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Executive summary 
The report has identified employee well-being as a key area for development. It then discuses why this priority area should be a concern by understanding the concept of employee wellbeing. Lack of understanding of employee wellbeing issues, inadequate resources accessible to assist employee wellbeing, and a lack of a clear and coordinated strategy to employee wellbeing are the three primary gaps in employee wellbeing at IHG. The report stresses that these deficiencies may have a major effect on IHG's efficiency and productivity. Unhappy workers are more likely to call out sick, provide less result, and leave the company.
The report analyzes how Employee morale, productivity, and commitment can all see increases when working conditions are optimized for their mental and physical health and reduced stress. Besides, the report then finalizes by giving recommendations since the health of IHG's staff may be enhanced if the company did the following: Foster an environment where employees feel safe sharing concerns and receiving feedback, encourage professional growth and development, reward employees for positive contributions, and reward positive behavior. A more positive and productive work environment can be fostered at IHG by addressing the gaps in employee well-being.
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[bookmark: _Toc140422188]1.1 Organizational overview. 
With more than 6,000 hotels and 800,000 workers in more than 100 countries, InterContinental Hotel Group (IHG) is one of the largest hotel chains in the world (Armstrong and Taylor, 2023). The company's primary sales regions are the United States, Europe, and Asia. It employs many people from different backgrounds, and women make up around half of the workforce. In 2022, IHG's projected revenue was £23.9 billion, making it a publicly traded business (Armstrong and Taylor, 2023). Hospitality for good, people first, innovation, and sustainability are the pillars of IHG's business culture. The company's hotels and staff are dedicated to improving the lives of people across the globe. The staff at IHG are isolated into two fundamental classifications: front of house and back of house. The front office staff are the representatives who interface with visitors straightforwardly, like front desk specialists, housekeeping staff, and attendants (Bahuguna et al., 2023). The back office staff are the workers who support the front of house staff, for example, food and refreshment staff, designing staff, and safety crew. Additionally, in these two fundamental classes, there are additionally administrators, HR staff, and sales and promoting staff. Every representative assumes a significant part in guaranteeing that visitors have a positive and important experience. IHG holds its workers in the highest regard and always looks for ways to enhance its properties and guest experiences. Additionally, IHG is devoted to eco-friendly hotel management. Values like "hospitality for good," "people first," "innovation," and "sustainability" form the foundation of IHG's company culture (Bahuguna et al., 2023). At IHG, the HR department oversees hiring and firing, orientation and ongoing training, job performance evaluation, benefits administration, and communication with staff. The HR department's top priority is prioritizing the staff's human resource needs.

[bookmark: _Toc140422189]2.0 Priority Area; Employee Well-being 
"Employee well-being" refers to how workers are happy and healthy. It entails encouraging good practices among employees and giving them the means to succeed. Supporting good mental health, lowering stress levels, and promoting emotional resilience are all crucial to a person's overall well-being (Weitzman et al., 2023). Aligning an individual's abilities, interests, and aspirations with their professional tasks is a critical component of social well-being, as is developing meaningful relationships and a sense of belonging. Fair pay, comprehensive benefits, and personal finance knowledge contribute to economic security (Purwanto et al., 2023).
[bookmark: _Toc140422190]2.1 Reasons why it should be prioritized
The hospitality industry is indeed notoriously stressful and difficult to work in. In addition to long hours, unpredictable schedules, and great pressure to achieve standards and deadlines, employees in this business often confront high expectations for delivering exceptional customer service (Stone et al., 2020). Their physical and mental health may be compromised by the demands placed on them to be on their feet and consistently give outstanding service. The COVID-19 outbreak has compounded the problems experienced by hotel business workers (Carnevale and Hatak, 2020). Because of temporary closures and restricted operations, the pandemic has significantly impacted the hotel business, with many staff working from home or being furloughed. People are understandably worried about the future of their careers in light of all the recent upheavals in the workplace and the accompanying lack of stability (Armstrong and Brown, 2019). While remote work allows for greater freedom and independence, it can also make it more challenging for employees to strike a healthy work-life balance. To meet these difficulties, the hospitality industry must place a premium on the health and happiness of its staff. Companies should value their employees and strive to provide a welcoming workplace for them (Collins, 2021). Several methods exist for accomplishing this goal, including establishing open lines of communication, providing employee assistance programs, adopting alternative work schedules, and encouraging a culture that places a premium on personal wellbeing 
In addition, it is critical to promote an environment that is welcoming to all employees. The company can make its employees feel more like they belong and have a voice by encouraging open communication, listening to their views, and including them in decision-making processes (Zhai et al., 2023). Employees' well-being and contentment on the job are bolstered when their efforts and accomplishments are acknowledged and rewarded through formal programs. In addition, companies must provide sufficient tools and support networks to assist workers in managing stress (Carnevale and Hatak, 2020). Resources for mental health, counseling services, and encouragement of a balanced work-life balance are all examples. Employees in the hospitality business can benefit from breaks being encouraged, physical activity being promoted, and healthy meal options being provided.
[bookmark: _Toc140422191]3.0 Current shortfalls 
[bookmark: _Toc140422192]3.1 Lack of awareness of employee well-being issues 
Managers and workers may need to understand the significance and effects of employees' well-being fully. This may fail to take preventative steps or implement interventions to improve people's health. Managers may unwittingly contribute to a stressful workplace by, for instance, failing to recognize the warning signs of burnout or the adverse impacts of excessive work hours (Collins, 2021). Similarly, with sufficient education and open lines of communication, workers may feel comfortable raising issues related to their health and safety.
[bookmark: _Toc140422193]3.2 Limited resources available to support employee well-being
 Businesses might need help to provide adequate funding for employee wellbeing programs. Reasons for this may include a need for more use, insufficient staffing in critical areas, or the presence of competing demands. For instance, it may be difficult for a small business to fund extensive wellbeing programs or to recruit full-time wellbeing experts (Carnevale and Hatak, 2020).
[bookmark: _Toc140422194]3.3 Lack of a clear and coordinated approach 
Organizations may find it easier to implement consistent procedures and policies with a clear and coordinated strategy for employee well-being. This may result in disjointed efforts, inconsistent backing from different divisions, and a lack of responsibility (Stewart and Brown, 2019). For instance, inconsistency and misunderstanding among workers might result when various divisions within a company have other policies addressing work-life balance or flexible working arrangements.
[bookmark: _Toc140422195]4.0 Impact of the deficiency on the performance/effectiveness of the organization
It is impossible to overstate how detrimental low morale is to a company's productivity and success. Adverse effects on employee well-being can ripple across a business and impede its progress. 
[bookmark: _Toc140422196]4.1 Absenteeism
Workers who are not happy and healthy are more likely to miss work. Disruptions to work schedules and lower production result when employees take time off due to physical or mental illness. Frequent absences burden the remaining workers, who may have to take on extra tasks or stay later at the office to make up for their absent coworkers (Stewart and Brown, 2019). This can lead to a hostile workplace and lower morale and unity within the team.
[bookmark: _Toc140422197]4.2 Decreased productivity
If employees are not feeling well, they might be unable to give their all on the job. Focus, judgment, and the ability to solve problems can all be hindered by weariness, stress, or mental illness. As a result, efficiency and output may suffer. Workers who are not feeling well may be less likely to put in the effort required to fulfill deadlines or provide the appropriate results (Storey and Wright, 2023). In the end, a drop in productivity can hurt an organization's performance and bottom line.
[bookmark: _Toc140422198]4.3 Higher turnover rates
Low morale among workers may be a factor in increased turnover. When workers are overburdened, stressed, or not feeling supported by their employers, they are more inclined to go elsewhere for jobs. Recruitment and training costs, team knowledge and skill gaps, and employee morale can all take a toll on businesses with high turnover rates (Sharma, 2023). Furthermore, instability and disrupted team chemistry can be caused by a constant staff turnover, thus reducing the company's efficiency.
[bookmark: _Toc140422199]5.0 Benefits of prioritizing employee Well-being 
[bookmark: _Toc140422200]5.1 Benefits for organization 
[bookmark: _Toc140422201]5.1.1 Improved productivity
Job features such as skill variety, task identification, and autonomy have been shown to increase employee motivation and happiness, which increases productivity, as proposed by Hackman and Oldham (1976). Staff members who are well-rested, healthy, and happy are more likely to view their jobs favorably, boosting output. Staff members' needs for autonomy and competence are met when they are shown that their well-being is a priority at work (Stewart and Brown, 2019). Higher levels of inspiration and output result from this. Employers can encourage employees to feel empowered by giving them responsibility for and input into decision-making and development opportunities within the workplace.
[bookmark: _Toc140422202]5.1.2 Reduced absenteeism and turnover
According to Berkery et al. (2020), employees engage in a social exchange relationship with their business. This means that employees provide their time, effort, and skills to the organization in exchange for various incentives. These rewards include fair treatment, support, and overall well-being. When workers feel that their well-being is respected and supported by their employer, they are more likely to give back to the company through increased dedication and decreased absenteeism and turnover rates.
[bookmark: _Toc140422203]5.1.3 Improved morale and motivation
Employees frequently evaluate the value they receive from their labor in terms of pay, benefits, and recognition in the workplace. The Equity Theory, which proposes that workers want fairness and equality in the workplace, is grounded in this analogy (Chew and Sharma, 2005). Staff morale and motivation improve when they believe their efforts are adequately rewarded with positive results like pay raises, promotions, and public acknowledgment (Peccei and Van De Voorde, 2019). When businesses care about their employees and try to improve their working conditions, they show that they value diversity and inclusion. This dedication can take many forms, such as generous pay and benefits, room for professional development, and an emphasis on a healthy work-life balance. Higher morale and dedication to work can be expected when workers believe their efforts are recognized, valued, and rewarded (Soban, 2017).

[bookmark: _Toc140422204]5.2 Benefits for employees 

Improving employee well-being profoundly impacts various aspects of individuals' lives, including job satisfaction, mental and physical health, and stress levels. 
[bookmark: _Toc140422205]5.2.1 Increased job satisfaction
 When workers see that their company cares about them, they are more likely to feel appreciated and supported by their employer. In turn, this leads to happier employees overall. When workers believe they are valued and appreciated, they are more inclined to be invested in their jobs (Lambert et al., 2021). They feel like they are making a difference, which boosts their morale and contentment at work. Worker satisfaction is more likely to flourish in an organization that invests in its employees by providing opportunities for growth, adequate resources, and a pleasant place to do their duties (Marrucci et al., 2023).
[bookmark: _Toc140422206]5.2.2 Improved mental and physical health
The emotional and physical health of workers benefits directly from well-being programs. Workers' mental health improves when they are supported in taking care of themselves, striking a good work-life balance, and having access to other resources that do the same. Stress, anxiety, and sadness may all improve as a result (Krekel et al., 2019). Better physical health is another benefit of working for a company that promotes wellbeing initiatives like fitness and nutrition classes and stress reduction techniques. Workers who are healthy are less likely to miss work due to illness and have more stamina and fortitude in the face of adversity.
[bookmark: _Toc140422207]5.2.3 Reduced stress levels
Employee health and productivity are both negatively impacted by stress. Employees can manage and minimize stress better when they have access to the resources, support, and positive work environment they need. Employees can better handle stress in the workplace if their employers provide stress management training, promote a healthy work-life balance, and allow for flexible scheduling (Cooper et al., 2019). Organizations may improve worker satisfaction, reduce burnout, and foster an environment conducive to productivity by lowering stress levels.
[bookmark: _Toc140422208]5.3 Benefits for other organizational stakeholders
[bookmark: _Toc140422209]5.3.1 Increased brand reputation
A company's reputation can benefit from investing in its employees' happiness. Customers, investors, and the general public may see how much an organization loves its employees and cares about them by how much it invests in employee well-being. The company's image as a caring and ethical workplace can improve thanks to this initiative, which will be noticed favorably by the public and appreciated by its stakeholders (Soban, 2017).
[bookmark: _Toc140422210]5.3.2 Improved employee morale
When a company prioritizes its employees' happiness and health, it positively affects productivity. Workers report higher levels of job satisfaction and dedication when they believe their health and happiness are prioritized. This improves their spirits, drives them to work, and gives more to the team (Lambert et al., 2021). Boosting morale has a domino effect on the entire company. Positive attitudes, more teamwork, and better communication are the results. Happier workers are likelier to go the extra mile for customers, offer novel solutions to problems, and collaborate well with coworkers (Anwar, and Abdullah, 2021). 
[bookmark: _Toc140422211]6.0 Conclusion 
InterContinental Hotel Group (IHG) has identified employee well-being as a critical area for development. There are three significant gaps in IHG's approach to employee well-being: Insufficient management and staff education on the importance of employee well-being. There needs to be more funds to guarantee workers' health and happiness. There needs to be a unified strategy for improving workers' health. These deficiencies may have a significant effect on IHG's efficiency and productivity. Unhappy workers are likelier to call out sick, provide fewer results, and leave the company. Increased job satisfaction, better mental and physical health, lower stress levels, a better reputation for the company, and higher morale are just a few of the positive outcomes that can result from investing in the wellbeing of your staff. The following are some ways in which IHG might improve employee well-being: Educating managers and staff on the importance of employee well-being, increasing access to tools that promote employee health, and establishing a unified strategy to improve the lives of all employees. With these changes, IHG will be able to foster a happier and more productive workplace for its staff.

[bookmark: _Toc140422212]7.0 Recommendations 
Managers and workers should benefit from further mental health and well-being training, which IHG could deliver. Signs and symptoms of mental illness, stress management, and how to help struggling colleagues are all possible themes for such education (Miah and Bird, 2007). An environment where employees feel safe discussing their mental health is something IHG can facilitate. One way to accomplish this would be to encourage staff to talk about their experiences and offer assistance to those who need it. Increased financing for the EAP is one-way IHG can better support the health and well-being of its staff (Peccei and Van De Voorde, 2019). This would expand the EAP's capacity to help more workers. Telecommuting and flextime are two examples of workplace flexibility that IHG might develop. Workers would have more say over their schedules, which may lead to less stress (Armstrong, 2006). The company's goals for employee wellbeing, the resources available, and the metrics by which wellbeing will be evaluated should all be laid out in this strategy. IHG may inform all of its workers about this strategy (Hamouche, 2020). This would aid in making employees aware of the company's dedication to employee well-being and where to turn for assistance. 
These suggestions come with a few potential drawbacks, risks, and expenses. It may be costly, for instance, to increase mental health education for supervisors and staff. However, the benefits of boosting worker happiness will likely outweigh the expenses (Saxena, 2014). Another drawback is that not all workers feel safe opening up about their mental health (Ahmed et al., 2020). IHG, however, may aid in the fight against the stigma of mental illness by fostering an environment where open discussion of the topic is encouraged (Proper and van Oostrom, 2019). Finally, there's always the chance that workers won't use their access to tools. IHG, however, may boost the possibility that its staff will use its available resources by making them accessible and offering assistance to its team. When implementing these suggestions, it is essential to remember that there may be some ethical complications. For instance, training on mental health and well-being should be truthful and objective. It is also crucial to secure employees' privacy and maintain the confidentiality of any materials provided to them.
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