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Employee turnover is considered to be the total number of workers who leave a company over a certain time period. This includes the individual who tends to exit voluntarily based on certain factors. It is believed that employee turnover negatively affects organisations. It tends to include decreased levels of productivity alongside an increase in recruitment costs. The hospitality industry in the UK is one of the major contributing sectors to employment. However, due to the presence of inflexible work processes, employees are compelled to leave organizations to get better work opportunities. The economic output of the hospitality sector accounted for over £59 billion, which amounted to over 3% of the total economic aspect of the country. The hospitality business essentially represents over 3-5% of businesses in this country. As of 2020, the hospitality sector is found to employ over 2.53 million people in the sector. This tends to represent over 7.1% of the total UK employment. However, the business sector is also found to face an increased level of employee turnover, which has affected the estimated workforce of the sector. Thus, the current essay attempts to locate the major causes and implications of employee turnover in the UK hospitality industry. 
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The hospitality industry is capable of employing higher propositions of young workers and contributes to the employment of the country (UK Parliament, 2022). However, the arrival of the pandemic has largely affected the hospitality industry in the country. The nightclubs and hotels are the hardest hit sectors in the hospitality industry due to the incorporation of lockdowns. Apart from this, the presence of Brexit is also another factor that has led to the arrival of this crisis (ONS, 2021). Due to the arrival of the global pandemic, the hospitality industry was compelled to furlough its employees, which accounts for over 590,000 employees. This tends to represent over 25% of total employment in the sector. In addition to this, the Bureau of Labor Statistics has announced that the turnover rate in the sector accounts for over 130.7%, which is not a piece of good news for hotels and restaurants (QSR, 2021). Due to the presence of high costs of replacing and training employees, most companies in the hospitality sector believe that high employee turnover is one of the inevitable aspects of doing business. Back in the year 2018, the hospitality sector in the UK managed to face a high level of employee turnover rate, which worsened in the present day due to the advocacy of Brexit. Some of the notable factors that have contributed to this proposition are of unsociable working hours as well as low pay and benefits, alongside lack of career prospects (HR Magazine, 2018). 
One of the major employment-related challenges faced by the hospitality industry in the UK is employee turnover. It cannot be denied that the hospitality sector is found to be one of the largest employees across the globe. But the advent of the Covid-19 pandemic has affected the economic downturn, which has led to a state of chaos. A major characteristic feature of the industry is that it is consumer-driven. Thus, having a lower level of employee retention rate is most likely to contribute to the employee turnover facets largely (Dwesini, 2019). In this context, Santhanam et al. (2021) tend to point out that human resource management tends to play a dynamic role in the hospitality industry. This is further conquered by a high employee turnover, which has shown that personnel management in the hospitality industry has resulted in the presence of poor policies for development. It is further backed by a lack of professionalism in managing human resources. If the HR department of hotels is not proper, then it tends to contribute to employee turnover as employees are found to be not at all satisfied with the business policies and procedures developed by them (Santhanam et al., 2021). 
The first and foremost cause behind the presence of employee turnover is that unclear job expectations. If the job roles and responsibilities are most clearly portrayed to the employees, it becomes difficult for them to carry out their designated activities. During the recruitment process, if the candidates are not provided with a proper understanding of the job role, it results in the misinterpretation of the job responsibilities (Ramlawati et al., 2021). Apart from this, another major cause of employee turnover prevalent in the hospitality industry is a disconnection with the managers. It has been found that managers are often unable to communicate with their staff, which compels the employees to quit. This eventually causes serious consequences on the levels of job satisfaction of the best employees. 
Lack of flexibility in organisations is a contributing factor that results in higher employee turnover. In the hospitality industry, the work schedule of the employees is found to be rigid, which becomes exhausting for the employees. The absence of flexibility makes employees leave their work to acquire better flexible working options (De Winne et al., 2019). Communication is another major concern in any business sector and the hospitality sector is no exception. It is considered to be the key element that helps employers and employees to be able to convey and gain clarity regarding the needs and expectations of the management and that of the employees. However, owing to the low levels of communication, it often happens that executives and team leaders in the hospitality industry are unable to keep employees abreast of new regulations or processes. This creates a sense of disengagement among employees largely (Stamolampros et al., 2019). Lastly, the presence of minimal growth opportunities is an inevitable aspect that is related to employee turnover. This is linked with the HR department's development of policy-related salary compensation and benefits. It also tends to include the presentation of incentive schemes and appraisal processes that hinders employee development while on employment. The employees often tend to feel that they are viewed as short-term or replaceable employees in terms of management (Kamalaveni et al., 2019). 
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	The issue of Brexit created political instability in the United Kingdom and it has increased employee turnover in the country (Bhattacharjee et al., 2020).

	Economic 
	The current pandemic of covid-19 has reduced the economic stability of the United Kingdom and the salary packages of human resources are adversely impacted due to this (Bhattacharjee et al., 2020).

	Social 
	 United Kingdom is a country where employees from different cultures have to work under the same organization and cross-cultural communication issues are faced by the hospitality industry.

	Technological 
	UK’s hospitality industry uses modern technologies to provide satisfactory services to its customers. Henceforth, human resources need to learn the use of modern technologies to sustain this industry.

	Legal 
	As per Employment Rights Act, 1996, fair and equal treatment has to be provided to employees irrespective of their culture, tradition and background.

	Environmental 
	UK hospitality industry tries to minimize the use of papers to provide information and notification to its human resources so as to reduce the cutting of trees required to make papers.


Table 1: PESTLE analysis
(Source: created by author)
As per the external environment analysis, it can be evaluated that the United Kingdom is currently politically and economically unstable due to breath and Covid-19. However, the country uses modern technologies to minimize work pressure on human resources and also to reduce manual work and the use of paper. The hospitality industry of the UK follows the Employment Rights Act 1996 so as to treat all its human resources fairly and equally.
An employee lifecycle is used for the extensive identification of the stages that employees undergo when getting employed in a company. This tends to act as a manifestation of the development of the skills and competencies of employees in the course of their hiring. The first stage of the employee lifecycle is found to be the aspect of recruitment. The HR department of organisations tends to play an important role in the development of employee retention processes. It is about finding the right talent required for the job vacancy that has come into being. Thus, most hotels are found to initiate a proper recruitment strategy, which helps in the inclusion of the employer's brand image to a great extent (Rikleen, 2020). In addition, the second stage of the employee lifecycle is that of onboarding. This refers to the fact that organisations are accountable for providing the selected candidates with the necessary information and tools that will help them to get working. However, due to disconnection with the managers, employees are often found to obtain less communication with managers, which eventually causes the employees to quit the job (Pratiwi et al., 2018). The third stage of the employee lifecycle is that of training and development. Cross cultural taring need sto be given to emploeys so atht emploey sar eflexible enough to work in teams atht inslcudes meebers form difernt bacnkgiurnd and cultire. The employee development stage essentially has its inception once the new hire starts working. The employees in the hospitality industry tend to undergo extensive training and development, which is responsible for nurturing people skills. It also tends to include the potential learning opportunities, which involve the association of attractive challenges that employees overcome with their skills. For achieving this, hotel managements tend to develop the incorporation of achievable and realistic career paths that leads to employee development. 
However, due to the lack of training for hotel employees, they are unable to abide by their job roles. For instance, employees working in the housekeeping section or the kitchen section, if not provided with training, it affect their productivity. As a whole, the hotel's brand image is also affected largely. In terms of employees, they get confused as to what needs to be done, which eventually contributes to employee turnover largely. However, in this context, it can be stated that, for measuring turnover rate in the hotel sector, the retention stage is considered to be the most important. This stage is considered to be a crucial step in the employee lifecycle. It is because, with the presence of a proper employee retention program, the hotels can retain their employees effectively. This includes the development of proper wage and benefit provision for the employees that eventually acts as a source of motivation. This makes employee motivation to be an impending aspect of employee engagement and retention (Carter et al., 2019). Within any business, employee retention must tend to act as a key driving factor for the presence of a thriving workplace. It is about providing the best experience to employees in every possible manner throughout the company. Thus, due to the presence of low levels of employee retention and lack of communication becomes a major concern for employee turnover largely (Kwon and Park, 2019). 
The notion of workforce retention is considered to be the ability of the organization in preventing employee turnover. The increase in employee retention posits a direct impact on the development of business performance and success to a great extent. Through the presence of employee retention, companies can prevent top talent from leaving their organization (Seliverstova and Pierog, 2021). The presence of employee retention processes is considered effective for it contributes to job satisfaction and employee morale to a great extent. One of the major benefits of employee retention is the presence of increased employee loyalty. This makes the employees feel valued and that the company tends to value them and support them. On the other hand, it also tends to contribute to a decrease in hiring costs, thereby contributing to a highly skilled and experienced workforce. Furthermore, improved customer relations are another benefit of employee retention, which is based on the development of proper customer satisfaction due to a motivated workforce (Guzzo, 2019). For instance, the Mandarin Orient hotel in London is considered to be the best workplace for employees. The hotel tends to provide health and wellness benefits, which include the initiation of wellness programs for the employees. It is centred around offering the colleagues the necessary relief that they require. On the other hand, the hotel also tends to provide retirement plans, which help the employees to be able to measure the length of their service tenure (Mandarin Oriental, 2022). On the other hand, Firmdale Hotel in London tends to provide every possible amenities to retain their employees. This involves the provision of premium medical and dental insurance and sick and vacation leaves. In addition, the incentive programs and commuter benefits, help employees to carry out their work responsibilities effectively (Firmdale Hotels, 2022).
Future resilience in the hospitality industry is based on the strategic directions with which the establishment of programs reduces employee turnover. For the achievement of effective employee retention, it is important to retail the right talent for the companies (Rivera et al., 2021). The HR department of the hotels plays an important role in this perspective, which is backed by comprehensive hiring practices. This helps in the creation of a supportive work environment. As a part of this, the development of proper training propositions for the employees can be considered effective. Through this, the employees in the hospitality sector will be able to create career development opportunities for them. Apart from this, developing a team of employees and providing effective training to them will also be a proven success. With the improvisation of a people-centred approach, the hospitality industry will be able to initiate systematic behaviour and learning for the employee. This will eventually help the organisations to be able to develop a greater coping mechanism for the future resilience aspect (Lai and Cai, 2022). 
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The hospitality industry in the UK comprises food and accommodation service industries. Some of the notable elements of the hospitality industry tend to include restaurants, hotels as well as pubs, bars and accommodations. However, due to the advent of the global pandemic, the hospitality sector has been the most affected, which has also taken a toll on the employee base of the sector. This has resulted in decreased levels of productivity and lost sales. Hospitality businesses with high levels of staff turnover are found to experience low levels of employee morale. The findings of the study have shown that the increase in the number of employee turnover is because of the presence of unclear job expectations. It has been found that the employees are often not provided with a proper understanding of their designated job role. This somewhat affects employee productivity to a great extent. Thus, the essay has managed to locate the major aspects of employee turnover faced by the UK hospitality industry. This tends to include an understanding of the future resilience that the organisations are undertaking to facilitate better working provision. 
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