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[bookmark: _Toc128926604]Executive summary
This research proposal aims to investigate retention challenges in the hospitality industry and explore strategies to address them. The study will focus on two leading hotel chains, IHG and Accor, to examine their approach to employee retention and engagement.

[bookmark: _Toc128909342][bookmark: _Toc128926605]Introduction
    The hotel industry is facing numerous external challenges that are having a significant impact on employee retention. Economic conditions, technological disruption, changing consumer preferences, and competition are just a few examples of the challenges facing hotels today. (Bagraim, Ng’andu, 2017) These challenges have created an environment where hotels must constantly adapt and innovate to remain competitive, which can be stressful for employees. In this essay, we will explore some of the external challenges facing the hotel industry and how they are affecting employee retention. We will also discuss some strategies that hotels can use to address these challenges and retain their employees in this dynamic and challenging industry. Employee retention is a significant challenge for the hotel industry due to its high rate of employee turnover. (Carbery et al, 2016) Overall, a combination of competitive compensation, opportunities for career growth, positive workplace culture, effective management, and good working conditions can help to increase employee retention in the hotel industry. (Boella, Goss-Turner,2013) As the industry continues to adapt and recover, there will be a growing need for reskilling and upskilling to meet new demands and opportunities.
[bookmark: _Toc128909343][bookmark: _Toc128926606]Problem statement

   Employee retention is a critical issue in the hospitality industry, particularly for global hotel chains such as IHG and Accor. High turnover rates can be costly for these companies in terms of recruitment, training, and lost productivity. (Hill, O'Neill, 2011) Furthermore, high employee turnover can negatively impact guest satisfaction, as it can result in a lack of continuity in service quality. (Hong, Kim, 2016) In light of these challenges, IHG and Accor have implemented various strategies to retain their employees. This research proposal aims to investigate the employee retention strategies used by IHG and Accor, and evaluate their effectiveness. IHG (InterContinental Hotels Group) is a multinational hospitality company with headquarters in the UK. The company operates more than 5,900 hotels and resorts in nearly 100 countries around the world, including well-known brands such as InterContinental, Crowne Plaza, and Holiday Inn. Employee engagement is a key focus for IHG, and the company has implemented various strategies to improve engagement and retain their employees. Some of these strategies include flexible work arrangements, career development opportunities, and recognition programs. Accor is another multinational hospitality company with headquarters in France. The company operates more than 4,800 hotels and resorts in 100 countries, including well-known brands such as Sofitel, Novotel, and Mercure. Employee engagement is also a key focus for Accor, and the company has implemented various strategies to improve engagement and retain their employees. Some of these strategies include wellness programs, diversity and inclusion initiatives, and training and development opportunities. Accor has also implemented an employee engagement survey to measure employee satisfaction and identify areas for improvement.
   The purpose of this research proposal is to investigate the retention challenges faced by InterContinental Hotels Group (IHG) and Accor Hotels and the strategies they have implemented to address them. The study will focus on the following research questions:
1. What are the main retention challenges faced by IHG and Accor Hotels?
2. What strategies have IHG and Accor Hotels implemented to address retention challenges?
3. How effective have these strategies been in improving retention rates?
[bookmark: _Toc128909344][bookmark: _Toc128926607]Literature Review

   The literature review will explore the aspects that contribute to retention issues in the hotel business, such as remuneration, training and development opportunities, work-life balance, employee engagement, and a good work environment. (Deery, Jago, Fredline, 2015). The review will also examine retention strategies used by other hotels and companies, such as providing flexible work arrangements, offering career development opportunities, and implementing recognition and rewards programs.
[bookmark: _Toc128909345][bookmark: _Toc128926608]Methodology

   The study will use a qualitative research design, utilizing a case study approach. The research will involve semi-structured interviews with human resource managers from IHG and Accor Hotels. The interviews will be conducted in-person or via video conferencing and will be recorded for accuracy. The data collected from the interviews will be analyzed using a thematic analysis approach.
[bookmark: _Toc128909346][bookmark: _Toc128926609]Expected Results

   The study is expected to identify the main retention challenges faced by IHG and Accor Hotels and the strategies they have implemented to address them. The research will also highlight the effectiveness of these strategies in improving retention rates. The study will provide valuable insights for other hotels and companies in the hospitality industry seeking to improve employee retention.
[bookmark: _Toc128909347][bookmark: _Toc128926610]Summary

    One of the major external challenges affecting employee retention in the hospitality industry is increasing competition. The rise of online booking platforms and the emergence of alternative lodging options, such as Airbnb, have made the industry more competitive. Hotels are struggling to retain employees as they face pressure to reduce costs and improve efficiency. (Akgunduz, Mirze,2020) The high competition has also led to the proliferation of short-term employment contracts and seasonal hiring, which can negatively impact employee morale and retention. Hotels that offer lower wages or fewer benefits than their competitors can struggle to attract and retain employees. (Blomme, Sok, Tromp, 2013) Employees may choose to leave their current job for another hotel that offers better pay, benefits, or opportunities for career growth.
   Furthermore, competition can impact employee morale and job satisfaction. (Eddleston, Mulki, 2017).  Hotels that are constantly competing with other properties can put pressure on employees to meet higher expectations and maintain high performance levels. This pressure can lead to employee burnout and decreased job satisfaction, resulting in decreased retention rates. (Alnajjar, Azizi, 2020) Competition can also lead to the proliferation of short-term employment contracts and seasonal hiring. Many hotels rely on short-term contracts and seasonal hires to manage their workforce, which can negatively impact employee retention.
   Another external challenge affecting employee retention is the impact of technology on the industry. (Han, Kim, Hyun, 2015) The increasing use of technology in the hospitality industry, such as self-service check-ins and digital room keys, has made some roles redundant, leading to a reduction in employment opportunities. This trend has also led to a need for different skill sets, which can make it difficult for hotels to retain employees who are unable to adapt to new technologies.
   The global economic conditions are another external challenge affecting employee retention. The recent economic downturn has resulted in a decrease in demand for travel and tourism, leading to a decrease in revenue for hotels. (Cheng et al, 2018) This has led to cost-cutting measures, such as reducing the workforce or limiting employee benefits, which can negatively impact employee retention. Additionally, changes in immigration policies and visa regulations have made it difficult for hotels to recruit and retain employees from abroad. Brexit, the withdrawal of the United Kingdom (UK) from the European Union (EU), has had far-reaching impacts on various industries, including the hotel industry. (Fahy et al, 2019) One of the significant impacts is on employee retention, with the potential loss of EU workers and the uncertainty around immigration policies. (Afrahi et al, 2021) The hospitality sector depends heavily on EU workers to fill positions such as kitchen staff, housekeeping, and front desk positions. With the uncertainty of future immigration policies and the potential loss of EU workers, employee retention has become a major challenge for the hotel industry. Many EU workers have already left the UK or are considering leaving due to the uncertain future. The loss of these workers has resulted in increased recruitment and training costs for hotels. (Dogantekin, Secilmis, Karatepe, 2022) Furthermore, the loss of skilled and experienced workers can negatively impact service quality and guest satisfaction, leading to lower occupancy rates and reduced revenue. 
   Retention rates in the hotel industry vary widely depending on the type of hotel, location, and other factors. However, according to a 2021 report by the Bureau of Labor Statistics, the average annual turnover rate in the leisure and hospitality industry, which includes hotels, was 74.6%. This is significantly higher than the national average turnover rate of 57.6%.
    In recent years, the hotel industry has seen an increase in retention efforts due to the high cost of turnover and the need to maintain a skilled and engaged workforce. Many hotels have implemented retention strategies such as offering competitive compensation packages, providing career development opportunities, and creating a positive work environment to improve retention rates. (AlBattat, Som, Helalat, 2014) Despite these efforts, the hotel industry still faces retention challenges due to external factors such as competition, economic fluctuations, and regulatory changes.
   According to Accor's 2020 Integrated Report, the company's global retention rate was 69.3%, a slight increase from 68.5% in 2019. Accor has implemented various retention strategies, such as offering career development opportunities, providing a positive work environment, and implementing recognition and reward programs to improve retention rates.
IHG has also implemented various retention methods, such as attractive pay rates, possibilities for professional promotion, and investments in staff training and development. According to IHG's 2020 Annual Report, the company's global employee turnover rate was 27.5%, a decrease from 30.1% in 2019. (Leung et al, 2021) It's important to note that retention rates can be influenced by various external factors such as economic conditions, competition, and regulatory changes, and can also vary across different job roles and geographic locations. (Bounatirou, Lim, 2020) Nevertheless, both Accor and IHG have implemented retention strategies and have seen improvements in their retention rates.
   Both IHG and Accor have implemented various strategies to address current employee retention and engagement issues in the hospitality industry. Some of these strategies include offering competitive compensation and benefits: Both IHG and Accor have implemented competitive compensation and benefits packages to attract and retain top talent. This includes offering market-based salaries, health and wellness programs, and retirement benefits.  (Garavan et al, 2021) IHG and Accor offer various opportunities for career development and advancement, including training and development programs, mentorship opportunities, and leadership development programs. By investing in employees' growth and development, they can create a more engaged and loyal workforce. (Gruman, Saks, 2021) They also strive to foster a positive work environment that encourages teamwork, collaboration, and a sense of belonging, and have introduced different inclusion and diversity initiatives, such as employee resource organizations and training courses, to make the workplace more inclusive and welcoming to all employees. IHG and Accor have applied various technological solutions to enhance employee engagement, such as employee feedback platforms, mobile apps, and virtual learning programs.
   Overall, both IHG and Accor have recognized the importance of employee retention and engagement in the hospitality industry and have implemented various strategies to address these issues. By investing in their employees, they can create a more engaged and loyal workforce, which ultimately leads to better business outcomes.
[bookmark: _Toc128909348][bookmark: _Toc128926611]Conclusion

   In conclusion, retention issues in the hospitality industry are a significant challenge that requires attention from industry leaders and stakeholders. The current research proposal aimed to explore the retention challenges faced by hospitality industry players such as IHG and Accor. Through a comprehensive literature review, it was identified that the hospitality industry faces significant challenges in employee retention due to a variety of internal and external factors such as low pay, high workload, limited career development opportunities, and intense competition. However, there are a variety of strategies that can be implemented to address these challenges, such as providing competitive compensation and benefits, opportunities for professional growth, developing an encouraging work environment, fostering diversity and inclusion, and using the technology to increase employee engagement.

This research proposal aims to investigate the retention challenges in IHG and Accor and the strategies they have implemented to address these challenges. By exploring these strategies, the research will contribute to the existing literature on employee retention in the hospitality industry and provide insights into effective retention strategies that can be implemented by other hospitality industry players. Finally, the goal of this research is to give a complete knowledge of the hospitality industry's retention difficulties and to suggest successful solutions for addressing them.
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