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Introduction:
In the wake of the COVID outbreak and the subsequent economic downturn, the hospitality industry is in disarray. With more people opting to dine out and stay in hotels while on vacation and a consequent increase in the demand for services, the already challenging job market has become much more so. When a retail business's personnel turnover is excessive, it might be difficult to meet customers' expectations. Because of the constant need to find, hire, and train new employees, the company's profitability will deteriorate. On the other hand, in the hotel and hospitality industry, personnel turnover is not a requirement (Iverson and Deery, 1997). Companies that hire a big number of people each year need to know what makes them leave their positions. In addition, the industry is facing countless challenges which they have posed serious implications for the industry
Moreover, hotels and the hospitality industry confront many issues when it comes to staff turnover. In this regard, the purpose of this study is to analyse and explore the challenges being faced by the hospitality sector in terms of employee turnover and subsequently its implication on the industry. 

Discussion:
The worst-hit industries in the hospitality sector were bars and clubs, followed by hotels. At least until 2023, according to McKinsey, full recovery is not possible (Krishnan et al., 2020). Consumers with lower and intermediate incomes will be hardest hit by inflation, which is currently the largest threat to the hotel industry. In 2021, consumer spending on hospitality began to rise again, although it is still less than 70% of its pre-pandemic levels due to rising energy and commodity costs (McKinsey & Company, 2020).
According to the BLS, hotel openings are at pre-epidemic levels (Eian, 2021). Rising minimum wages, firm closures, and financial incentives for former industrial workers to stay home have exacerbated the labour crisis. Hospitality has always had trouble hiring personnel before the pandemic. Robotics, contactless payments, and AI are gaining popularity among organisations (AI). To succeed in hospitality, they can't rely solely on technology (Ice et al., 2022).
There are various reasons behind the high turnover of hotel workers quit. The reasons are the following. 
One, ineffective communication between managers and staff might lead to resignations. Unfortunately, a single bad manager can have a significant impact on the job satisfaction of their best employees, resulting in a high rate of staff turnover. People and processes are both critical to the success of a manager of high-volume staffing in the hotel and restaurant industries. To be a great manager, one must be able to resolve conflicts, delegate responsibilities, and communicate openly with one's team and clients (Kaydos, 2020).
Two, anxiety might set in for workers who are unaware of what they will be doing at work. A lack of clarity about what one can expect from one's job could prompt an employee to look for another position. As a result, unsatisfied employees are more likely to leave a company if they believe that their job is not a good fit for what they were hired to do (Lin et al., 2017). The majority of them are seeking a new job because they are dissatisfied with their existing work. As a job seeker, it is easy to make a position more appealing by focusing on the positive aspects and stressing its advantages. We are only using this method as a short-term fix. They will be starting over from scratch in the selection process as soon as candidates realise, they have been tricked or misled.
Three, many young individuals enter the workforce by beginning their careers in the hotel industry. It is possible that individuals will not find out about it until after they have already been hired. Jobs in the hospitality industry require a specific set of talents and personality traits, regardless of whether they are located in a fast-food restaurant, a fine-dining institution, or a luxury hotel (Cetin et al., 2016). An employee who has recently been hired may become dissatisfied with their job if their personality and the culture of the organisation do not mesh well together.
Four, for many people, the lack of a strict work schedule in the hospitality industry is a big perk. The job's latitude in terms of schedule appeals to many people. It is possible that being so adaptable has the unintended consequence of leaving employees unsure of what to anticipate each week. Working a job where they don't know how many hours a week, they will be expected to put in could make them more anxious. It is in everyone's best interest to get their schedules in advance rather than wait until the last minute (Chen et al., 2010). Additionally, they are concerned about how many days they receive off, when they cannot work, and whether they are forced to work overtime.
Five, in the hotel sector, high stress is a leading cause of employee turnover. There is a lot of tension involved in working in the hotel industry, even for those who are calm and collected. There is a high staff turnover rate since this type of work environment is not suitable for everyone. This alone is not to blame for toxic or unhealthy workplaces. Most hospitality workers have been sexually harassed on the job. In addition, 9 per cent of workers report that they have been bullied at work recently (Unison, 2013).
Six, if they operate in any industry, excellent communication is a must. It is critical, however, that senior management and their staff communicate their requirements and expectations to one another as well as to the customers they serve when in the hospitality industry. Loss of communication between CEOs and team leaders can lead to a lack of engagement and motivation in the workforce as a whole (Chalofsky, 2010). The company's reputation could suffer if these employees don't go above and beyond for their clients.
Seven, regardless of their position in hospitality, they will work long hours. Many employees believe their efforts are not recognised by authority figures. Unappreciated employees may feel undervalued and disrespected (Paull et al., 2010). People who don't respect their efforts may deliver less. When staff cut corners, consumers suffer. Unmet expectations can drive clients to competitors.
Eight, it is not uncommon for hotel employees to leave their jobs because they believe that there are few opportunities for promotion. While many young professionals feel that hospitality is a dead-end career path, no one chooses to work in the industry for the rest of their lives (Gebbels et al., 2019). As a new employee in the hotel sector, they will want to make a name for theirself as quickly as possible. The upshot is that a large number of hospitality businesses treat their employees as seasonal or part-time workers (Aynalem et al., 2016). Keeping employees who believe they have a finite shelf life or can be quickly replaced is less likely. Because of a lack of investment in their development, the company as a whole will suffer as a result. 
In terms of implications, staff turnover directly affects a company's income and profitability (Tews et al., 2013). Increased recruitment expenses, lost productivity, time spent training new workers, and sales are all effects of excessive staff turnover. In organisations with a high turnover rate, employee morale and productivity tend to be low (Chikwe, 2009). As a result of a lack of skilled personnel, the workload and obligations of already-employed staff may have been widened. A decrease in sales has occurred because of the amount of time spent training new employees in the company's policies and procedures. Overworked workers and new hires who struggle with new duties and processes also contribute to low employee morale (Djajasinga et al., 2021). High worker turnover can make it challenging for organisations to attract and keep great individuals.
Now, there is a need to have some recommendations in order to cope with the aforementioned challenges. 
One, to begin the hiring process, focus on where they get their candidates. If they want the best individuals to stay, they must ensure that only the top candidates are in their pipeline. Data-driven sourcing can help they determine where their top talent is coming from, so they can devote their time and resources to attracting them (Jiang and Wen, 2020).
Two, being upfront and honest with potential employees helps boost morale. From the job application to onboarding and training, be precise about what they want. As an employee, they should know what to expect from their employer during their shift. Managers must make sure staff know what's expected of them. Employees should know who to contact with work inquiries or concerns (Stonehouse, 2013).
Three, rather than the company itself, managers are responsible for employee departures. Provide supervisors with the necessary training so they may efficiently manage their teams. Just because someone has been an excellent employee does not mean they will be an excellent leader in the future (Bryan et al., 2018). Instead, be clear about their expectations of the people who will be handling the catering. Feedback from managers and staff should be possible. Try to improve the working environment and encourage all employees to participate in ongoing educational opportunities.
Four, even in a competitive employment market, walk-ins are not worth hiring. Work success can sometimes be taught. Focus on personality traits when interviewing potential employees. Expect new hires to have certain abilities and traits. When conducting employment interviews, note multitasking and pressure-handling skills (Blatter et al., 2016). Insufficient experience makes a candidate unsuitable. Pre-employment exams including cultural fit, multitasking, personality, and situational judgement assessments can find the right candidates. Use these additional checks to guarantee they are recruiting the best candidates.
Five, even in a competitive employment market, walk-ins are not worth hiring. Work success can sometimes be taught. Focus on personality traits when interviewing potential employees. Expect new hires to have certain abilities and traits. When conducting employment interviews, note multitasking and pressure-handling skills. Insufficient experience makes a candidate unsuitable (Adaramola, 2012). Pre-employment exams including cultural fit, multitasking, personality, and situational judgement assessments can find the right candidates. Use these additional checks to guarantee they are recruiting the best candidates.
Six, if they want people to succeed, their jobs should be enjoyable and secure. Make sure their staff is prepared for a disaster. If they improve the workplace, they will set an example for their employees. Their job is not done even if their staff are healthy and happy. Always search for methods to improve their company's workplace. Continuously monitor their employees' working conditions. Use the input to guide their daily behaviours.
Seven, effective communication is great. Two-way communication ensures everyone is heard. Workers must be able to communicate with senior management (Dunhill., 2019). Furthermore, allow everyone to speak. Managers should encourage all employees to speak their opinions and ideas, but they should also model active listening. It may be difficult for a large corporation to communicate with all of its employees. An app for internal communication can be helpful because it lets staff share their thoughts.
Eight, their employees have worked extremely hard, and they deserve to be recognised for it. In some cases, even the tiniest of compliments can go a long way. A simple "thank you" or "well done" can go a long way toward making an employee feel valued and appreciated. Offering incentives like cash or additional vacation time for noteworthy accomplishments may inspire employees to continue their great performance (Heskett et al., 2010). Set up a system of incentives to motivate employees to work even more.
Nine, seasonal or young workers need development plans. The path to advancement should be clear, and employees should know what to do. They should fill open roles whenever possible. Even if they plan to hire outside their company, tell everyone who qualifies. In this regard, if you're looking for an example of a great place to work, go no farther than In-N-Out Burger, a prominent American fast-food business. They place a high value on staff training and development, and it shows: that their quick-service restaurant employee turnover is 4-6 times lower than the industry average (Muldoon et al., 2019).

Conclusion:
By concluding the essay, one can say that the hospitality business as a whole is confronted with an extremely wide variety of difficulties. There are a variety of local and international challenges, including government regulations, labour laws, and others, that all have direct implications for the hotel sector. Nevertheless, there are a few additional obstacles that, when combined, have presented the business with a number of significant problems. They are nothing more than the difficulties associated with high employee turnover rates. Nonetheless, the extremely important topic was attempted to be covered in this work.
According to the findings of this study, which are based on the discussion that came before, difficulties in the form of high turnover have wider repercussions for the hotel business. In a similar vein, the industry is facing significant obstacles in the form of issues such as a rigid environment, uncertainty in job opportunities, and so on. In this regard, the industry should give these points as well as the proposals made earlier a lot of careful consideration in order to deal effectively with such difficulties.
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