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[bookmark: _Toc108037373]Executive Summary 
In recent times the hospitality industry more especially the hotel industry has experienced gigantic changes that are associated to the way in which activities are executed. This has impacted on the organizational behaviour of the hotel industry compelling some of them to conduct audits on their management and organizational behaviour.  The audit plans are aimed at bringing to focus any existing issues that can stimulate the workforce to behave in a certain manner bearing in mind that in the hotel industry organizational behaviour is very important. Consequently, hotels are able to gather empirical evidence on what needs to be executed to mitigate against particular actions from employees, which may have a negative impact on a hotel and its productivity. From the audit conducted, it was found out that some of the factors that have impacted on employee behaviour include employee’s remuneration, employee’s culture, change management, management strategies and firm size. Conducting audits is important as is an impetus meeting the strategic goals of an organization, through knowing the root causes of issues and diagnosing them in good time.   
[bookmark: _Toc108037374]Introduction
Organizational behaviour has been defined by a number of scholars but for this paper we shall use Lussier (2017) who has argued that it is an observation on individuals or groups behaviour in response to individuals, situations or groups. Organizational behaviour audits are meant to assess how people behave towards various situations in an organizational setting.  For purposes of this assignment, the paper will consider how the employees of Intercontinental Hotels Group (IHG) and how they interact to various situations, groups or individuals.  
[bookmark: _Toc108037375]Organizational Structure 
IHG is a British international hospitality corporation with headquarters in Buckinghamshire in England- Denham. It has a wide portfolio of hotel brands, listed in the London Stock Exchange and is a member to FTSE  100 index (Vasić & Čerović 2018).  IHG leases and franchises manage 5,400 hotels, 800,000 guest rooms in 100 countries. The business has more than 1,700 hotels that are under construction despite closing in some areas due to COVID 19. IHG also manages the IHG Rewards Club that is a global program comprising of more than one million members (Chaybane, 2017). IHG specializes mainly in hotel and resort facilities with a high market position and was making millions in terms of profits before COVID and now recovering.  
[bookmark: _Toc108037376]Organizational Culture
This presents the specific pre-defined laws that offer guidelines to workers within an organization giving direction on what ought to be done (Dogru, & Sirakaya-Turk, 2016). It encompasses a complex network of shared values and beliefs as well as expectations that determine the behaviour exuded by employees within an organization. The organizational culture normally determines the inimitable and discrete social and psychological environment within an organization.  This paper employs Hofsetedes organizational culture model in presenting the organizational culture at IHG. 
First is the vision statement of IHG which is brief and to the point and has avoided use of long dialects since the hotel has presence in many countries some of them that are not English speaking and had to keep it simple. It has been able to depict an indelible picture of  the hotel business as well as its future plans and this has helped in shaping the opinions of different stakeholders in understanding the business philosophy and strategy. 
There are three levels of culture within IHG; one is artefacts which comprise the outermost coat of the layers which are organized in cyclical manner (Altaf, 2011). Artefacts are palpable and observable aspects impeded in the organizational culture of IHG and some notable examples of artefacts dress code, office layout and open door policy. It has been argued that IHG’s cultural artefacts are easily observable but on the other hand they have been criticized to be hard to interpret. Second are the core values which according to this report are not easily observable. The IHGs core values include shared standards, principles and values. The IHG understands the importance of communicating the core values so that each employee can accept and modify their values accordingly. There are also assumptions within the hotel which are embedded ideologies and philosophies that provide a foundation to the hotel’s organizational culture. Fernandes, 2021, has argued that employees normally may not be aware of the underlying assumptions even if they are at the centre of determining the core values and the visible behaviours within an organization. 
The organizational culture is very important in determining the competitive advantage within an organization. Within IHG, the organizational culture is important as it is the one behind ensuring that employees share a common purpose and is allied to the behaviors, goals and deeply rooted to the philosophies that enable its employees to put all their efforts towards the right direction, give best performance and ensure strong commitment to the hotel (Fernandes, 2021; Wagner, & Hollenbeck, 2020). Understanding the organizational culture shows how employees relate to the work culture, may act as a strategic tool for understanding and partaking change, and helps in identification of possible gaps that exist between the desired and existing culture. 
[bookmark: _Toc108037377]IHG Organizational culture using Hofstede Model
Hofstede model has been used frequently by analysts in discussing organizational culture and for this audit it will take six dimensions which will be discussed below. First dimension is means oriented versus goals oriented, and in this case a highly mean oriented organizational culture lays emphasize on how work will be expedited while a goal-oriented culture throws weight behind results and the processes and procedures of achieving those results (Gheribi, 2018; Mullins, 2016). The mean orientation focuses on how people will handle and avoid risks, while goal orientation lays emphasize on how employees will handle risks with an aim of achieving the goals of an organization (Hofstede, Hofstede, & Minkov,  2005; Vo, 2016). The IHG has balanced between the goal orientation and mean as they have successfully encouraged its employees on the need to accomplish its goals while encouraging their employees to take risks head on if in their own opinion they consider the risks worth of. The hotel has focused on the mean orientation through ensuring that employs adopt ethical ways of accomplishing assigned tasks since integrity is the hotel’s core value. Through this employees have been encouraged to promote healthy competition. By focusing on the goal orientation, the hotel is encouraging its workers to put in their best in executing the duties they are assigned with a focus on reduced instances of failure through encouraging employees in coming up with new ideas.
The second dimension according to the model is internally versus externally driven. Organizations with an organization culture that is internally driven are concerned with the overall perceptions of employees on their knowledge and expertise (Christiansen, 2018). IHG is characterized as highly internally driven due to the fact that employees are encouraged to get acquainted with implicit and explicit needs of clientele to serve them well. This is due to the fact that the hotel has placed high importance on ethics and integrity, and they do not compromise over these values to achieve the desired results. The internally driven organizational culture has enabled the hotel to use its ethical brand image as a tool to get strong competitive edge over rival firms. 
The third dimension is easy going work discipline against strict work discipline which denotes an organizations internal structure, the control mechanisms and discipline (Voegeli, 2021; Tang, Yam, Koopman, 2020). IHG poses work culture that is disciplined with a vertical hierarchy and an organizational structure that is tall. The hotels management holds the autonomy in the decision making process and seems to control its employees behaviour. However with the control, the management advocates creativity and innovativeness through rewarding the two habits and sponsoring any ideas that exude creativity and innovation.  However, the fact that the hotel management has the autonomy in decision making limits any of the employees who might be having innovative and creative ideas in sharing the same to the management for fear that the ideas may not implemented. The hotel is aware of this limitation and in the recent past and is moving towards a decentralized organizational structure from a centralized organizational structure.  The shift is likely to transfer some authority from the management to all employees of the hotel and this is a bold step of shifting from a strict structure of management to a fluid structure and allow for more innovative and creative ideas to be tested. 
The fourth dimension looks at professional versus local culture of an organization. Organizations characterized with a high degree of local culture, have employees who identify themselves with their organizational units, teammates or their bosses and organizations with a high degree of professional culture employees tend to identify with their profession or work content (Luu, 2021). IHG is behind employees who exude a professional attitude. Employees are not mandated to behave in a particular way provided they handle themselves in a professional way, and the hotel promotes diversity and is cognizant of the fact that employees hail from varied backgrounds. IHG also upholds the importance of having a professional organizational culture in play for the hotel to be successful in an environment that is largely diversified. 
The fifth dimension is open system versus closed system which demotes an organization’s accessibility and communication structure. Organizations that pose a structure that is open are characterized by welcoming the culture of all employees especially newly recruited ones and has an inclusive structure to whatever the new employees will bring on board while those with a closed system have no space to accommodate the culture of new employees and it is the employees to adopt the culture of their new workplaces (Davronov, et al.,   2021; Zhang, 2020). An analysis of IHG organizational culture depicts that the hotel prefers an open system since the hotel advocates for open communication and the organization culture is flexible, diversified and accommodating to any new ideas more especially those that are innovative. It has been argued that the hotel draws its competitive advantage from the way it has accommodated and managed employees that have diversified cultures. The open cultural system has enabled the hotel to manage flow of information, control knowledge, competencies and skills of the employees who exude diverse backgrounds. 
The sixth one is work orientation against employee orientation, and this is anchored on an organizations management philosophy, how the hotel prioritizes the welfare of the employees and orientation towards accomplishment of the hotels goals (Taherimashhadi, & Ribas, 2018; Farzianpour et al., 2016). Organizations that have a clear employee orientation normally give priority to the plight of the employees first as compared to clientele and the shareholders. On the other hand organizations that have an inclination towards a work oriented culture are concerned about maximizing performance and this has a lot of pressure on the staff to perform without considering their personal plight and this is very dangerous as one may be having staff that are depressed (Voegeli, 2021). From our audit, IHG has been able to put the plight of its employees first by having a lot of understanding for its esteemed employees and exudes this through employee motivation and satisfaction. Employees are normally tasked with challenging responsibilities considering their capabilities, and they are normally given close supervision when the tasks are challenging and should they execute them to perfection they are rewarded and if not, they are not punished. Employees are not pressurized but accorded responsibilities according to their abilities. To maintain a balance between employee orientation and task, IHG has done the following 
· Employees are assigned with challenging tasks and to ensure that they are executed well, they are offered with appetizing rewards
· The hotel ensures that there is professional growth through regular trainings and coach mentoring to refresh the minds of the employees and preparing them even for more demanding roles.  
· Encouraging employees to work within their abilities and avoid overworking as a way of getting more pay through overtimes
· Motivation and training their employees on ways of managing stress from whichever source as a way of maintaining their psychological well-being and being focused when working to maximize on their outputs. 
In summary, from the presentation it is clear that individual cultural dimensions are very important when one is considering organizational behaviour. IHG is trying to balance between means orientation and goal orientation for purposes of ensuring that the welfare of the employees is considered and the goals of the hotel are also met (Yan, Hu, & Wu, 2021). The model is after ensuring that employees operate within a certain level of ethics and integrity and employee behaviour is inclined towards the organizational behaviour so that all employees execute their activities in a smooth way in line with meeting the goals of the hotel (Ramos et al., 2021). 
[bookmark: _Toc108037378]Conclusion 
Form the audit presented, that concerns IHG, it is clear that successful business entities do not adopt cultural dimensions that are extremists but try to balance between employee needs and the organizational goals. IHG has been successful in its organizational culture through embedding a highly diversified workforce that is also widely accepted. 
Successful organizations normally create an alignment between their structure, their culture the organizational goals and their core values with the employees observable behaviours (Wang, 2019; Urinov, 2020). Organizations with a strong work culture have managed to secure a place in the hypercompetitive market, and Intercontinental Hotels Group is a good example of the same. 
[bookmark: _Toc108037379]Recommendations 
I. Based on the analysis, IHG should ensure that it gets to increase its sales despite the restrictions for the Covid-19 which have affected operations in the hotel industry. The hotel should focus on online sales and intensify online marketing to ensure it reaches many customers in areas it operates to boost on its sales
II. IHG should ensure that it focuses on the design of some new products and the use of the latest technology to beat the new entrants who are a threat to the company in the marketing. The hotel is noted to use some old technologies and not focus on the more unique products like lodging, while most new entrants are focusing on. IHG should get to focus on these to ensure better performance in the market. 
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