy dynamic work environment.
Challenges- can lead to miscommunication and pressured employees as they are always working towards goals.
Visionary – 
· Power to drive progress.
· Inspiring employees and to earn trust with new ideas.
· Ability to establish a strong organisational bond.
· Strive for confidence among direct reports and colleagues alike.
· Helpful to small, fast growing organisations or larger ones going through transformations or restructuring. 
· Persistent and bold
· Strategic and open to taking risks.
· Often described as inspirational, optimistic, innovative and magnetic.
Benefits- can help companies grow unite teams and company improve outdated technologies or practices.
Challenges- miss important details or other opportunities, recognising their teams due to being focused on a bigger picture.
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                                                               Bing images, (2023)
Cherry, (2023) gives insight to a few of Kurt Lewins quotes to understand the theory of change model. 
Lewins theory models consists of three sections- ‘unfreezing - moving – refreezing’.
Lewin quoted “There is nothing so practical as a good theory” and “if you want truly to understand something, try to change it”. 
SWOT Analysis for ACCOR:
Strengths:
-Something for everyone with various budgets, economy hotels to luxury brands.
- Network- huge chain of hotels over 100 countries.
-Business model- expansion without increased costs. Developed many franchised hotels.
-Guest interaction- business philosophy to make guests feel welcome.
-Loyalty programs.
Unique digital hospitality- maintains database over 60 million guests tracking their individual requirements, campaigns on Facebook and Twitter.
Weaknesses:
· Losing to online businesses such as AirBnb or Oyo rooms.
· Heavy investments made to enhance their services.
· Their food and beverage section has caused a huge cash outlay.
· Overemphasis on sub brands; Ibis, Novotel and Mecuri have become popular but has created a disconnection with customers not knowing who ACCOR actually is.
Opportunities:
· To grow in emerging countries.
Threats:
· Competition such as Starwood Hotels, Best western and Hilton hotels.
                                                                                          Bhasin, MARKETING91 (2019)
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