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[bookmark: _Toc104496430]Introduction 
In the hotel industry, organisations face many problems with the operations of the business. Therefore, the employment industry is also affected by the operations of the hotels. In the UK, the people are significantly developing in the sense of social development; therefore, in the hotels, the organisation always wants to give their customers to give satisfaction. The hotels also want to give reasonable satisfaction to the employees in respect of their jobs. Now the hotels have been facing a turnover challenge.
[bookmark: _Toc104496431]Discussion 
Employment turnover means the rate of leaving a percentage of the employees from an organisation. If the employees are not getting satisfaction or the employees are getting pressure from the organisation, then the employment is decreasing. Now the employment rate in the UK is decreasing because of various factors like the use of AI systems or technical tools rather than the human powers. For instance, the technical tools help the organisations to develop the work fast rather than in the expected time. Hence the human dependency is decreasing; therefore, the turnover of the employee is also decreasing. Therefore another thing is, in the UK, BREXIT is one of the reasons for the employee turnover. In the BREXIT, the rate of interest is increased in the imports and exports businesses. Now the rate increase affects the employment system. The rate increase also increases the expenses ratio in the country. Therefore, the important thing is to identify the problems in respect of the employee turnover. According to the latest report, the employee turnover rate in the UK has been increased to 15% within a year. 
Employees are also engaging themselves to create the ideal business environment for them. If they are not satisfied enough, they resign and start their venture journey. Now there are also many factors in the hotel industry. To make the hotel the best among the other hotels, the business has taken many steps, and therefore they are creating pressure on the employees to get the best result. Still, in this process, they ignore the effect on the employees, and it turns out to be a bad situation. Another thing is political. In the public sector, the government is imposing technical factors so that human dependency will decrease, and it affects the employee turnover ratio.
Another thing is an environmental issue, and the business environment is an essential factor for the employees as well. To make the customer sometimes satisfy, the hotel puts pressure on their employees, and it creates a wrong impression. Therefore, the employee turnover ratio is increasing. 
Encouraging and designing employee experience, which leads to success, longevity and great engagement, must be the permanent mindset in the company. Rather than focusing on the employee engagement endeavours as the on-time effort while morality is low, the employee lifecycle framework models engagement as the designed experience that is embedded in the trajectory of all employees in the enterprise (Sato, Kobayashi and Shirasaka, 2020). However, the employee life cycle is highly impacted by internal as well as external challenges. The employee lifecycle framework is the organisational technique, which is used for visualising the way an employee, engages with the enterprise in which they are a significant part. The sequential six phases involved in this framework are the attraction, recruitment, onboarding, development, retention and ultimately separation.
Attraction 
This phase is essential for organisational growth strategy in the hospitality industry. This phase occurs before the employees are having an open position in the enterprise. In this stage, the tasks that the employees perform and the people they interact with on a regular basis are having a tremendous effect on employee engagement. People are eager to do jobs which allow for exploring and engaging in passion. As stated by Kokemuller (2021), with high employee engagement, an organisation's productivity enhances, which eventually turns brand awareness. The strategies of managers in guiding employees significantly create great organisational culture. To attract new talent, enterprises necessitate offering attractive compensation and benefits.
Recruitment 
This phase in the employee lifecycle is focused on seeking out as well as hiring the best talents from the talent pool. In this stage, the job responsibilities must be clarified. This, in turn, will enable in properly developing of work relationships. As opined by Başaran (2021), employees who value the people they will be working with are most likely to commit to their organisational objectives and culture. Developing a robust organisational culture eventually outcome in recruitment through referrals from the already existing team. Otherwise, enterprises attempt to hire from various platforms. The managers necessitate being highly specific in who and what they are looking for in the applicants and involve the internal employees.
On-boarding 
This third stage is crucial in the overall employee lifecycle. This happens after the company has hired the top skilled staff. This phase is essential as, in this stage, the newly joined employees initiate taking decisions for how long they are eager to sustain in the organisation. At this phase, this is crucial for the employers in the hospitality industry to discuss everything elaborately about the various growth opportunities to create an appeal to the employees to work with high dedication. Staff in the hospitality industry stays motivated by rewarding and challenging work. As discussed by Pryor (2018), opportunities for skill development and professional growth drive employee to stay highly engaged in daily work. Ambitious employees feel compelled to stay active in development while they know about the high-level positions having greater responsibilities. During onboarding, the managers must focus on the job description, discuss the company's values and vision, outline overall expectations clearly and follow up regularly.
Development 
In this stage, the hospitality brands necessitate encouraging professional development in the team that acts as the catalyst in their skill development and even supports them for a future career path in the company. Competing career opportunities or accessibility to better-paying employment are the most important external factors that mitigate engagement. At this stage, the challenge is that employees might feel distracted by other job opportunities or other pertinent outside endeavours. Hence, proper training and development sessions should be provided to engage all the employees. As described by Lipson (2021), providing teammates with opportunities to attend appropriate seminars and conferences yields incredible benefits for skill progress. The hospitality managers must provide access to skills and knowledge altogether. In addition, employees must be encouraged to be responsible for their personal development and even reward those who learn within their own time.
Retention 
This is essential for the hospitality managers to stay focused on keeping the top-performing staff and hence ensure that they are working happily as well as sufficiently challenged within their respective roles in the team. This internal influence of company culture goes a long way in the retention phase. As discussed by Patel (2020), in case the organisational culture is poor, then this is inevitable that the enterprise will witness a high turnover rate, which means that the employer will have to experience replacement costs on a regular basis. Company workers are highly affected by human emotions. Employees are pulled emotionally to family situations, which distract from full engagement in work.
Separation 
To employees, there arises one point in which the employment lifecycle would reach, whether from new employment, retirement or for personal reasons. Treating the process of separation with equivalent significance as an on-boarding procedure as well as being equally strategic in the way the employer approaches the separation strategy. 
Unsociable working hours, poor career prospects and low pay and benefits are the significant reasons why the hospitality industry in the UK is facing high turnover issues in current years, and this has necessitated applying policies for retaining its workforce. One of the most important benefits the UK hospitality organisations can face from retaining their workforce is the retention of experienced staff. As stated by Ohunakin et al. (2020), a high turnover rate necessarily leads to the loss of critical skills, organisational knowledge and relationships with the customers and partners, which disappears with the exit of the experienced employees. Developing effective policies for retaining the workforce can help the hotels and other hospitality organisations in the UK in avoiding the loss of potential values that their employees can deliver to the customers. This is why saving the opportunity cost is a significant benefit of workforce retention for the UK hospitality sector. Better customer experience in the hospitality industry is only possible with quality customer support and interaction skills of the hotel staff. 
According to Goh and Okumus (2020), attracting and retaining hospitality talents has become a pertinent and perennial concern as experienced and skilled employees can better ensure higher sales of the hospitality organisations by engaging effectively with customers. Thus, better customer experience and customer satisfaction are significant benefits of workforce retention in UK hotels. On the other hand, decreased productivity and revenue have been faced by the UK hotels in current years because of the higher turnover rate of key talents. As opined by Baharin and Hanafi (2018), success in talent retention is helpful for hospitality firms in avoiding the issue of productivity loss and thereby decreased sales and revenue earning. An understaffed environment in the UK hotels, therefore, can cause specific problems such as higher employee overtime, high work and performance pressure, burnout and low-quality customer service. In contrast, success in retaining the top talents can ensure consistently high production in the UK hotels, without any issue of increased pressure and stress among the staff and therefore reduced performance efficiency of the workforce. This is therefore apparent that retaining the top talents and experiences skills is of higher significance for the hotels and other hospitality firms in the UK as this can help in tackling the turnover issue. 
The current challenges of high employee turnover faced by the UK hospitality and hotels can be overcome by developing appropriate policies and human resource operational guidelines for increasing the retention rate of talents. The industry can ensure its future resiliency by offering higher job security and career prospects to the employees as lack of job security has been one of the major forces behind the current staff turnover. Reducing the use of zero hours contracts and making arrangement for up skilling and retraining the staff can help the hotels in retaining their workforce by providing scopes of skills and career development in the hospitality industry. Apart from this, the future resiliency of the UK hotels and other hospitality firms can also be secured by ensuring proper work-life balance for the workforce, which can attract the staff and motivate them to engage in their work (Jervis, 2021). 
As stated by Race (2021), very long working hours is a key issue leading to high workforce turnover in the UK hotels and thereby creating serious staffing problem and talent shortage. Such issues can be mitigated by focusing on the team development and group functions in the UK hotels. According to Jawabreh, Mahmoud and Hamasha, (2020), investing in employee training on teamwork and team leadership in hospitality functions can facilitate in reducing work pressure on individual staffs and thereby reduced tendency of the talents for leaving the firms. Moreover, team development can facilitate in creation of new ideas and applying innovative functional approach by the staff, which can motivate them further for engagement and thereby reduced turnover rate. This is the way how focus on team development and group functions in the UK hospitality organisations can reduce employee intention of leaving because of higher working convenience and flexibility in the hospitality firms. 
[bookmark: _Toc104496432]Conclusion 
The UK hospitality industry is facing the ongoing staff turnover issue with a high turnover rate mainly due to the factors of low pay, employee benefits, lack of work-life balance and poor career prospective. Such types of issues leave impacts on different stages of employee lifecycle as recruitment, development and retention, which, in turn, cannot motivate the workforce to stay in the hotels and engage further. This is important for the hospitality sector in the UK to adopt sound policies and plans for retaining its top talents as this can produce the benefits of increased productivity, sales, customer interaction and retaining organisational skill, knowledge and experience. The future resiliency of the industry can be enhanced by ensuring policies of sufficient payment, work-life balance, career opportunity and proper work environment for the workforce. Therefore, the UK hospitality organisations can recover from this ongoing turnover issue effectively in future. 
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