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[bookmark: _Toc102860889]Introduction 
Technological changes and digitalisation in hospitality industry has created challenges within the UK over the last few years. Hotels are facing diverse challenges in devising decisions in case of planning and strategy implementation on employee retention, recruitment, and business protection (Baum, 2011). To address these problems, this essay will identify and analyse current challenges hotels in the hospitality industry in the UK facing in managing their employee turnover. The essay will discuss impact of current challenges in employee lifecycle, benefits of retaining workforce, future resiliency within business, retention of top talents, and developing the team as well as its impact on businesses. 
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Current challenges hotels facing in managing their employee turnover in the UK. 
About employee turnover- How effectively and without problem hospitality organisations hire, onboards, and manages its employees is an important pillar towards success. Most successful hotels in the world use employee turnover and retention data to ensure excellence. These hotels compare their attrition rates with national and industry specific benchmark to ensure that proper communication is being held to keep the employees active within the organisation. Therefore, before identifying challenges hotels face in managing workforce, it’s needed to understand employee turnover and what it tells about hotel’s current position. Employee turnover is defined as the total number of employees leaving the workplace over a certain period (Davis Olds et al., 2020). Turnover includes voluntary leave, forced leave, firing, and lay off. It is not attrition because attrition only includes employees who voluntarily leaves. It doesn’t include the number of involuntary leave from the workplace. Employee turnover in workplace is used to measure organisational separation. It includes employees who are no longer in connection with the company. Employees who leave the workplace voluntarily usually leave the workplace or hotels because they are dissatisfied with salary, work benefits, career programs, work-life balance, or to leave toxic internal relationship with colleagues or manager (Holliday, 2022). Turnover is very expensive because it costs 1.5 or 2 times the salary of the employee who is being replaced because of turnover. 
Causes of employee turnover- The hospitality industry in the UK was one of the largest employers in the world before covid-19. But the pandemic has changed the economic pattern of the world especially in the UK that left the hospitality industry of the UK in chaos (Taylor, 2002). Before the pandemic, the hospitality industry in the UK was known for higher employee turnover rate because annually 10% to 15% employees leave the workplace. As hospitality industry is consumer facing, low employee turnover is important because new employees constantly entering and leaving the workplace can place bad impression on the customers who seek service from hotels in the UK (Alexandra, 2022). it also impacts the profitability of the hotels as it misses the expectation level of the customers. there are many reasons and causes behind high employee turnover in the hotels of the UK. Most common reason behind increased turnover in hotels are employees are not clear about the job expectations because no employee will feel happy if their work experience misaligned expectations. When they don’t understand what their job role and responsibilities expect from their skill and experience, they feel disconnected which encourages them to leave the workplace. Another cause of increased turnover is that the employees feel disconnected with the leaders (M. Fernandez and Worasuwan, 2017). When high volume recruitment leaders are managing both HR and management processes of the hotel, they create unwanted conflict, mis-delegation that becomes toxic. Sometimes lack of flexibility, inefficient communication network among the employees, and bad fit act as prime reasons of employee turnover. 
Challenges hotels facing in managing employee turnover- With the problem of Brexit and pandemic that caused shortage of employees in hotels of the UK, hospitality industry faces some serious challenge in managing employee turnover. First challenge comes with uncertain time. hotels need to keep their workplace open 24/7. Normally, foreign workers happily take on shifting work but slowly when the realise that balance between work-life is diminishing and they’re losing friends, they tend to leave the workplace (Dwiedienawati, 2020). And it’s impossible for hotel to offer stable time for work as it needs to be open and operating every moment. It’s a real challenge for hotels which cannot be corrected. A survey on 1000 workers by Retaining British Hospitality shared that more than 63% leave the workplace because they are not provided with better pay and benefits, 55% are not happy with shift patterns, and 52% wants stable income and guaranteed working hour (Choirisa and Situmorang, 2021). Moreover, 25% want more training and development. In post-Brexit UK, these are prime issues hotel workers are facing because hotels are offering performance-based pay, and uneven working hour which is highly not preferred by the employees. Additionally, most of the hotels are also facing problems in retaining hometown workers as they are searching for other workplace that offers better pay. Before hotels of the UK was run by non-UK workers but Brexit and pandemic made it tough to manage local workers over foreign workers. 
Employee lifecycle issues- Hotels in the UK is also encountering challenge in managing employee lifecycle. Employee lifecycle is an organisational process applied to visualise ways employees engage with the workplace. The lifecycle is segmented into six stages: attraction, recruitment, onboarding, development, retention, and separation (Mingotto and Tamma, 2021). The lifecycle is structured to improve employee’s experience in the workplace. Such as if a hotel has effective and excellent recruitment strategy but increased turnover rate then the hotel can easily identify problem that it needs to concentrate on retention stage to create a proper solution for the problem. Currently, post-Brexit and pandemic crisis have negatively impacted hotels to properly implement employee lifecycle. Such as at the first stage of employee attraction, most of the hotels are facing problem to attract UK employees. Regardless of innovating and attractive payment, potential employees of the UK are not showing any interest to work in hotels because they don’t want shifting working hour. At recruitment phase hotels also face challenge because lower positions are frequently being vacant which is increasing overall expense of the HRD of hotels (NatWest, 2020). Thus, referrals and specifications on persons seeking to hire is still giving poor output. at development phase there is also a problem of training opportunity because hotels are seeking to reduce cost to cover loss occurred by the pandemic which is making many employees to leave the workplace as they are not getting what they expect. There are also some additional problems of imbalance of interest, income, and vacation that is creating problem in managing employee turnover. 
Benefits of retaining workforce- From above analysis it is clear that hotels need to identify effective options to retain its workforce. there are many strategies that hotels of the UK can follow to retain its employees because retaining talented and skilled employees have many benefits. Employee retention is known as the strategies organisations follow to retain its employees around by reducing its workforce. hotels that have higher employee retention rate, it indicates that the hotel has higher employee morality and job satisfaction (Garber, 2008). It also predicts that the organisation has better environment where employee works. Benefits of employee retaining in the workplace includes higher employee loyalty, low hiring cost, highly talented and skilled workforce, low transitions and employment gaps, better company culture, good hotel reputation, close connection among the employees, and more competitive employees. When employees love to work in the workplace, the tend to show loyalty to the workplace because they know that investment of their time and skill pays off well to hotel’s growth and personal development (Singh, 2006). When hotels have higher skilled workforce, hotels can provide better service to the customers and offer diverse range of services at competitive price. Additionally, it also strengthens culture and traditional authenticity of the country where the hotel is situated at by representing employees’ actions. 
Future resiliency within business- Hence, it’s must for hotels to retain its skilled and talented workforce to grasp benefits offered. To ensure future resiliency within businesses in the hotels of the UK’s hospitality industry, there are four ways. Covid-19 and post-Brexit forced hotels of the UK to adapt to different changes too perform business activities. for example, many 5-star hotels have pivoted to virtual customer engagement using digital platform (Muller-Heyndyk, 2022). Office environment has also radically changed to virtual platform where employees don’t have to work at the office can work from home. There may be unforeseen crisis in the future that may change the business structure of hotels even more. To be resilient, some strategies can help. First resiliency must be shown in talented workforce because they are the most valuable asset. Recruitment and skilling the workforce must be maintained and must be added in business plan for long-time growth. Workforce should be made resilient to manage crisis and to build a culture that thoughtfully takes risk to introduce new ways to serve customers well. Secondly, infrastructural resiliency must be maintained to ensure that hotel can adapt to different setbacks by external environment (Gupta, 2022). Infrastructural resiliency includes area such as hotel’s security, privacy of the guests, pathways to new service development etc. Third resiliency need to be established in data usage and recording of the hotel. Data resilience should be established at hotels to reduce any barriers to data access to democratise information and to make improvements in hotel’s ecosystem. Finally, application resiliency of work structure and hybrid-cloud can be applied to hotels to be more resilient. 
How to retain top talent and develop team- To retain skilled workforce of the hotels and develop effective team to manage turnover rates at the hotels of the UK three strategies are recommended from above analysis (Shrestha, 2022). First, the hotels which are facing problems in retaining talented workforce can create an employee recognition program. It is seen that at multinational hotels like La Meridian, Marriot, Radisson Blu etc. there are programs that recognises employee’s contribution. It was found in a survey that 3 out of 4 employees who are recognised for their contribution at their workplace once a month feel satisfaction towards their workplace. More than 82% of workers working at different hotels feel that they should be recognised more (NatWest, 2020). Another way to retain talented workforce is to invest in learning and development programs. Although, some areas of hotel have monotonous work and some areas don’t require training, but it will be effective employees have an opportunity to learn new skills and strategies from the workplace because more than 45% of the employees working in hotels share than they leave hotels as it doesn’t invest on their learning development. Finally, to ensure teamwork environment is well developed, hotels should hols companywide wellness challenge. 

[bookmark: _Toc102860891]Conclusion 
Due to Brexit and pandemic crisis most of the hotels in the hospitality industry have suffered from higher employee turnover. It has become a challenge for hotels to retain workforce because employees are not on the same page with hotel’s strategy as employees want better pay, standard working hour, skill development, work-life balance, and recognition. If hotels can meet these needs of the employees, then, hotels can retain its talented workforce and develop effective team that contributes to hotel’s growth and development.  
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