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In the United Kingdom, the term ‘hospitality sector’ denotes the sectors/ industries providing food and accommodation services (Standard Industrial Classification). The hospitality sector is often recognised as a significant contributing factor of a sustainable and invigorated economy (Wilkes, 2015). In 2019, the hospitality sector contributed almost 3% to the total UK economic output which comes out to £59 billion. While the World Bank (2020) forecasted the global GDP to contract by 5.2%, one of the major sectors impacted by the coronavirus has been the hospitality sector, which is not just limited to the United Kingdom. The global pandemic has caused disruption of activities in most operations associated with the hospitality industry, whether it be staffing availability, customer footfall or accoutrement provisions. The importance that employees hold in the hospitality sector cannot be reiterated enough. Prior to the spread of the Covid-19 pandemic, the hospitality and tourism sector saw considerable growth in market economy and the quantum of workforce engaged with some estimates ranging above 300 million (Travel & Tourism Council, 2019). Dogra (2020) estimates that in light of the surge in Covid-19 cases in the United Kingdom, hospitality sector has suffered losses of almost 33%.  
As a result of the almost complete closure in economic activities and customer footfall in the tourism and hospitality sector in the United Kingdom, the commercial interests of Hotel Trinity which is located in the prime locality of Central London was adversely impacted. In order to comply with the Government orders imposing lockdown as means to curb the spread of Covid-19, hotels, restaurants and eateries were compelled to close all operations, including Hotel Trinity (Chronopoulos, et al., 2020). Several hotels and restaurants considered closing of operations to be an interim measure and could withstand the shortfall in commercial activity, whereas others have been forced to remain closed for long periods of time, and as a result, shut down operations permanently. Yet others have undertaken different measures, including furloughing employees, staff, trimming senior management, reducing pay/remuneration, or even closing down entire departments due to non-profitability (Sharma and Nicolau, 2020).
The present article analyses the repercussions of the Covid-19 pandemic with regard to the re-opening of The Hotel Trinity located in Central London. Specifically, the author will consider the effect of the Covid-19 pandemic on the Employee lifecycle - which implies the ways and means in which the employee interacts with the organisation or company of which he/she is a part – as well as other external factors which may have had an impact on Hotel Trinity and its workforce using PESTLE analysis.
That employees are the backbone of any business undertaking is not unknown (Harris, 2020). Employees are quite often the primary reason behind a business venture succeeding or failing, apart from exerting influence on all components of the business undertaking. But what do we mean by Employee lifecycle? The employee lifecycle refers to each and every stage of the employee experience within an organisation and the various engagement strategies which can be employed to enhance likelihood of success of the company (John, 2006). It involves 6 stages – attraction, recruitment, onboarding, development, retention, and separation.
The first stage is referred to as Attraction for the reason that in this stage, the company/ organisation is undertaking measures to stand out from the droves of other companies in the market, in order to attract the brightest and talented workforce (Namely, 2018). The organization must reflect its best practices, work culture and incentives in the most amenable light for its prospective employees (Saltmarsh, 2017). Hotel Trinity must, in its efforts to attract a dedicated, talented and diligent workforce after the Covid-19 pandemic, introduce changes to its recruitment policies as also its working environment in order to remain compliant with the rules and regulations governing Covid-19. In fact, management is most urgently required to be cognizant of the strain on mental health that the Covid-19 pandemic has exerted on employees’ loss of livelihood and inculcate certain measures, such as mental health leaves to facilitate employee retention (Wang, 2020). Other measures can be introduced such as remote work for most administrative functions. The Hotel can also seek response from the employees by circulating a survey to identify which benefits is most attractive to them. However, Hotel Trinity must refrain from increasing wages or enhancing working hours as employees will not be amenable to the same.
The second stage of Recruitment involves filtering the many recruitment applications received into the more serious ones. Hiring employees which form part of a different background than that of the existing workforce has been shown to increase creativity and productivity (Namely, 2018). A diverse workforce helps facilitate more productivity amongst the employees (SpriggHR, 2020). Recruitment practices must change according to the prevailing circumstances surrounding the global pandemic. Conducting interviews of candidates remotely instead of face-to-face can facilitate greater participation in the interview process. This stage can be a good time to conduct trials or assessments for prospective candidates in order to gauge their preparedness. Further, Hotel Trinity can incorporate an online hiring panel to remove chances of bias creeping into the selection process (Saltmarsh, 2017). Making use of online websites such as LinkedIn can be beneficial herein. Measures such as online conduct of interviews, employee referrals, having comprehensive online database of talent can reduce the cost of the entire recruitment process for Hotel Trinity. 
The third stage is referred to as Onboarding. This level involves comprehensive training, orientation and onboarding programme meant to introduce selected employees to the policies, procedures and practices prevalent at the organisation (Namely, 2018). Employees must be informed of the precise nature of their duties by the organisation and the associated tasks along with such duties. Follow-up sessions and regular reporting is also encouraged in this aspect (Gautam, 2021). It is essential that the organisation do its utmost to keep the employee engaged during the first 90 days of employment as this period is crucial to employee retention (Berry, 2019). The objective of The Hotel Trinity must be to make employees feel welcomed, valued, stimulated and encouraged to perform the tasks assigned to them. Incorporating a ‘Covid-19 Action Plan’ for all employees can go a long way in ensuring that new employees are conversant with the Covid-19 protocols in place at The Hotel Trinity. The day-to-day operations carried out by the employees will have an immense bearing on the profitability of Hotel Trinity and it must be ensured that the employees are performing the tasks in the correct manner. Therefore, conducting regular training, orientation and feedback sessions with the senior management of The Hotel Trinity will go a long way in ensuring compliance with company best practices.
In the fourth stage – Development - the organisation encourages the employee to further build and refine their skill-set in order to add value to their roles and the organisation (SpriggHR, 2020). Learning and development incentivizes greater employee productivity and in turn, organizational profitability (Namely, 2018). Some of the ways that The Hotel Trinity can excel in this stage is by holding mentorship programs, luncheons with industry leaders, conferences, monthly workshops, etc. While these measures may turn out slightly costly, The Hotel Trinity can engage its employees through hosting some of the abovementioned events monthly. As Slatten (2011) argues, the more engaged an employee is, the more likely chances are of the organization having higher turnover and profitability. 
The fifth stage is referred to as Retention. This is the stage to show that the hotel has several best practices in place to keep the employees and staff happy and engaged. The processes involved in this stage centre around the employee and maintaining a good relationship so as to continue employment (Madera et. al, 2013). Being transparent, holding leaders and employees accountable, consistently communicating, maintaining open networks of communication, and giving credit where due are some of the was that The Trinity Hotel can ensure that the workforce sticks around. Providing mental health leaves and remote workstations for employees’ benefit are good ways of showcasing that The Hotel Trinity seeks to retain its employees.
The sixth and last stage is of Separation and involves the steps leading to employee termination from the organisation. The management is responsible for ensuring that the transition is as seamless as possible, with as little friction being caused to either party (Thornton, 2020). The employee must part ways with the organisation after having shared all updates, login credentials, status of projects, and if required, training of a replacement (Namely, 2018). In the case of The Hotel Trinity that so heavily relies on its potential workforce returning to normal levels, making sure that furloughed employees leave as happy as possible will go a long way in improving the perception of The Hotel Trinity amongst its future / prospective employees. Conducting exit interviews with a friendly and familiar face can also make the exit procedure a more seamless experience for the employees (Kang, 2014).


In order to assess the impact of covid pandemic fully, external factors need to be considered which have affected Hotel Trinity management  and making effective decisions to the Employee lifecycle model.
The political environment has had a direct bearing on the functioning and operation of The Hotel Trinity in light of the Covid-19 pandemic. The UK Government imposed complete lockdown in March, 2020 with pubs, restaurants, hotels, etc. all ceasing operations (IfG, 2021). While lockdown restrictions were partially eased later in the year, hotels were functioning at very limited capacity (Hutton & Foley, 2021). The Hotel Trinity having lost a major chunk of its profitability and commercial activity during the said time period, the hotel must do its best to employ the Attraction strategies mentioned hereinabove to strengthen its workforce again.
The economic environment surrounding the Covid-19 pandemic as a whole has cast a ghastly shadow on almost all economic functions of civilised society. The hospitality sector has especially seen a drastic reduction of commercial activity which has had a cascading effect on employee morale, organisational development, and management (King, 2020). With the introduction of fast rollouts of vaccinations as well as re-opening of restaurants, pubs, hotels and other non-essential business in almost all of the United Kingdom, The Hotel Trinity must immediately practice the strategies mentioned in the Recruitment and Retention stages of the employee lifecycle to improve its profitability. The economic downturn caused due to Covid-19 is likely to be upended with the steep growth projected in 2021 (ONS, 2021). 
The socio-cultural environment has also to be respected in light of the Covid-19 pandemic and resultant change in citizens’ behaviour. The Hotel Trinity must ensure that proper Covid-19 protocols are still followed by every customer including maintaining proper distancing, vaccination certificates, avoiding handshakes, et al. The HR department is entrusted with informing the incoming employees of the new policies in the stages of Onboarding and Retention. 
The technological developments which have taken place must be properly introduced within the daily framework of operations of The Hotel Trinity. This incudes providing text messaging facilities to guests and customers about their check-in and check-out timelines while providing employees the liberty to converse using cell-phones and conducting meetings online (Harrison, 2020).
The legal repercussions of the Covid-19 pandemic vis-à-vis the employee lifecycle in the hospitality sector has also been significant in many respects. The Hotel Trinity must ensure that the employees and management are in tune and compliant with the latest regulations put in place by the UK Government, especially in the Development, Recruitment & Retention phases.

The Covid-19 pandemic ravaged the upward, economic growth and commercial viability of the hospitality industry from the time of March, 2020. This was also in part due to the lockdown imposed by the UK Government to ensure that the spread of Covid-19 virus does not become as widespread as it could and efforts towards this end came at the cost of profitability for various sectors, one of the hardest-hit being the hospitality sector. While The Hotel Trinity faced severe losses and furloughed majority of its workforce, the easing of lockdown restrictions have placed the hotel in a considerably advantageous position. The Hotel Trinity must be aware of and implement the strategies mentioned for impacting the Employee Lifecycle post the Covid-19 pandemic, from the Attraction, Recruitment, Onboarding, Development, Retention, and Separation perspective. The Hotel Trinity can re-gain its usual customer footfall and growth rate if it follows the strategies mentioned hereinabove with aplomb. Further, the management at The Hotel Trinity must be cognizant of and implement its practices and procedures keeping in mind the PESTLE analysis of all external factors impacting the employee lifecycle of The Hotel Trinity. In this manner, The Hotel Trinity can regain its unique superiority in the hospitality sector in London, United Kingdom.
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