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The impact of current challenges facing hotels in their employee turnover in the UK
Employee management is one of the most strategic situations that the hospitality industry requires to evaluate in the right direction (Kamatkar et al., 2018). Effective management of the employees through proper payroll facilities, retaining workforce resiliency, retaining top talent, and developing the team is essential for the business development process (Ghani et al., 2022). The hospitality industry is the largest sector in the UK, with restaurants and bars through hotels. However, there has been a significant impact on the hotel employee turnover in the UK, rising at 70% (Dube et al., 2021). For instance, employees in the hospitality industry have been highly switching in recent years, which automatically impacts the employee lifecycle. Hence, hospitality industries must maintain strategic decisions to protect business activities, recruitment, and retention. Difficulties in managing employees might increase the future resiliency of the hospitality business. Moreover, Djajasinga et al. (2021) cited that Covid-19 reduces the travel that automatically leads hospitality employees to switch different jobs. This essay covers several strategies to overcome the employee lifecycle issues required to adopt and manage the top talented employees with various retention facilities. 
The hospitality industry in the UK is the most significant employee in the pre-covid situation (Ali and Anwar, 2021). Substantial changes in the employee lifecycle have automatically impacted the strategic decision-making process. Pandemic also caused subsequent economic downtown and made the industry a state go chaos. Fluctuation in the service demand and shift in the social attitude had a huge impact and challenged the recruitment situation. Kim et al. (2018) cited that employee are shifting to different jobs due to job security issues. The extraordinary high employee turnover rate in the hospitality industry creates a negative consequence that highly comes from staff replacement. According to Varga et al. (2021) employee lifecycle identifies the different worker stages in an organisation that plays a significant role in human resource management. Keeping track of the employee lifecycle is essential to managing the career development process and analysing the data in the right direction. Different stages in the employee life cycle management require overlapping with the core HR responsibilities and increasing the organisation's talent management (Marinakou and Giousmpasoglou, 2019). Stages of the employee lifecycle are the recruitment, onboarding, development, training and off the board. The hospitality industry requires proper training and development facilities for the personal development process. However, Basnyat and Lao (2019) argued that due to the lack of a strategic decision-making process, the employee lifecycle is shortening, which is a high challenge for the hospitality industry. The primary reason for the employee lifecycle is the high cost of operation due to the Covid-19, redundancies in the business continuation, flexibility, salary increase, lacking trustworthy leadership process and lower employee retention. The high price of business operation reduced the recruitment process with the talent acquisition software, effective management system for the onboarding, job orientation and online benefits enrolment. Employees in the hospitality industry lack the standard management process's development process. Retaining through the talent management software and off-board process impacts the initiation plans for benefits and final pay. As such, the hospitality industry should develop an effective strategy process for the employee lifecycle to increase overall staying. Moreover, effective retention facilities, future resiliency, retaining top talent and team development can be managed. 
Employee retention is the process an organisation uses to retain employees by representing the statistics (Eissner and Gannon, 2018). The hospitality industry faces employee turnover with a reduced employee lifecycle caused by the lack of a rotating process. Employee retention indicates the retention rate of the experienced employees used in the organisation and calculated to evaluate the whole situation. Proper evaluation of the reason and finding accurate information about employees leaving can help reduce employee staying in the hospitality industry. Retention is the basic pay and benefits that require considering inappropriate practices and maintaining favourable retention facilities. Strategies such as becoming flexible are important preferences necessary to reduce the current challenge of the employee lifecycle. According to Holland and Clayton (2020) fair treatment is another essential task that makes effective collaboration between employees. Employees facing unfairness in the reward distribution negatively impact performance and the retention process. Another strategy of a retention policy is paying attention to employee well-being to thrive and manage issues in the workplace to reduce stress. Enabling career development and progression maximises the employee opportunities to develop skills and careers. Rasheed et al. (2020) argued that understanding career expectations increases the employee's understanding in the right direction. Employees facing no promotions and not feasible work seek different jobs that impact the employee lifecycle. As such, proper career development and progression activities are required for the employees to benefit from hospitality planning. Human resource management (HRM) plays a big role in the employee consultation process with regular grievance systems. Dwesini (2019) cited that monitoring the performance, providing motivation, a regular conversation with the employees and ensuring retention are helpful for the employees to increase overall performance. 
The consideration of future resiliency can reduce challenges with the employee lifecycle in the hospitality industry (Aburumman et al., 2020). Employee turnover negatively impacts the hospitality business and the sectors that compete. However, it is easy to find out employees quickly with reasonably low cost, though it negatively impacts the overall quality of the service process and turnover rate. Moreover, the recruitment process, training and development take high time in the hospitality industry, damages the overall competition or damages the hotel's reputation. Gong and Wang (2019) argued that Covid-19 caused hospitality at increased peace that made employees search for alternatives. Future resiliency is an essential tool in the hospitality industry that can reduce employee turnover and increase overall satisfaction levels. Hence, proper training and development activities are highly important for the employees to maintain their tasks in the right direction. If employees face lower motivation, engagement and ability to show creativity, that automatically impacts their future expectations. As such, managers are required to maintain proper collaboration with the employees to ensure they are getting all the facilities that are required for the longer stay. Customer service is an important factor in hospitality service. As such, ensuring the best training, dealing with the fast-paced hospitality environment, give employees the freedom to create a positive work environment with the staff also reduces the disappointment. According to Ntounis et al. (2022) ensuring employees with flexible working hours is helpful to increase the dedication and reduce the difficulties of making work and life balance. Long working hours with limited opportunity to maintain a balance between work and life becomes difficult for the employees to perform tasks or stay longer in a hotel. Kurdi and Alshurideh (2020) argued that ensuring flexibility is the biggest appeal for working in the hospitality industry with proper shits and schedules. Due to a lack of flexibility, the hospitality sector is losing employees even before the covid-19. Hence, it is required to ensure employees are getting proper flexibility by increasing staff if needed. Furthermore, creating a healthy working environment requires ensuring hospitality to maintain the future residency process. Communication difficulties or interpersonal conflict can cause a toxic working environment. 
Retaining top talent is an important task that allows employees to perform their tasks in the right direction (Huang et al., 2018). Changes and challenges in the UK hospitality industry can be reduced with the proper utilisation of retaining top talent. Retaining top talent begins with optimising candidate selection. For instance, training employees to develop the skills is highly required to make them successful. Moreover, looking for the essential candidates with the right personality characteristics during the hiring process increases the chances of staying longer. Employees who give their best or acknowledge hard work can go in the long run. Appreciation of the employees during the meeting, effective communication process, motivation and development process, and investment in the career development program make a clear path to the positions. It makes sure employees know the process required for the accomplishment. Top talent in the hospitality industry is considered the asset that gives competitive advantages. According to Kichu et al. (2019) ensuring a psychologically safe working environment allows the employees to establish clear policies to follow and protect. Regular communication with the employees by the HRM can find out issues or work-related difficulties. Collection of feedback or ideas allows for improving the way of working and implementing them in the day to day operational process. Furthermore, regular evaluation of the performance and provide various retention facilities allow the performance of employees. Prioritising communication is another way of retaining employees that helps maintain the practical communication process pathway. Employees should allow sharing ideas or something that they want to discuss. Listening to them helps to increase the contribution that makes the work easy to perform. Ensuring a proper communication level is also helpful in reducing conflicts and team bonding. Difficulties in managing the employees lead to switching to another hospitality organisation, increasing competition. 
Aburumman et al. (2020) cited that team development has an impact on the employee lifecycle process. Developing a team with skills and qualities helps maintain a proper collaboration process. Evaluation of the employee performance and set up team increase the service quality in the hospitality industry. One of the major reasons for an employee not staying in the hospitality industry is that the working environment is challenging to collaborate with the team members. An effective workplace environment increases the psychologically safe working for employees. Developing an effective structure based on the team member's performance and comfort level increases the overall service quality. On the other hand, lacking team bonding or proper communication decreases the rate and commitment. Hence, it is the responsibility of the HRM to maintain regular evaluations of the team members by discussing them. Creating an efficient team also allows increasing competition among the group, which automatically increases the success rate. Team working process allows proper acknowledgement of the hard work. According to Dwesini (2019) employees with better contributions to the hospitality industry require appropriate rewards and encouragement to maintain an effective working process. Recognition system development motivates employees to ensure everyone is working properly to accomplish the process. Besides, a proper service management process with the training and development allows the employees to be capable of fulfilling all the responsibilities as per the expectations. Continuous training of the team members helps to accomplish tasks at all levels. Furthermore, encouraging employees in any emotional situation, physical condition evaluation, performance management evaluation, and equal working possibilities are highly important in the team bonding process. Employees sharing their ideas with effective communication reduces the toxic working environment and act swiftly to shift from being neglected. Team working capabilities are also helpful to maintain the personal development process among employees through proper evaluation of progression. Appropriate aspirations and career ambitions help employees to actively work with them in the right direction to achieve this. Holland and Clayton (2020) cited that training employees allow them to provide service in the highest peace. Hence, recognition and valuing of staff allow them to perform in the right direction and feel secure in the supported value system. 
Various challenges are currently faced by the UK hospitality industry in pre and post covid situations. Employees are shifting to different jobs or losing their interest in working due to the environment, acknowledge, poor retention, future resiliency, lacking talent management and poor team development strategies. Besides, working at time table is different from the other job in the hospitality industry. Employees feel frustrated and psychologically disturbed due to poor management structure. Various strategies and management techniques are required to adopt by the hospitality industry to secure effective working opportunities that can secure jobs. Effective analysis of the employee lifecycle process can help to reduce the current challenges. 
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