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[bookmark: _heading=h.30j0zll]Introduction 
Turnover refers to the rate of employee departures from an organisation over a certain period. People who quit their occupations for any reason, whether willingly or involuntarily, are counted here. Employee retention, on the other hand, refers to a company's success in keeping its workers around. One of the significant sectors in the United Kingdom is the food and hotel industry. Hoteliers have had difficulty retaining workers despite the industry's reputation as a pleasant workplace. The initiative will shed light on the problems plaguing the hotel InterContinental London and how they are influencing staff retention rates.



[bookmark: _heading=h.1fob9te]Overview of hotel InterContinental London 
The InterContinental brand of hotels is widely recognised as being the pinnacle of luxury around the globe. The InterContinental London Park Lane, which is located in a section of Mayfair that is often considered one of the most gorgeous in the city, is the epitome of modern-day sophistication. Members of the international jet set are often seen as potential visitors at one of the chic boutique hotels owned and operated by Kimpton. It is considered a failure in service if a hotel of the caliber of InterContinental London has a guest who is unhappy with their stay there. In a similar vein, taking time off work is not always an easy task. The frequency of overtiredness among employees is one of the most significant factors that influence employee retention rates in the hospitality industry (Chaybane et al., 2017). For a hotel to make the change over with flying colors, it is essential that every one of its clients has a satisfying stay at the establishment. It is easy for business owners and managers to take their workers' efforts for granted when a shift passes without any difficulties or complaints being lodged against them (Cheng and Chen, 2017). People are more likely to point out issues than to appreciate triumphs. People are more likely to point out difficulties.
[bookmark: _heading=h.3znysh7]Aim 
The purpose of this study is to highlight the high levels of worker retention at InterContinental London by depicting the dynamics of the working environment there.
[bookmark: _heading=h.2et92p0]Literature review 
InterContinental places a strong value on its staff members and places a high priority on creating a working environment in which all staff members have the sense that they are cherished, respected, and inspired to contribute at the highest levels of their respective skills. According to the data, the usual length of employment for someone working in the hospitality business is twelve months (Putra et al. 2017). A hospitality organization has a variety of drawbacks as a result of high employee turnover. It takes a significant investment of both time and money to advertise for, select, and then train new staff. Expanding the usage of video meetings, online town halls, and online training opportunities were some of the state-of-the-art methods that the hotel in the year 2020 used to increase the level of employee involvement (Cheng and Chen, 2017). The company has made it simpler for managers to have more regular conversations with their team members about feedback and performance by giving standards for quarterly "check-ins." In light of the one-of-a-kind and difficult nature of the year 2020, the hotel authority has also carried out ad hoc, company-specific surveys to gather more information about the perspectives and needs of employees in areas such as flexible and remote work, as well as mental health and wellbeing. This was done in preparation for the year 2020. Because of the consequences that the pandemic had, the yearly employee engagement survey that the firm does was only sent out once to all of the corporate and reservations office workers as well as the general managers of hotels that are managed by the company (Byrne, 2014).
Staff members were encouraged to voice their opinions on important topics including the company's culture, IHG's reaction to Covid-19, the benefits of telecommuting, and the safety and health of their fellow workers. The overall participation rate has been fairly constant at 79%, which is in the higher percentile compared to other, independently evaluated averages (Chaybane et al., 2017). Significant gains were achieved in the amount to which workers were included in decision-making, the availability of key resources, workers' capacity to work together, and the swiftness with which decisions were made. In addition, quick pulse surveys carried out at different intervals throughout the year demonstrated an overwhelming majority of favorable replies concerning the openness and transparency of Senior Leaders (Truss et al., 2013). It was mentioned that there are chances for individuals to build their professions as possible sites for development. The hotel's administration knows its staff is valuable, and they want each member to feel appreciated. All corporate workers at IHG will have the chance to become shareholders in the firm thanks to a new colleague share plan designed by the hotel management in 2019 (Book et al., 2019). Participants in the plan can put away a certain percentage of their pay each month to make contributions. After each calendar year ends, the Group will contribute an amount equal to the employee's share purchase, and after the next year, the employee will be fully vested in those shares. By the end of the year 2020, enrolment would have reached 49% of those who were eligible to do so (Nhi, 2017). As a direct consequence of the destruction that Covid-19 wreaked upon the hotel sector, IHG had to make some tough choices about remuneration and employment. While coping with the epidemic and the subsequent uncertainty, the Board of Directors and top management have made it a high priority to safeguard these values (Koushik et al., 2012).
The hotel industry has taken a major hit as of late due to things like the COVID-19 pandemic and Brexit. Both of these factors have had a major impact on the rates at which employees remain with and depart an organization. An estimated 10% of hotel workers have quit in the last year, citing issues like "re-evaluating their work-life balance after lockdown" and "a reluctance to return to work more than 8 hours per day" as the main causes of their departure (Putra et al. 2017. The reviewed hotel has new management that has given it a fresh look and implemented other novel ideas. From the current shifts, management hopes to build a committed organization, where employees are content in their roles, committed to their job, and pleased to represent the company in the wider community. The Intercontinental Hotel's management is curious about staff engagement and wants to conduct a poll to find out more.
IHG is launching its new programme, which will be known as "IHG myBenefits," in anticipation of 2022 being another record-breaking year for the number of new hotels that will open their doors (Saleem et al., 2021). MyBenefits, the employee benefits programme offered by IHG, is characterized by its adaptability since it allows workers to pick from a diverse range of vacation and incentive options. These include time off for new mothers, fathers, and adoptive parents, as well as time off for employees to focus on their health and well-being or take a short sabbatical to work on something they're passionate about (Osborne and Hammoud, 2017). Other types of leave may include time off for employees to focus on their health and well-being. The programme has changed its Domestic Violence Leave for staff from unpaid time off to paid time off as part of an effort to support team members who may be dealing with domestic violence or abuse. This change was made as part of an effort to support team members who may be dealing with domestic violence or abuse. In addition, workers get access to a digital "Wellness Hub" that provides a variety of courses to improve their physical, emotional, and financial wellness. The IHG myPerks programme also provides employees with discounts and rewards at more than 400 retailers and service providers (Parra Urbina, 2022).
[bookmark: _heading=h.tyjcwt]Potential solutions 
· Based on the results of the survey, management is encouraged to take action to improve information distribution since a lack of adequate and clear information and communication is a fundamental cause of the problem (Voegeli, 2021). It is recommended that further management be implemented to correct the present inequities in the distribution of talent.
· All levels of management and staff should make it a priority to show gratitude and appreciation for one another regularly. It is also important for managers and supervisors to pay closer attention to the dynamics occurring in their workplace. Those who have listened to the comments have encouraged management to keep thinking creatively (Putra et al. 2017). There is still space for progress even in the current economic climate.
· The hospitality industry has ongoing difficulty retaining a diverse and talented workforce, which necessitates innovative approaches to this problem.
· The hotel industry can better meet the demands of its employee's thanks to sustainable human resource practices, which in turn inspires employees to take pride in their job and stay with the firm for a longer amount of time (Seruna, 2022).
· This industry's fast growth might be beneficial to the economy as a whole by creating new employment and attracting foreign investment.
[bookmark: _heading=h.3dy6vkm]Evaluation 
In the hospitality industry, effective management of human resources places a premium on reducing employee turnover rates. This is because the company experiences losses whenever employees leave the company. The hotel was forced to spend money it did not have on recruiting and training the best possible employees to keep up the high level of service quality it had established for itself. When there is a severe labor shortage in the hotel industry, the system stops getting better, and nobody puts in as much effort. Managing cultural diversity is crucial for the hospitality business, and not only because of regulatory concerns (Michel, 2021). Diversity in cultural management is a must. Multicultural organizational environments and practices are essential to fostering a more cohesive and inclusive workforce. It's in the company's best interest to address the problem of cultural diversity.
If the hotel makes a few adjustments, it may boost the morale of its employees. The first part of a compensation package is a salary, which should be enough to pay the worker's fundamental costs of living. The second advantage is that the employee's financial situation is more secure, so they don't have to worry about finding another employment (Fernandes, 2021). Third, team morale and output may benefit greatly from an upbeat, supportive work environment. Because a supportive workplace colleague may do wonders for one's mental health. As discussed in the next subsection, "participation," a group member's opinion may be heard whenever a decision must be taken. The fifth component is called "role conflict," and it describes the tension that might arise when a company's organisational chart indicates one position but an employee's job description indicates another (Martins, 2020). Having faith in one's leadership skills, work habits, and feedback abilities is essential for the sixth component, supervision. To sum up, a well-organized company will foster an environment where employees feel like they belong.
[bookmark: _heading=h.1t3h5sf]Conclusion 
If the firm is unable to successfully retain its personnel and motivate them to perform to the best of their abilities, the bottom line of the business may suffer as a result. Hotels that have management that is unable to find a solution to prevent its staff from quitting are taking a risk with their ability to be successful in the future (Michel, 2021). The owners and managers of hotels were strongly encouraged to invest financially in the training and advancement of their employees. The ability of hotel management to contribute to the growth of local economies, as well as the provision of jobs, social amenities, and welfare, has repercussions that are beneficial to society as a whole. Companies that wish to improve their level of competition should prioritize doing all in their power to hang on to the skilled workers they have already recruited (Dumoulin and Giacomel, 2020). As a consequence of events such as globalization, there may be a rise in the amount of competition in existing markets. Businesses need to find ways to keep their best employees around for the long haul to increase productivity and cut down on the expenses involved with recruiting and orientation programmes (Tran, 2020). Businesses need to find ways to keep their best employees around for the long haul to increase productivity.
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