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[bookmark: _Toc150011627]Introduction and Background
The problems faced by IHG and their effect on the hotel industry's ability to keep good workers are at the heart of my proposal. InterContinental Hotels Group is a shining example of success in the international hotel business, with a stellar reputation for providing luxurious lodgings and first-rate customer service in a broad variety of locations across the globe.
Employee retention is severely hampered by the current issues facing the InterContinental chain. These difficulties extend to many different but equally important aspects of the proposal's central concern (Tran, 2020). First and foremost is the problem of persistent labour shortages, which puts increasing strain on the already thin ranks of available workers. The cumulative effects of this stress on morale and output are so great that they demand concerted efforts to attract and keep the best talent.
The increasing adoption of new technology, especially Artificial Intelligence (AI), has caused concern among workers. People are worried about their ability to keep their jobs and their expertise in the face of rapidly developing technologies (Howard, 2019). Therefore, a radical change in training paradigms is required to adapt one's skill set to the rapidly developing technologies of today and tomorrow.
A major roadblock to employee development and engagement is the lack of high-quality training and professional development programmes. Employee discontent and attrition rates increase when there are no prospects for professional growth. The difficulty of keeping employees is exacerbated by inefficient management practises. Employees' decisions to stay with an organisation or look elsewhere are affected by a variety of factors, including leadership styles, communication breakdowns, and structural flaws.
In essence, the InterContinental Hotels Group has a wide variety of obstacles that make it difficult to retain employees (IHG, 2023). These include things like personnel shortages, technological improvements, training gaps, and management worries. In order to better understand and address these issues within the InterContinental chain and to cultivate a resilient and inspired workforce able to meet the ever-evolving needs of the industry, this proposal seeks to study tactics and solutions vital to enhancing employee retention.
[bookmark: _Toc150011628]Discussion / Literature
The Discussion/Literature section goes into great detail about how outside things affect the InterContinental Hotels Group's ability to keep employees. This part takes a close look at how global events like Brexit, the COVID-19 pandemic, changes in the economy, and the coming wave of people retiring affect the hotel industry's ability to keep employees. It also gives possible answers and examples from other industries, along with ideas and plans for how the InterContinental Hotels Group can keep more of its employees. This part is meant to break down the many problems and chances that these outside factors create, so that managers can get a better idea of how they affect the organisation and how to keep good employees.

[bookmark: _Toc150011629]Impact of Brexit on Employee Retention
It has been very hard for companies in the hospitality business, like the InterContinental Hotels Group, to keep their employees because of Brexit. Uncertainties caused by Brexit have had a big effect on talent mobility and employment strategies, which in turn has had a direct effect on how committed and long-term employees stay with a company (Ridgway, 2019).
Since Brexit, changes in trade deals and the possibility of limits on workers' ability to move around have made the job market feel very uncertain. This lack of clarity has a direct effect on the mobility of the job market and skill pool in the hospitality industry. When employees aren't sure if their jobs will be stable, they are more likely to look at other opportunities (Crasii, 2022). This makes it harder for hospitality companies like the InterContinental group to keep their employees.
International hotel chains like InterContinental have trouble planning their workforce because visa rules are always changing, work permit rules are always changing, and there may be limits on the free movement of labour across countries. This change in the way jobs are created and filled has made recruitment and retention strategies more difficult and time-consuming in the industry. As a result, policies for hiring and keeping employees need to be re-evaluated to reflect the new facts after Brexit (Crasii, 2022).
More work needs to be done to make sure that job laws and rules are still followed after Brexit. Organisations like InterContinental have to deal with these changes while also making sure that their employees stay involved, motivated, and loyal to the company. This is because Brexit has changed the world.
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The COVID-19 pandemic has had a huge effect on the hotel industry's ability to keep employees, having a big effect on companies like the InterContinental Hotels Group. Because of lockdowns, the need to work from home, and economic downturns caused by the pandemic, retention tactics have had to be completely rethought.
One of the most important changes is the sudden move to working from home (Filimonau, 2020). This change to the traditional work setting changed what it means to be satisfied at work and have a good work-life balance for people who work in the hospitality industry, like those at InterContinental. Even though remote work gives people more freedom, it can be hard to keep teams together and boost mood, which affects efforts to keep employees.
Because of the pandemic, there are now a lot of economic uncertainties that have made people worry about their job stability. Dealing with economic problems and not knowing how long their jobs will last has made employees more interested in promises of job security and safety within the company (Crasii, 2022). This has a direct effect on how reliable and committed employees are, which makes it harder for companies like InterContinental to keep their employees.
Concerns about health and safety, as well as the mental toll of the pandemic, have also changed how employees feel. To help their employees get through these tough times, companies have had to change by improving their employee aid programmes, making sure there are health and safety measures in place, and keeping lines of communication open (Agarwal, 2021). The COVID-19 pandemic has changed the way people work, so companies like InterContinental need to rethink how they keep employees and adapt to their changing needs and concerns in order to keep a loyal and dedicated staff despite the tough conditions.

[bookmark: _Toc150011631]Inflation and Economic Fluctuations
In the hospitality business, changes in inflation and the economy have a big effect on how companies like the InterContinental Hotels Group try to keep their employees. Changes in the economy and inflation rates have a direct effect on workers' real pay and ability to buy things, which in turn affects how happy and committed they are to their jobs (Anguera-Torrell, 2021).
When inflation is high, people may not be happy with their jobs because their buying power is going down and their real wages are going down. The fact that they think their standard of living is going down because they can't buy as much affects how happy they are with their job and how loyal they are to the company (Stiglitz, 2015). People may look for more safe places to work that offer more economic security when the economy is unstable.
Uncertainty about the economy also makes people worry about their job stability. When employees are worried about their future and the security of their jobs, they are more likely to look for other jobs. This lowers the number of people who stay with companies like InterContinental (Stiglitz, 2015). These worries are especially common in the hotel industry, where bad economic times can have a big effect on how customers act and, in turn, how many staff members are needed.
Organisations need to be able to adapt and respond to changing economic conditions in order to deal with the effects of economic changes. To keep a loyal and inspired staff, it's important to offer competitive pay packages that provide stability during times of economic uncertainty (John-eke, 2021). Having strong professional development programmes and a helpful work culture can also help lessen some of the negative effects that changes in the economy have on keeping employees. Businesses like InterContinental must deal with changes in the economy by creating a good place to work and making sure their workers feel financially safe and valued by the company.
[bookmark: _Toc150011632]Global Retirement Tide and Workforce Transition
The rising number of retirees around the world makes it harder for companies like the InterContinental Hotels Group to keep their staff stable and their information flowing. As a big chunk of the workforce gets closer to retirement age, the loss of experienced workers is going to be a big problem for keeping employees and building up the organization's knowledge base.
There aren't enough trained workers in the hospitality industry because so many people are retiring (Heneghan, 2019). Companies like InterContinental have to work hard to make sure they have skilled workers who can meet the needs of their business. To keep the institution's knowledge and skills, this calls for a strategic focus on succession planning and sharing information.
When experienced workers retire, it leaves organisations without enough information, especially in roles that need specialised skills and a lot of experience (Hughes, 2013). This lack of knowledge can cause operational inefficiencies, which can lower the level of service and maybe even make customers less happy in the hospitality industry.
Organisations need to come up with strong strategies for knowledge sharing and succession planning to lessen the effects of this change in the workforce. To keep institutional knowledge alive and make the shift easier for new employees, it's important to have mentoring programmes, platforms for sharing knowledge, and detailed records of important processes (Heneghan, 2019).
Also, InterContinental and other companies like it need to change how they hire, train, and develop employees in order to get and keep the next wave of talent. As more people around the world leave, it will be important to keep a skilled workforce that can adapt to the changing needs of the hospitality industry. Programmes that make it easy for new people to step into key roles and encourage ongoing learning and skill development will be key to this.


[bookmark: _Toc150011633]Solutions for Enhanced Retention and Industry Examples
Solutions for Enhanced Retention
Increasing employee engagement in companies like the InterContinental Hotels Group needs a variety of approaches. It is very important to have competitive pay packages and thorough professional growth programmes (Deery, 2015). Strong employee aid programmes, flexible work arrangements, and creating a supportive work culture all make employees happier and more likely to stay with the company. A good work setting includes promoting health and wellness benefits and keeping lines of communication open.
Industry Examples
Marriott International, Hilton Worldwide, and Radisson Hotel Group all have great tactics for keeping employees. Marriott's many skill-building and cross-training programmes, Hilton's use of flexible work schedules, and Radisson's personalised career development plans are all good examples of tactics that keep employees (Kravariti, 2022). These examples from other industries can help InterContinental learn how to copy successful tactics while adapting them to fit their employees' needs and the way they're organised.Top of Form




[bookmark: _Toc150011634]Evaluation and Conclusion
Researchers were able to learn more about how different outside factors affect the InterContinental Hotels Group's ability to keep employees. When people look at how Brexit, the COVID-19 pandemic, changes in the economy, and the upcoming global retirement wave have affected the hotel industry, it's clear that these events have changed the dynamics of retention in a big way. Because of these outside factors, the InterContinental Hotels Group needs to come up with strategic responses and flexible ways to keep employees in order to keep a loyal and inspired staff (Crasii, 2022).
Because of the uncertainty caused by Brexit, talent mobility and recruitment tactics had to be changed, which meant that InterContinental had to replan its workforce. The COVID-19 pandemic changed the way people worked, so plans had to be made for remote work, making sure everyone's health and safety, and changing programmes to help employees (Agarwal, 2021). Changes in the economy made people worry about their job stability, which led to demands for competitive pay packages and supportive work environments. The impending wave of retirement around the world made it clear how important it is to plan for succession and share knowledge in order to make sure a smooth shift while keeping important institutional knowledge.
The answers that are suggested are based on multifaceted approaches. As well as keeping a supportive work atmosphere and flexible schedules, it is important to offer competitive pay packages and professional development programmes (Deery, 2015). A good place to work is one that stresses health and wellness benefits and has clear lines of contact. Industry leaders like Marriott, Hilton, and Radisson show that skill development, flexible work schedules, and personalised job development plans are all effective ways to keep employees.
It is clear what this means for InterContinental, their retention tactics need to be rethought in order to deal with these outside forces. Better ways to keep employees are needed to make sure organisations have a loyal, skilled, and driven staff (Kravariti, 2022). InterContinental will be able to handle these problems and become a leader in the industry when it comes to keeping employees and making organisations strong by having strong succession planning, full professional growth, and a supportive work environment.
Finally, InterContinental will be better able to keep good employees, deal with problems, and become a leader in the changing hospitality business if it understands how these outside factors have a big effect and uses custom solutions.
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