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Trinity Hotel is chosen for the discussion of the impact of Covid-19 and rebuilding the
workforce. Company’s website states, the company was founded in 2020, and its
services are available around the UK. The company offers services to leisure and
business-oriented travellers. The employee life cycle can be defined as the framework
of several stages that an employee has to go through while working within a particular
organisation (Hawker, 2018). Steps that are found in the employee life cycle are
recruiting, the process of selection, performance, succession planning, development
of the employee and separation. Understanding the employee life cycle is essential
for the organisation as it assists the organisation to identify how the employee
becomes motivated and how they get engaged with the organisation (Ting, 2011).
PESTLE analysis is a framework that is used to assess the macro-environmental
factors of any market that affects business planning and decisions (Marmol, Feys and
Probert, 2015). There are six factors in the PESTLE analysis. Factors of PESTEL
analysis includes- Political, Economic, Social, Technological, Legal and
Environmental. PESTLE analysis helps an organisation to understand its major
external business environment. In this essay, the impact of Covid-19 on Trinity Hotel’s
employee life cycle, PESTLE analysis and rebuilding of the workforces will be
discussed.

Covid-19 has had a negative impact on the labour market in the hotel industry. Due to
the Covid-19, employee life cycle hampered at a serious level. The government issued
various directives and various guidelines for the hotel and other tourism-related
industries (Akimishvili, 2021). For this reason, the hotels were almost shut during the
pandemic. So, the employee life cycle has shortened. Usually, the employee life cycle
begins with recruiting and ends with termination (Shyam and Ramachandra Gowda,
2015). Between these two, employees develop themselves, creates identity, and
organisations retain them as skilled human resources. But, the government’s Covid-
19 related restrictions harmed the employee life cycle as hotels remained shut. The
organisations were counting losses as they had insignificant revenue. So, a significant
number of employees became redundant for the organisation (Bas and Sivaprasad,
2020). Industries like technology have a flexible work environment. So, they retained
their skilled employees by providing work from home facilities. But, it is not visible in
the hotel industry as the hotel industry is mostly structured, and employee presence

is a necessity for offering quality services to the customer. This is why Covid-19



impacted the labour market of the hotel industry to a significant extent. According to
Hotel Management, about 3.1 million people lost their jobs across the globe during this
pandemic. So, employment is negatively impacted by the Covid-19 in the hotel

industry.
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Covid-19 pandemic has influenced every step of the employee life cycle. Trinity hotel
has started its operation in March 2021. Pandemic and lockdown also started at the
same time. As the government imposed lockdown and restrictions on the movement
of the travellers, it harmed the usual business operation of the Trinity Hotel. Employees
of the hotel became redundant as demand was less than in the earlier days (Ogden,
2020). This pandemic harmed the recruitment step of the employee life cycle.
Recruitment consists of several stages, such as determining workforce requirement,
defining the roles of the expected employee, attracting them to the organisation and
applications management which are known as workforce planning (Cruickshank,
2013). Recruitment source can be internal and external (K, 2010). In internal
recruitment, the organisation hires within its current workforce. In external recruitment,
the employee recruits employees from outside of the organisation. Due to the
pandemic, a job posting for attracting new applicants is reduced as the company do



not require new employees. Because they already have employees, in contrast, the
demand for the services is not significant.

Selection is the process where the company reviews, screens, take interviews and
test for selecting the best employees for the company came from the recruitment
process (Dessler & Teicher., Dessler and Teicher, 2004). In the covid-19 pandemic,
there had a shift in the selection process. Before the Covid-19 pandemic, the company
selected applicants in person. But, the Covid-19 pandemic influenced this. Trinity hotel
uses the virtual platform for reviewing, screening, interviewing and testing. In the
pandemic period, Stereotyping is more often used for selecting applicants who may
be suitable for the company. Digital recruitment has become an alternative for
selecting the perfect human resources for meeting organisational goals in the period
of the pandemic (Ooi and Ooi, 2021).

Performance is the step where the employee knows about the organisational culture,
becomes familiar with the organisation (Taylor and Levine, 2016). The employee
becomes settled in the job in this step. He/she becomes able to understand the culture
of the organisation and becomes familiar with the management and colleagues. During
the Covid-19 pandemic, this step is influenced. As the hotel operation activities were
limited, many employees were unable to become settled in the organisation. The
company had redundant employees rather than the demand for the services. Besides,
due to the isolation and contactless working, familiarisation with the management was
in a different way rather than the traditional way. Besides, the workforces had to get
familiar with a different working environment and culture during this pandemic which
was not seen before the pandemic. In most cases, back-office employees have
provided coaching and feedback in the virtual means for ensuring safety (Anisah and
Wisesa, 2021). For these reasons, performance became influenced in the employee

life cycle.

In the step of succession, both the management and the employee cooperatively
develop goals and objectives for developing new leaders in the organisation (Gordon,
2007). If an experienced employee leaves the organisation, then the organisation may
face trouble replacing him/her. So, the organisation always try to be ready with a
prospective talent for immediate replacement. Before the pandemic, the organisations

used to develop alternative leaders and talent slowly. But, in the pandemic period,



succession planning has become one of the most important tasks in the employee life
cycle. Because, in the pandemic, when an employee becomes infected, he/she must
go to isolation. The number of unexpected death is increased in this pandemic. So, if
the company becomes unable to bring alternatives, the service quality will be damaged
(Santora, 2020). If the company hires a direct replacement for external sources, the
new employee will have some issues like a new environment and culture. So, he/she
will take some time for adjustment. For this reason, the company always try to have

succession planning to ignore this type of situation.

Development is the level of the employee life cycle where the employee becomes
matured in the organisation. In this step, the employee learns new skills. For having
knowledge of new skills, the organisation takes training and development initiative
(Moore, 2015). The organisation encourages the employee to have external
knowledge and skills. In the pandemic, the employees of the Trinity hotel has to
acquire new skills about providing services, maintaining government guidelines and
covid-19 the protocol, which is essential in this hectic time. Besides, the employees
have to learn about contactless services for ensuring safety to the clients. The
company provides training how the company can improve the customer relationship

management during the pandemic (Hakim, Fajri and Faizah, 2021).

The transition occurs when the employee leaves the organisation (Ting, 2011). The
employee leaves the organisation for retirement, personal reasons, job firing or new
employment opportunities. In the Covid-19 days, the transition is more frequent in the
hotel industry. Due to the employee redundancy and demand shortage, the company
is obliged to fire the employees or furloughed the jobs.
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To conclude, the Covid-19 pandemic has significantly impacted the employee life cycle
in Trinity Hotel. The employee life cycle is used to visualise the engagement with the
company. But, the Covid-19 pandemic has shortened the employee life cycle as the
hotel was almost shut during the pandemic. The company was forced to cut the job of
its skilled employees to minimise their payroll costs. Changes in the political and
economic factors were the driving force of terminating Trinity’s Employees. Changes
in the social factors created a demand for employee training for coping up with the
changes in the market. Due to the technological empowerment of the customer and
innovative technology uses, the company has to attract and recruit skilled employees.
Customers are more conscious about their health and safety, so the company needs
to recruit workforces who can maintain the health protocols and manage any crisis.
Besides, legal factors affect the company to provide fair compensation to the
employees before offboarding them. But, retention of current employees has several
benefits to the company. Retention helps the company to minimise recruitment and
development costs of new employees. Retention helps the company keep the talented
and experienced workforces with the company who are an invaluable asset. Retention
aids the company in developing a corporate culture and enhancing productivity.
Retention of the employees is beneficial in providing better services to the customers.
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