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The recent years have been the toughest for the hotel industry and its employees, with the whole world witnessing a lockdown of business and life, this covid induced pandemic has altered numerous markets around the globe, with the hospitality industry in the UK incurring a loss of more than 100 billion euros, as of 2020 the hotel industry in the UK employees 2.53 million jobs, which accounts to 7% of total employment in the UK, The hospitality businesses in the UK are the worst-hit with 360,000 employees losing their job. In this essay detailed analysis of the challenges faced by the hotels in managing their employee turnover, along with the impact of these challenges on the employee cycle (It is a model used in human resource management where various stages which an employee undergoes during his work at an organisation is identified and studied).
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Among the several general Issues faced by the hotels in managing their employee turnover, the recent challenges are related mostly to the aftermath of the pandemic, before analyzing, the issues arising due to the pandemic, the causes and the reasons why the hotels have faced difficulty in managing their employee turnover needs to be understood. The fluctuations in demand and supply for hoteling services resulting due to the shift in eating habits, such as the shift from dining in restaurants to ordering food online has reduced the dependence of restaurants on their employees, thus the action of reduced payrolls and employees not preferring to work. Pre-pandemic the sector well known for its remarkable employee turnover rate suddenly saw a dip in its performance (Canhoto and Wei, 2021), the hotels being a customer-facing industry saw low retention of employees has made the sector vulnerable and has made it hard for the hotels to meet their customer expectations in the United Kingdom.
Experts have analysed that the hotels to reach their pre-pandemic business, would take more than two years, with the pandemic slowly fading away, the biggest threat that the hotels will face is the rise in inflation in the UK (Dube, et al., 2021) this phenomenon is not just limited to the united kingdom, several other leading economies are facing the same issue, with the low and medium-income consumer bracket being the ones taking the hardest hits, the amount of money spent on hotels and luxurious has decreased, with low revenue generation, the hotels have preferred to reduce their workforce and not fulfil the minimal expectation of the employees working in the hotels in the UK, this increase in inflation has various repercussions on many factors that affect employee retention, the major one is the rise in unemployment, the number of jobs in the hospitality sector have risen above the pre-pandemic levels, the hotels are in need of employees but they have been faced with many challenges, such as minimum growth in wages, shutting down of suppliers, providing financial support to the major stakeholders in the business, and the rise in need of investment in technology support due to rise in online consumers.
Adding to these major issues from the industry side, the reasons why the employees in hotels hesitate to join back to their work are numerous and the major ones to start with is ambiguous expectations regarding the job, the hotels because of tight resource crunch haven’t been able to connect well with the employees.In recruiting process the hotels tend to show only the positive side of the job and as soon as the applicant gets selected he/she is presented with the reality which misaligned the employee’s expectations regarding the job (Pope,2020.).This is the starting trouble that many employees face and these further lead to improper connection with the authorities in the hotels this causes a chain reaction accounting to bad impact on the employee, who will now look at exit points after completion of the contract, this disconnect with the manager also results in improper service to the customer and which has an as detrimental effect on the reputation of the hotel where such incidences take place, the lack of flexibility that the job profiles in the hospitality sector offers where the work schedule is aligned with the needs of the hotel business and the availability of the employee is not given any consideration is another major reason for rise in hesitance of employee turning back to their jobs.
 Such practices hurt the work environment in the hotels, leading to stressful working hours in a high-pressure workload, along with several such issues from the employee side there are reports of a rise in cases of sexual harassment that the female gender has encountered during their working hours (Calinaud et al.,2021). According to relevant resources, the percentage rise in sexual harassment cases in the United Kingdom’s hospitality sector has increased two-fold and this has made the hotel business see a dip in the female gender preferring jobs, during such challenging times when such instances of harassment do not only affect the physical wellbeing of the victim but also the family members, who depend on the income of the victim. All though the hotels have put in place several measures to avoid such instances there hasn’t been much improvement, these acts of bullying have a psychological impact on the minds of the employee (Hoel, 2019). Appending to this when the employees are not provided with proper recognition for the job it summations all these issues and constantly give a feeling to the employee that their work is being ignored, unlike other professions the employee in the hospitality sector are subjected to minimal growth opportunities this is one of the biggest causes of low employee retention rate in hotels in the UK, the employees that start young in this sector end up doing the same job without growth opportunities, this is because of many hotels look at employees as part-time workers and the worker always has a feeling of being replaced, but the present scenario has changed and put the hotels on the back foot due to lack of employees all these issues add up to low employee retention rate in United kingdom’s hotels.
There are several issues specific to the hotel industry in the United Kingdom, the starting point of all the problems related to employee retention can be pointed to the episode of Brexit (Gebbels, 2018). This had significant implications on right to work requirements and immigration in the UK Hotel sector, the new immigration rules that were defined to attract skilled lforour made the recruiting process to employee job seekers from overseas much more difficult, the new immigration rules not only affected the high income job seekers but also the low skilled labourers as well. These low skilled labourers had to look for other job markets to fulfil their job needs, most of the well-skilled labourers were employed directly by large chains of hotels and the employees had a permanent contract but the low skilled labourers such as cleaners had a very unstable pay scale and minimal job security, the relationship of employment in the UK hotel industry has become unwarranted over the recent decade, with hotels changing their method of recruiting staff by preferring outsourcing and zero-hour contracts, these practices have increased the legal ambiguities between the employees and the employers. 
As a solution to this issue, the UK government has increased the national minimum wage and decreased the age requirement to avail national jobs which might help in increasing the employee retention for the hotel industry as they get access to additional age brackets, and the employees get the minimum wage and are protected from unequal pay scale (Flynn et al., 2020.). To further address the issue the UK government has indicated to bring up the report on the ethnicity pay gap to mainstream and address the report by adding answers to it by bringing in reforms to help the hotel industry boom its business back and also help the employee get good job opportunities.
With the major issues related to challenges faced by hotels in job retention and employee lifecycle in the United Kingdom being addressed, now the need is to take a look at the benefits of retaining a workforce in business, The hotel sector being a direct client-facing business there is a need of proper management and coordination among the employees, the teamwork that is required in the hotel industry is very high, and the hotels that focus on this aspect of business tend to survive long and have good revenue generation(Reidhead, 2020). The benefits of retaining a workforce considering the future resiliency within the business when the workforce tends to be more resilient the chances of the employee’s ability to handle business changes and to adapt to the shift like the pandemic induced one increases (Dwesini, 2019.), ultimately it is the resilience that creates flexible opportunities, proper motivation and connection with employees is directly linked with retention and productivity, several studies prove that employee when given challenging tasks and job have a high level of motivation compared to the ones given facile work(Kotera et al., 2018).
On the other hand, a workforce that is not resilient makes the organization more vulnerable, non-resilient workforce created mistrust amongst its employees and the leadership, this mistrust leads to low motivation at work and the work environment gets affected negatively which will worsen the organisation that is the hotels business and future growth (Ntounis et al.,2022).There are several benefits of having a resilient workforce, increase in productivity is one of them and an important one, productive workforce is what any hotel would want but to attain and use the productivity of the employee the sector has to reform from within this is to be done by addressing to the needs of the employee, be it helping the employees in their financial problems as well as other problems such as physical and mental health, the fruit of such good practices not only increase the productivity of the employee but also lead to employees coming up with an innovative solution to various problems that the hotels face. Human resource management which is primarily responsible to recruit top talent and manage team affairs have gone beyond traditional methods in managing labour in recent times (Prasetio et al., 2019), the significance of human capital in building a resilient work force and an organisation as increased because of the tough times that the hotel industry was presented with, a work force which is constantly updating its skills not only responds positively to the changes such as the covid pandemic but also anticipates the requirements, having good talent with resilient skills helps any business grow in numerous possibilities, with resilient team of talent in business, the employees not only look out for themselves but also take care of the company/hotel they work in .In order to build a resilient group of employees the organisation shall have to introduce sea change in their attitude towards their employee, for example the traditional ways of defining loyalty between the business owner and the ones working for them has to change. The employee needs to feel valued and trusted by doing so the respect for the organistion increases within the employee which will would in return help in positive growth of the business and the employee(Nurmi and Varis, 2021), although it is the responsibility of the manger in creating resilience within the business, In hotel industry this responsibility is shared with the other departments be it cooking or cleaning, this switch from employees dependence over the hotel industry to employee resilience will help the industry in facing future adversaries, to help the employee to grow, to learn and to change, the industry not only secures the lives of employee but also secure it long term business goals.
.
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The recent challenges that the hotel industry has faced have highlighted several issues linking employee lifecycle and retention, along with the need of having a resilient workforce and retaining top talent. Fundamentally it is the human element which is the most important resource in the hotel industry, the ever-changing nature of this sector has made human resources an essential part of it, with changing technology and other factors, the development of the human resource is of utmost significance
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