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This essay aims to understand the impact of the employee life cycle on the hospitality industry in the UK. The hospitality industry has gone through major changes during the past few years such as the COVID-19 pandemic, the withdrawal of Brexit and Inflation in the economy. The hospitality industry has suffered the most because of all these factors and its direct impact has been on the employees and workforce of the hospitality industry. Human resource is one of the biggest departments and payroll is the major cost in the finances which leads to making different strategic decisions and changes in the recruitment and retention of employees in an organisation or industry. Employees have been majorly impacted by this strategic decision and this also impacts the life cycle process of the employee in an organisation. Overcoming the challenges of workforce retention and utilising the benefits should be a priority of the strategy of the hospitality industry because of the impact of retention (Amankwah‐Amoah, 2020). The challenges that which hospitality industry has faced during the past few years are severe in the UK because of different challenges and external factors impacting the whole industry and its employee life cycle.
To understand the challenges the hospitality industry is facing in employee turnover ratio, first, it is important to understand the employee life cycle. The employee life cycle model helps in identifying and showing the different stages of employees in an organisation. Stages such as attraction, recruitment & selection, joining & onboarding, development, retention and separation (Sato et al., 2020). This is the representation of the employee’s process and journey in the organisation. The employee life cycle includes different stages in the professional career of an employee in the organisation starting from recruitment to resignation, termination or retirement. So the stages of the employee cycle are:
Recruitment: Recruitment is the stage where an individual shows interest in working with the organisation and gets noticed by the recruiters of the organisation. This process includes the hiring of new employees in the organisation (Malik, 2022).
Selection and Onboarding: Selection from the selected candidates in the recruitment process and their acceptance of the job offer is onboarding. When an individual becomes part of the workforce, they have been given insight into the rules and regulations of the company to understand the culture and work ethics (Sato et al., 2020).
Growth and Development: Employee works for both individual and organisational goals for growth and development. In this stage, employees get feedback from management and clients and points to improve as well to be appreciated. Motivation and appreciation are one of the biggest parts of this stage and employee work towards the goal of the company (Malik, 2022).
Retention: Retention is the stage where employees reached the self-actualisation stage of motivation where they look for new roles, responsibilities and challenges in the organisation and the organisation tries to back them up with some retention offers for continuous employee development (Pritchard and Schmidt, 2020).
Offboarding: The final stage of the Employee Life Cycle, is offboarding also known as retirement, resignation or termination where the employee leaves the job for new roles and responsibilities, retirement, layoff and personal reasons (Xu et al., 2020).  
The employee life cycle for any organisation or industry is a tough task to manage especially in times when things have been most uncertain. In the hospitality industry managing employee turnover has been the toughest due to the pandemic, Brexit and Inflation in the economy of the UK. The hospitality industry has been left with a shortage of workers and displacement of many employees during the COVID-19 pandemic and now the management in the hospitality industry is unable to hire the employees again (Köseoglu et al., 2020). The challenges faced by the hospitality industry in the employee life cycle due to the Brexit is EU workers used to be the major part of the workforce of the hospitality industry had to leave the UK, leaving positions empty and now the industry needs new EU workers but the most challenging part of this is, in the UK if a company needs to hire employees from outside the UK, they need sponsor license and the role which need skills for the individual to obtain a Visa. The second challenge to managing employee turnover is promoting hospitality as a career option, since the positions have been left unfilled due to the COVID-19 pandemic, the industry needs new employees and fresh ideas to fill up the positions (Marneros et al., 2020). The recruiter of the industry should promote hospitality as promenading career path and ensure the process of onboarding should be fun and long-term goal oriented. Inflation has been one of the most impactful challenges in the hospitality industry where inflation was increasing in the economy of the UK, employee layoff became the solution to reduce the operational cost of the hotels. After the pandemic, there have been different challenges which hotels and the hospitality industry are facing such as providing re-training opportunities to the employees for skill and career development in the organisation (Guan et al., 2020). To survive the loss caused by the COVID-19 pandemic, the hospitality industry needs to train and develop the staff with special skills and training for everyday responsibilities and duties. The COVID-19 pandemic and inflation in the UK, both altogether has caused the issue of payment of salaries and wages to the employee. This has become a major issue because the company needed to save the cost to sustain for longer and employees needed salaries to sustain the inflation (Zhao and Zhou, 2021). Last but not least challenge which hotels face in employee turnover is to prioritise the well-being of the employees where an individual employee feels safe, secure, valued, motivated and engaged in the organisation.
According to the study by Hongal and Kinange (2020), Employee retention is a strategic process to retain top talent in the organisation. Retention removes the challenge of low employee turnover and increases the employee life cycle. This is one of the major tasks for the organisation to retain the workforce and turnover in the organisation and this has become one of the major responsibilities of the human resource manager to create a plan and execution for the growth and development of both organisation and employees (Mahadi et al., 2020). There are various major benefits of retaining the workforce in the organisation such as helping in cost reduction by reducing the cost of the recruitment process, training and development and orientation of the new employees. The process of retention improves the morale of the employees in the organisation as well as encourages trust and understanding in the organisation. Retention helps in keeping the most experienced employees in the organisation which is important for the growth and development of the organisation (Werner and Balkin, 2021). Experienced employees bring a sense of loyalty and exceptional dedication towards the organisation. Retention helps in the process of recruitment and training by increasing the efficiency of the process. Retention helps in productivity improvement because when an employee got retained by the organisation, he feels valued, motivated and engaged in the working of the organisation, increased productivity results in increased profit. The retained employee is mostly the top talent of the organisation and provides the best customer service and experience on the behalf of the organisation (Malik et al., 2020). Retention improves the brand image and brand name of the organisation because it shows the corporate culture and values of the organisation towards its employees. Employees feel motivated and engaged in the working of the organisation because of the retention process employees realise their worth and employers retain them for their good work which helps in productivity and job satisfaction for the employees (Satpute et al., 2022). There are many benefits of employee retention other than those discussed above. This process is important because it affects employee turnover directly, and significantly. 
From the study by Schwaiger et al. (2021), Individuals and employees are the most important part of the hospitality industry and it is the future of the industry to prevent the losses caused by the pandemic and Brexit in the hospitality industry UK. The future of the hospitality industry is dependent upon how effectively the recruiter will be able to fill up the empty positions, roles and responsibilities in the industry and this can only be possible if the industry starts spending capital on the growth and development of the human resource for the success of the hospitality industry in the UK. The future of the hospitality industry is dependent on employee turnover because the more engaged the employees are in the process of business development in the hospitality industry, the more productive the organisation will turn out to be (Leta and Chan 2021). Employee satisfaction is one of the important parts of the work culture in the organisation. In other words, the development and resilience shown by the hospitality industry in the past year after the pandemic and inflation are remarkable and the industry is grooming and growing again. The hospitality industry has seen everything, fall to rise in different incidents that happened in past few years but the industry has shown constant growth and development and coming stronger than ever after every challenge. For future resilience in the hospitality industry, organisations have to focus on employee safety, employee protection and retention for productivity and growth. Communication is the key to successful strategy implementation in the organisation, where employees feel informed of the changes in the organisation (John-eke and Bayo, 2021). The hospitality industry will bounce back and already moving and improving after every challenge at a rapid pace. This is the most important perk of employee turnover in any industry.
A study by Alonso et al. (2020), states that Retention not just in the hospitality industry but in any organisation, in general, is very important because it boosts employee morale and motivation to work better for the growth and development of the organisation. It helps in the reduction of turnover rates and improves the organisational culture. Growing employee turnover has been the biggest challenge of the hospitality industry in the past few years and it has cost an immense amount of finances to the industry by re-training the employees and reassigning job responsibilities. Retaining top talent and developing an effective team can increase the positivity and enthusiasm in the working environment of the organisation. The challenge which employee turnover cost is when the employees keep leaving the organisation, it becomes hard for others to bond and sustain in the situation (Rodríguez-Sánchez et al., 2020). To avoid the problems caused by the high turnover ratio in the hospitality industry, an organisation that retain its top and experienced employees can sustain itself even in the pandemic or any uncertainty because these individuals will be capable to outperform the time of crisis and will help the industry to improve its performance. Team building is another important part to reduce the impact of employee turnover in the industry because it encourages bonding, interpersonal relationship and collaboration to achieve organisational objectives and goals (Alves et al., 2020).

So, in conclusion, this essay analyses the current challenges facing the hospitality industry in managing employee turnover in the UK, is that the overall industry has suffered severe changes during the past few years due to multiple reasons specifically COVID-19, Brexit and Inflation in the UK. Employee turnover and retention had become the biggest challenge to reducing the financial losses by employee layouts. To improve employee turnover and reduce the impact of the challenges caused by external factor the industry should formulate employee and workforce retention policies because it has major benefits in the growth and development of the industry. Employee life cycle should be monitored to increase employee turnover and encourage retention of top talent and team development should be part of the new strategic decision process for employee recruitment and retention. It can be concluded that the management of the employee life cycle has become one of the important parts of company strategy and it should be taken seriously for the overall growth and development of the industry and sector.
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