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The impact of current challenges facing hotels in their employee turnover in the UK
In the UK, there are many hotel businesses which are running for attaining profits from the potential consumers or guests. But the hospitality sector is facing an issue of employee turnover. In today’s world, a single job for a lifetime is not considered the ideal thought of any individual (MILLER, 2018). They are now looking for better opportunities every single day. So, employee turnover is increasing and affecting the hotel businesses of the UK very badly and that’s why the performances of the organizations are getting lower. At first, the employee life cycle has to be known to an organization to properly maintain the human resource of the business company (Hawker, 2015). Business organizations are making mistakes nowadays by not focusing on the employees’ motivational factors. 
There are some stages in a life cycle of a particular job for an employee. The hotels' businesses are getting competitive nowadays as the people of the modern era are very interested in visiting places and the tourism sector is very much connected with the hotels. As the competition is getting intense among the hotel businesses, the business organizations have to be strategically competitive and have to grab the attraction of the good employees. They have to offer something that is not offered by any rivals in the market (Hawker, 2015). If they fail in it, then they will fail to attract them and ultimately lose to recruiting the best employees.
Sometimes, the wrong candidates for a position in the hotel can waste a big amount of the recruitment budget. In the procedure of recruitment, the business organization has to be strategic to recruit an employee who has the potential to manage the job responsibilities of the specific position (Syarifuddin, 2019). To attract potential employees, the business organization can give an attractive advertisement. This can appeal to an employee who is looking for a job in this sector.
The strategy of attracting the new employee is to create a first impression on him/her. If a business organization fails to attract the employee, it will be a huge loss to grab the potential employee for the business. The one factor which can turn off the excitement of the new employee is the failure to meet the key members of his/her team after joining the workforce. It will make them feel whether their decision to join here is right or wrong (Hawker, 2015).
Employee development processes are very attractive to the employees because these development plans can make them more competitive and capable to reach where they want to be. The employees have their personal goals and objectives in the job sector. So the business organizations have to make paths so that the employees can achieve the common goals of the business as well as their personal goals (Reid and Barrington, 2012). So, the mistakes of a hotel business are making false promises, motionless progress of their position etc.
When an employee’s honeymoon phase of a new job ends, they don’t think it interesting anymore. To them, it’s more attractive to search for a new team or job to take on new challenges. It’s a business organization’s responsibility to hold on to the spark so that the talented employees of the business don’t think to switch the businesses. The reason is employee retention is very important for a business organization. It helps to increase business performance (D, S and J, 2019). The business organization has to ensure a healthy environment of working, a good motivation or inspiration like competitive salary increments and providing other benefits.
When an employee finally decides to move on to a new job, the business organization can face different problems. If an employee switches his/her job based on any poor terms can cause sometimes a business organization’s data stolen or misused. It can be a high risk for the team, team members and the business organization (Ahmad, 2021). So, to a business organization, it’s important to know the actual cause of the separation. Then the business organization has to find another great employee for the position without thinking they have faced a loss.
In the UK, hotel businesses are facing employee turnover for many reasons. In a research, it is seen that nearly 30% is the employee turnover rate in the hotel businesses of the UK (Kwon, 2019). Some of the reasons are described in the following:
The first one is an attraction to a new job. This happens when the current job is not providing enough to stick with it. The progression is not enhancing in the current job that is making the employees search for a new job (Kwon, 2019). Sometimes, the competitors provide some extra facilities or follow some strategic ways to connect the employees which makes them more attractive than the current job place.
The second one is dissatisfaction with the previous job. This happened because of several reasons. The reasons are-
Unsuitability for the specific role of an employee is a big reason to have dissatisfaction with the current job. This is a reason for the low retention rate of the employee in hotel businesses in the UK. Sometimes, the employees don’t understand the fact of unsuitability till they start to work practically. Moreover, some people can’t adapt himself/herself to the fast-paced environment (Park and Lee, 2020). Even if they are provided with essential training, they can’t do it in some cases. 
Unsocial hours of working is another reason for the employee turnover in the UK. As the hotels are one of the busiest business organizations, they are operated under different periods by different employees. So the employees feel pressure on themselves whenever they have to work at weekends, off-days, overtime and late-night etc. The working hours in hotel businesses are slightly higher than in other organizations which is a negative side of it for the employees (Piso, 2021). So that is why they search for a job which is not so tough to balance the life.
Working hours are flexible in the hospitality sector in the UK. This is a factor of attraction as well as a factor of leaving the job sector. The reason is the employees have to be flexible in timing for work based on the needs of the organization (McNamara, Bohle and Quinlan, 2011). This seems tough to the female workers of the organizations the most. It’s stressful to them as well because whenever they will need the employees, they have to attend to complete the job responsibilities. 
Lack of recognition is another big reason for employee turnover in the hotel organizations in the UK. The talented and hard-working employees expect to get recognition to enrich their interest in doing better and better in future to develop the business performance (DEMIR, 2020). It's an easy task to identify the issues in a task but this is very hard for some business organizations to motivate them by giving recognition. They are very unappreciated in the workplace and that causes dissatisfaction with their current job. 
A toxic environment in the hotel businesses is a crucial factor in decreasing the retention rate of the employees. When the communication in a business organization breaks down, the environment becomes more intense and hard to understand. This causes problems in solving any issues (Abdien, 2019). Moreover, sometimes, stressful work leads an employee to lose his/her interpersonal abilities which also leads to a toxic environment. The factors like poor communication, poor management, uninspired employees and employee turnover etc. are the signs of having a toxic environment in a workplace of hotels (Sell and Cleal, 2011). 
Burnout is a factor that works in increasing employee turnover. This is a stage of psychology where people stress out over a specific thing. They start to be exhausted from working in a place. Their energy to do work gets worse because of the low feeling (Park and Lee, 2020). It declines their capabilities to handle a situation professionally.
To minimize the employee turnover and dissatisfaction of the employees, the retention of the employees is very crucial. To retain the employees, motivational factors are very important. The monetary and non-monetary factors have to be kept in mind to inspire them (MILLER, 2018). Retention in an organization helps to increase the performance and productivity of the business. There are some benefits of retention are given below-
The first one is it increases productivity. The reason is the employees are motivated in their work and they are very much hopeful for doing better day by day (Shyam Nivedhan and Priyadarshini, 2018). 
The second one is it decreases the cost for the business organizations in the UK. The reason is turnover is expensive as the organization has to search for new employees by staffing, recruiting, training etc. (Yadav, 2020).
The third one is it increases the engagement of the employees. As the more engaged people are interested to work in the same company in future, the more they are satisfied (Sell and Cleal, 2011). This enhances productivity, profitability, loyalty and progress. 
The people or the employees who are resilient are great human assets to the business organization. In future, if the organization does any changes, the employees won’t get demotivated, or won’t think about burnout (De Clercq and Pereira, 2019). 
Resilient employees can be chosen by retaining the top talent employees and also by developing the team members (Kuntz, Näswall and Malinen, 2016). To retain the top talented employees the following benefits have to be provided by the hotel organizations-
The company has to promote the flexibility of the employees. This will make the environment of the organization positive.  Then the company has to value the hard work and sincerity of the employees by giving them proper motivation and inspiration to do better in future. Personal development plans are very important to enhance the abilities, and skills of the employees to handle different situations (Rouse, 2010). The organization must establish some good ethical policies and goals to achieve them. The organization must monitor the feedback of the employees to retain them.
For example, Premier Inn is a popular hotel in the UK. This hotel has faced high employee turnover. The reasons for facing this are the behaviours of the staff and customers of the hotels, the employees have faced bullying, they have also faced excess stress and flexibility of the time makes them burnout. The organization has spent nearly a 23million euros to handle the labour shortage. It has also increased the salaries from 12 m to 13 m to reduce the employee turnover (Premier Inn hotels | Book direct, 2022). 
In the conclusion, it can be said that the impact of current challenges to managing human resources on employee turnover is huge (Pandey, 2020). The reasons for facing the challenges are explained above. Its huge impact of it on the life cycle of the employees is discussed as well. Then the importance of the retention of the employees to reduce their turnover is also described. 
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