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[bookmark: _heading=h.gjdgxs]Introduction
The term "turnover" is used to describe the number of workers who depart a company in a certain time frame. People who leave their jobs for whatever reason, whether freely or involuntarily, are counted here. However, a company's capacity to maintain its employees is known as employee retention. One of the greatest industries in the United Kingdom is the food and lodging business. Although working in the hotel sector is a desirable career path, it has historically struggled to keep its employees. The project will highlight challenges associated with hotel InterContinental London and how it is affecting employee retention.



[bookmark: _heading=h.30j0zll]Overview of the hotel 
According to Labbad and Niketh (2018), There is a widespread consensus that the InterContinental brand of hotels is the most distinguished in the whole globe. The epitome of modern sophistication can be found at the InterContinental London Park Lane, which has a position in Mayfair that is often considered to be one of the most desirable in all of London. There is a possibility that sophisticated members of the jet set may book a room at one of Kimpton's hip boutique hotels. A client's unsatisfactory experience at a hotel such as InterContinental London is seen as a failure in service when the hotel in question is InterContinental London. 
There is a high likelihood that hospitality companies like InterContinental hours of operation will be different from those of other sorts of businesses. This is because the majority of the working population can patronize companies at their busiest times. As a consequence of this, individuals can consider looking for a different job where they can achieve a better balance between their professional and personal lives. The hotel sector is known for having shifts that are often longer than those of other occupations (Bhardwaj, B. and Kalia, 2021). As a corollary to this point, it is not always easy to accept breaks. Workers in the hospitality industry often report feeling overtired as a direct consequence of their jobs, which is one of the most significant factors that influence employee retention rates. A successful shift in the hospitality business is one in which all guests are left feeling pleased with their experience. It's easy for owners and managers to take their workers' hard work for granted when a shift goes by without any hiccups or complaints. After all, individuals are more likely to point out flaws than they are to applaud achievements. 
[bookmark: _heading=h.1fob9te]Literature review 
InterContinental is committed to the people who work for it and makes it a priority to cultivate an environment in which each employee feels appreciated, respected, and inspired to provide the most of their abilities to the success of the business. According to the available data, the average length of employment for persons working in the hospitality business is twelve months. When workers often leave a hospitality firm and are replaced, the business has several negative consequences as a result. A costly endeavor is trying to find new personnel, employing them, and then training them (Book et al., 2019). According to a survey by Big Hotel, the hotel sector loses a total of £275 million per year as a direct result of excessive turnover. Think about the amount of time and money that are wasted when an employee quits shortly after receiving training.
According to Saleem et al., (2021), In the year 2020, the hotel implemented a cutting-edge strategy for increasing the level of employee involvement by increasing the number of video meetings, virtual town halls, and possibilities for online learning. We have made it possible for managers to have more regular conversations with their team members about feedback and performance by offering guidelines for quarterly "check-ins." Due to the exceptional and complicated nature of the year 2020, the hotel authority has also carried out ad hoc, company-specific questionnaires to gain a better understanding of the attitudes and requirements of staff members in areas such as flexible and remote work, as well as mental health and wellness (Nhi, 2017). Because of the consequences of the pandemic, the firm's employees at corporate and reservations offices, as well as General Managers at hotels under their administration, were only requested to complete the annual employee engagement survey of the company once. 
Abraham (2012) stated that Employees were allowed to share their thoughts and perspectives on a wide range of critical issues, such as the culture of the firm, IHG's response to Covid-19, the practice of telecommuting, and employee health and well-being. The total engagement rate has been relatively stable at 79%, which places it in the upper quartile of the benchmarks that are externally measured. The extent to which employees were involved in the decision-making process, their access to critical resources, their ability to work together, and the speed with which choices were made all improved significantly (Osborne and Hammoud, 2017). In addition, brief pulse surveys carried out at various points during the year indicated an overwhelming majority of positive responses about the openness and transparency of Senior Leaders. It was said that there are opportunities for people to develop their careers as prospective locations for growth.
According to Byrne (2014), the hotel under review has new owners, who have introduced a modern makeover and innovative approach to operating the establishment. Management wants to construct an engaged organization out of the existing changes, where personnel are satisfied with their positions, devoted to their work, and proud to represent the firm in the community. The management team at the Intercontinental Hotel is interested in surveying its workers to learn more about employee engagement (O’Connor, 2011). Because the absence of sufficient and clear information and communication was identified as a root cause of this issue in the survey findings, it is advised that management take steps to enhance the dissemination of information. To address the current flaws in the distribution of skills, further management is suggested. Employees, managers, and supervisors should all work to increase the frequency with which they acknowledge one another. Managers and direct superiors should also pay more attention to the dynamics in their workplace. Those who have heard the feedback have urged management to continue in their current, inventive vein. Even with the economy as it is, there is room for improvement, and doing so is prudent.
The management team of the hotel recognises the worth of its employees and wants each individual to know how much they are valued. A new colleague share plan was developed by the hotel management in 2019 to provide all corporate employees at IHG with the opportunity to become shareholders in the company. Workers who are eligible for the plan may contribute to it by setting aside a portion of their monthly income (Koushik et al., 2012). At the end of each calendar year, the Group will match the number of shares the employee has bought with their contributions, and those shares will become fully vested at the end of the following year. By the end of the year 2020, enrollment would have reached 49% of those who were qualified to do so (Arwab et al., 2022). IHG was forced to make difficult decisions about compensation and employment as a direct result of the devastation that Covid-19 caused in the hospitality industry. While coping with the outbreak and the subsequent uncertainty, the Board of Directors and senior management have made it a high priority to uphold these ideals.
As the number of hotels increases, so does the degree of competition, which makes it more difficult to differentiate oneself from the other options. As a result, the InterContinental Hotel has to be careful and pay close attention to the quality of its performance, which is influenced by human resources management in a variety of ways, including the degree to which employees are satisfied with their jobs. The management at InterContinental sees it as very important to assess employee contentment with their jobs because the hotel's emphasis on employee job happiness has resulted in a low turnover rate over the past five years, particularly in the Food and Beverage Service sector (Cheng and Chen, 2017). This is especially true in the Food and Beverage Service sector. According to an interview with the FB manager, the higher echelons of Food and Beverage Service want to do additional research into the aspects that lead to employee happiness at the company and explore strategies to keep personnel interested and productive in their work.
Recent events such as COVID-19 and Brexit have had a significant negative impact on the hotel industry. Both the rate at which workers stay with a company and the rate at which they leave have been considerably influenced by both of these criteria. It is estimated that 10% of the workforce in the hotel industry has left their jobs over the last year due to reasons such as "re-evaluating their work-life balance following lockdown" and a reluctance to return to work more than 8 hours per day (BERHANE et al., 2021). There is no way to dispute the fact that Brexit is having an effect that will persist (Putra et al. 2017). According to a recent article published in The Caterer, an estimated 92 000 employees in the EU have left their professions in the hospitality business. However, retaining employees in the 21st century has been highlighted as a major issue, especially for the hospitality sector. To combat the ever-present challenge of a changing workforce, the hospitality sector must constantly adapt its retention strategies. Sustainable human resource practices allow the hospitality sector to better respond to the needs of its staff, which in turn encourages them to take pride in their work and remain with the company for an extended period. The country's economy needs this sector to flourish since its rapid expansion might provide many new jobs and bring in significant foreign investment. Employee retention is largely influenced by how well a firm manages its human resources, according to studies.
[bookmark: _heading=h.3znysh7]Evaluation 
It is possible to increase staff enthusiasm at the hotel by implementing a few changes. The first component is a monthly wage, which is intended to cover the employee's most basic living expenses. The second benefit is financial stability, which means an employee may stop looking for a second job and instead focus on the current one (Truss et al., 2013). Third, a positive work atmosphere within a team may go a long way toward boosting morale and productivity. For the simple reason that having a helpful co worker may make a huge difference in someone's emotional well-being. In the fourth section, called "participation," a member of the group is allowed to voice their view anytime a choice has to be made (Chaybane et al., 2017). For the fifth section, we have role conflict, in which every company has its organizational chart indicating its position, and every employee's work description must correspond to that position. The sixth component is supervision, which means that everyone involved must have confidence in their leadership abilities, work habits, and feedback capabilities. Finally, a well-structured business will ensure that workers feel like they are a member of a family at the office.



[bookmark: _heading=h.2et92p0]Conclusion
The retention of skilled workers is a primary concern for businesses as a strategy for enhancing their level of competitiveness. As a consequence of factors such as globalization, there is a possibility that existing markets may see higher levels of competition. Finding strategies for organizations to retain their best workers on board for the long term is critical if they want to increase productivity while also reducing the costs associated with recruitment and induction programmes (Wahyuni et al., 2020). The ineffectiveness of the company's retention strategies may hurt employee productivity, which in turn may have a chilling effect on the bottom line of the business. Hotels with management teams who are unable to identify ways to improve employee retention are playing a very dangerous game with the future of their company. It was strongly recommended to proprietors and managers of hotels that they make financial investments in training and education opportunities for their employees. The fact that hotel management has the potential to create jobs, provide social amenities and welfare, and offer a helping hand to local economies all have positive ramifications for society as a whole.
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