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Challenges Affecting Employee Retention

[bookmark: _Toc487013460]Introduction
[bookmark: _Int_mz6Jsovd]	InterContinental Hotels Group is a British-owned group of luxury hotels founded in 1777 as Bass Hotels. Over the years, it acquired different hotels and currently operates through different luxury brands, including Intercontinental, Holiday Inn, Holiday Inn Express and others. It was founded by Juan Tipple. Its headquarters are based in Denham, United Kingdom, and it has regional offices in Shanghai, Singapore, and Atlanta, USA. It operates across the globe, and as of 2019, it had 5,656 hotels in approximately 100 countries across the world (IHG, 2022). As of 2022, the total number of employees that IHG had across its various locations was 350,000.
[bookmark: _Int_0equ6PfS] 	IHG recognizes the importance of employees to the organization as the company offers services offered by human resources. Thus, it understands the need for employee retention within the organisation. Employee retention benefits the organisation in many ways. For instance, it helps cut costs, improves morale, increases productivity, improves customer experience, and enhances corporate culture. Nonetheless, there are many challenges that the IHG faces in employee retention, particularly in the leisure and hospitality industry in the UK and the international market. There are various external factors that affect employee retention for Intercontinental Hotel Group. The report will discuss IHG PESTLE analysis, SWOT analysis, and employee life cycle. Moreover, the retention rates of employees in the industry and those of its peer companies will be studied.
[bookmark: _Toc460764116]PESTLE Analysis
[bookmark: _Toc944004988]Political Factors
 	There are various political factors which affect the IHG and hinder them from retaining its employees. As the company has an international presence, it is affected by changes in political environments in the nations it operates. There are policies in some countries which may harm business performance and affect employee retention. Moreover, political instability in some countries may influence employee retention. Instability may result in a low retention rate as employees resign from their jobs. Protests from labour unions may also affect the employee's retention rate as workers may be pushed into believing they are not well renumerated by the company, hence prompting them to resign.
[bookmark: _Toc525369767]Economic Factors
 IHG is also challenged by various economic factors in its locations. The main economic factor affecting IHG’s employee retention rates is the labour market conditions. The demand and supply of labour influence retention rates. Where labour markets are not flexible, IHG may face challenges with labour unions concerning wages. Economic policies in different economies may also affect the hotel’s profitability, hence influencing employee wages paid to its workers. When they receive low wages, employees are likely to be dissatisfied and leave their jobs (Rezaeian et al.2019). Additionally, in economies with few skilled workers, the competition may be high, and IHG may face a challenge retaining employees, as they can be easily lured by other firms.
[bookmark: _Toc1317823843]Social
	 Social factors also affect the hotel industry and the retention of employees. The culture of a country or region may influence employee retention. In some cultures, it is customary to work in an organisation till one retires, while in some cultures, quitting jobs has been normalised. Additionally, some cultures discourage working in the hospitality sector and may be considered inferior to working in other sectors (Ghani et al. 2022, p.2885). As IHG operates in the international arena, it is likely to encounter different social values, which affects employee retention.
[bookmark: _Toc74287454]Technological 
	Technological issues also influence the IHG and its ability to retain its employees. Technology is helpful in the retention of employees for IHG (Lim & Seo, 2021). Nonetheless, technology may pose a challenge to employee retention rates. If employees feel that the company is not technologically advanced, they may quit the job. In the current world, employees appreciate having advanced technology at work as it increases their productivity and job satisfaction (Shaik & Makhecha, 2019). They may move to other organisations with better IT systems when they feel that the organisation has unreliable IT infrastructure and slow applications.
[bookmark: _Toc193550276]Legal 
	 Legal factors also affect IHG's employee retention rates. One of the significant legal issues affecting IHC includes employee protection laws, where the company is required to follow employee health and safety laws of different countries in which it operates. It is necessary to offer a safe work environment to all workers without discrimination. Nonetheless, the group may face legal issues related to its wages or working environment. For instance, the IHG was, in 2017, accused by the London Mayor of failing to pay living wages to its employees. Such legal issues may influence employees to quit their jobs, consequently affecting retention rates.
[bookmark: _Toc525969782]Environmental
[bookmark: _Int_7o2e3WH2]	Environmental factors affecting the Intercontinental Hotel Group include waste management, the use of renewable energy, and environmental regulation. The company is expected to be socially responsible and engage in sound environmental practices (Platko & Mikhailova, 2022). Failure to do so affects employee retention, as most people prefer working in companies that conserve the environment. COVID-19 is also an environmental factor that influences employee retention as employees across the world are infected or affected, hence increasing employee turnover (Singh 2019, p 430). As the hospitality industry involves face to face interactions, some employees had to quit for fear of contracting the disease.
[bookmark: _Toc400986365]SWOT Analysis
[bookmark: _Toc344568238]Strengths 
 IHG’s presence in different geographical locations is a strength as it enables it to reach more skilled employees who can be retained.
[bookmark: _Int_GXWxJlQL]The group has robust financial health and profitability, which enables it to retain its employees with good wages, good compensation packages, training, and development, and offering suitable working environments (Gan & Yusof 2019, p.20)
Due to its operation in the international field, IHG has workplace diversity and employs people of all nationalities and races. Diversity helps in retaining employees, as the organisation is considered (Jones 2009, p.275). 
Another strength of the group in relation to HR is its effective recruitment strategies. The recruitment of employees has been allocated to different departments (Wahyuni et al. 2020, p.8). This strategy allows the company to pick the best employees and reduce delays. 
[bookmark: _Toc1791049615]Weaknesses
	The group has found itself in many controversies in the past. There have been controversies in its pricing strategies, hygiene standards, and wage issues. These controversies affect employee retention as employees do not feel comfortable in organisations faced with controversies.
The organisation has also been criticised for its poor waste management strategies and lack of sustainability practices within the organisations. Moreover, in IHG, employees have complained of high job stress within the organisation, which affects the worker’s morale and job satisfaction, consequently affecting employee retention. 
[bookmark: _Toc2093021483]Opportunities 
[bookmark: _Int_FGMBCPLo]	There is an opportunity for IHG to increase its HR budget so it can allocate sufficient funds to wages, salaries, and compensation for its employees. Allocating funds for HR will also enable them to train and develop the employees, hence increasing their job satisfaction. The company also has an opportunity to engage in good organisation practices and avoid issues that will bring controversies (Enz 2012, p.220). For example, they should incorporate sustainable environmental practices within the organisation and enhance their hygiene standards to enhance employee satisfaction. IHG may also have an opportunity to reduce employee stress at work by increasing the number of employees, subsequently reducing their workload, and improving the work-life balance (Sindhuja & Subramanian 2020, p. 80). Employees who are not overworked are likely to be more satisfied with their jobs and loyal to the organisation. Additionally, IHG can take advantage of its presence in the global market to recruit the best HR managers who know how to handle employees effectively and reduce their job stress.
[bookmark: _Toc909680218]Threats 
[bookmark: _Int_F39dCCDT]	 One of the threats that IHG faces concerning HR is the challenge of recruiting employees in China, where most graduates do not prefer to work in the hospitality sector (Ghani et al. 2022, p.2885). Another threat that IHG faces is competition. The hospitality industry is highly competitive, and the IHG faces competitors from other hotels, such as Marriot, Wyndham, Hilton, and AccorHotels group, in the international market, which may be offering better packages. Accordingly, there is high competition for skilled employees, and it may be challenging to retain them for a long time. The global crisis, COVID-19, is another threat that has affected the group in many ways. In 2020, it had to cut down on jobs in many of its locations due to the massive loss it faced (Khan et al. 2021, p 30). The hospitality industry was one of the most hit sectors, affecting the group's ability to retain employees.
[bookmark: _Toc597540048]Retention Rates
 	The average employee turnover for the leisure and hospitality industry stood at around 80% as of 2021, implying a retention rate of only 20%. According to Powell and Francis-Devine (2022, p.10), the typical average turnover for most industries is 10-15%; thus, a turnover of 80% for the hospitality industry is high. The retention rate for IHG stands at 70%, with employees staying for an average of 4.2 years (Berhane, 2021) However, the retention rate for its competitor in the international market Marriott Hotel is 82%, slightly higher than that of the Intercontinental Hotel Group.
[bookmark: _Toc995288675]Employee Lifecycle
There are six main stages of the employee life cycle. These stages can be helpful in implementing employee retention strategies.
[bookmark: _Toc1639348425]Attraction
[bookmark: _Int_yEc8RhVX]	Attraction is the first stage, where a potential employee is exposed to the company brand. The IHG has a chance to make the first impression. The organization should ensure that the organization culture is attractive; potential applicants are likely to look up company information regarding maternity leave policies, equality and diversity, and work-life balance (Cattermole, 2019). The company website should highlight these issues to attract employees with similar values.
[bookmark: _Toc1724855350]Recruitment
 This stage also allows the organisations to make an impression that will enhance employee retention of potential employees. IHG should recognise that retention begins with the attraction and recruitment of employees. During this stage, the organisation should identify candidates who are likely to stay based on their longevity in previous jobs (Mosca 2021, p.10). The company should also identify applicants who share a similar outlook from their CVs, as they are likely to stay more.
[bookmark: _Toc180225458]Onboarding 
 	Onboarding is the third stage which entails helping new workers blend into the organisation and be a part of the team. In this stage, the organisation should communicate the company values and mission and create a regular appraisal system for employees.
[bookmark: _Toc121356498]Retention
 	This stage is a critical part of the employee life cycle. Thus, the organisation should start addressing issues such as recognition and rewards to minimise employee turnover. It should boost their motivation and increase job satisfaction to reduce employee turnover (Aguenza & Som, 2018). Moreover, they should be constantly engaged, and managers should be trained to interact well with employees as this determines employees' desire to stay (He et al. 2019, p. 4410).managers should learn how to communicate with employees in a way that will enhance job satisfaction.
[bookmark: _Toc1580948976]Career Development
	This stage entails building the employees careerwise through training, seminars, and team-building activities. All these activities help increase employee skills and knowledge and may motivate them to stay as they feel like the company invests in them (Tran, 2020). IHG should conduct regular training and conferences and sponsor employees for courses to increase job retention.
[bookmark: _Toc58507748]Separation 
[bookmark: _Int_8662uGSG][bookmark: _Int_9p3huwMS]	 The last stage of the cycle entails employees moving on from the company. They may be looking for better opportunities, retiring, starting their own busineses, or being lured by rival companies. Regardless of why employees leave, the company should look at it as a learning opportunity (Smither 2003, p.20). The leaving employees may be asked to give their honest opinions and their experience working in the company to identify improvement areas as the stage also affects the remaining employees.
[bookmark: _Toc76522048]Conclusion
	Conclusively, employee retention is vital for every organisation. It helps cut costs associated with recruiting new employees, boosts the morale of the team members, improves productivity, and enhances the quality of customer experience. While the retention rates in the hospitality industry are lower than those of other sectors, various strategies may be implemented to ensure that employee turnover is lower. Nonetheless, the retention rate for Intercontinental Hotel Group is higher than that of most of its peers in the industry, though lower than one of its major competitor Marriott Hotel. The hotel should consider the current external factors affecting employee retention, including pestle factors. Additionally, a SWOT analysis helps the firm identify its strengths and opportunities that may be used to tackle its challenges related to employee retention. The employee life cycle is another opportunity for the organisation to implement strategies to reduce employee turnover. Each stage of the life cycle offers IHG the chance to make an impression that will motivate the employees to stay longer in the organisation.
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