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As a consequence of the Covid-19 pandemic and Brexit, numerous European hospitality workers have left the industry. This is either because they chose to leave the country, or had to leave because of new visa requirements, or simply searched for employment elsewhere, as the industry was closed during lockdown (Wadhera, 2021). As result it has left the hospitality business with a great loss in employees and a massively rising rate in staff turnover (Whitney , 2021), driving the industry to losing even more money. To face this challenge and rise again, the hospitality industry will have to delicately select the right individuals, prior to recruiting, to fill the vacancies; map their employee journey to reduce turnover rate and obtain a better reputation by being a business that offers a secure workplace with a flexible work life pattern (Birkin, 2019) and retaining and attracting new talents within their employee lifecycle. 
Now, more than before, it is essential for the hospitality business to have a reliable reputation and be competent in presenting itself in an attractive and aspirational way to prospective employees (Devarajan, et al., 2018). This is because of the high number of vacancies and wide range of options available presently within the industry. Having a strong employee value proposition is an advantage in today’s competitive industry; as employees, just like customers, can choose who to work for. Having an appealing value proposition will motivate the employee to stay committed to the business. The high number of hospitality staff leaving the industry in the past years and the lift of the pandemic restrictions, has left the hospitality struggling as they’ve reopened. With an increasing demand from costumers and short staff, job vacancies within the industry have rapidly increased, with over five times higher than pre-pandemic levels (Ramuni, 2021), revealing the beginning of labour market where companies compete for employees. This puts pressure on the industry in search of employing new talents with the struggle of recruiting the necessary numbers. With this said, a survey of over 1000 British hospitality employees unfold key factors that would make employees more likely to commit to their workplace, which includes: better pay and benefits, more control over shift patterns, stable income and guaranteed hours and better career prospect (Birkin, 2019). However, these factors alone are not enough in managing employee attraction and turnover rate. For the industry to thrive again the hospitality business needs to work on their employee life cycle and engagement strategy. Starting with the first stage of an employee life cycle, attraction could be the most crucial aspect for the business growth strategy. To succeed at this stage, the company needs to analyse the strengths and weaknesses of the business, raise brand awareness, be known to have great company culture, analyse the requirement and consider how the requirement should be satisfied and offer attractive benefits and compensation (SpriggHR, 2020). Improving this stage may be more difficult now after the pandemic, as the hospitality is seen as an uncertain workforce and individuals are looking now, more than before, for a secure and stable job. With this said, if the company works on improving the other stages of an employee life cycle, it will attract new workers through the power of word of mouth. After all, seeing happy and engaged employees within a company, will motivate others to join the team. This takes us to the second stage of the cycle, meaning recruiting. Having an excellent employer brand, means the company is seen as a great place to work. This beneficial brand will support the company in becoming an employer of choice and attracting greater candidates for the job (Taylor & Armstrong, 2020). Best way to start recruiting is by developing a strong job description, to help recruit the most suitable candidates for the vacant job. After all, job analyses, job description and person specification are essential to recruiting and finding the applicant that best fits the role (Hall, et al., 2020). Interviewing the candidates, is important to select the most qualified and the ones most likely to take the job (Indeed Editorial Team, 2021). Recruiting post pandemic can be a very delicate matter, as the industry has a high number of vacancies and a low number of potential candidates. A company may have to take tough decisions, such as hiring the wrong person because there are no other candidates or waiting for the right person and not filling the vacant job role. Either of these can be a financial loss and can put more stress on existing employees. Training the wrong candidate can be costly for the company and time consuming for the existing employees who must train the candidate. Yet not hiring anyone can be stressful and tiring for the current employees as they may have to do double the work. In the hospitality industry, working under pressure can be quite common, but having the extra workload could lead to even the calmest individual feeling stressed out. Excessive stress is one of the prime causes of employee turnover in the industry (Alexandra, 2022).
However, if the company is fortunate to find the right candidates for the vacant jobs, they can continue with the next stage of the employee life cycle, onboarding. This means welcoming new employees and displaying them with a great impression of the company. Offering them the essential information about the company’s goals, value, policies, and procedures without overwhelming them, will help the new employee quickly settle and start their work smoothly (Caldwell & Peters, 2018). Enabling socialisation and good relationship with colleagues will most likely help the new employee settle and enjoy their work. Minimising the likelihood of the employee leaving the company quickly, which can be costly for the business. Every individuals’ choice of a perspective company and stability in the job relies on the continuous development and growth opportunities they obtain. The development process of an employee life cycle involves continues training to improve employees existing knowledge and skills, to nurture new ones to support the company’s goals (Misra, 2022). This may require time and financial support from the company yet investing in employee development is beneficial to the company long term. That is because it can develop longer employee retention, can lead to better performance from current employee who will exceed their expectation with the right training. Both will save the company money, as it won’t need to hire new individuals to start training from basis, and highly skilled personnel will outperform competitions. Training is also part of keeping employees motivated and focused on the company’s mission. It also gives the opportunity of growth and career progress (Valamis, 2022). All this shows how important employee resourcing is in the function of the company. Personnel resourcing also includes the plan which determines the number of people the business needs for each sector, meaning the company will know whether it needs to recruit more individuals or must release them. A great personnel resource strategy helps the business identify and choose the best individuals that will be working for and with the company (MBA Knowledge Base, 2021).  Keeping employees engaged and productive is also a vital piece of employee retention (Kroth & Christensen, 2009).  Retaining employees, especially the high performing ones is crucial to the business, because if the employee leaves, it takes with him/her all the experience, skills, and knowledge to another company. So not only is it costly and time consuming for the business to recruit a new individual, but it also loses a valuable asset to the company (Tsai , 2018). The global pandemic has created a great resignation era which will temporarily disrupt the process of recruitment and retaining. This means that now, post pandemic, the HR in partnership with the manager must have good strategies in place and build strong relationships with current employees. After all a culture build around trust and respect generate a degree of loyalty (Sullivan, 2022). It is also helpful to ask the leaving employee the reason of their decision, as this will help the business work on its weaknesses and set up a suitable strategy to retain other employees. Knowing what the employees require, is useful in keeping staff happy and engaged. By having good communication strategies and connecting within the team on regular basis, the employer can find out what each of its employee needs, whether it’s better salary and benefits, time off or more support, a better work-life balance, or opportunities to progress (Pratt & Florentine, 2022). The pandemic also evoked many employers to broaden their wellness offering to support workers in their wellbeing. Workplace wellbeing is important, especially now with the stress and insecurity the pandemic has caused. Wellbeing helps the business sustain healthy and energetic workforce (Employee benefits, 2021). There are many factors to consider when it comes to retention in an employee’s life cycle, such as the ones detailed above, but also the age of the worker. While each employee has different needs as an individual, they also go through different stages in their career depending on their age. These career stages are as follow: for younger employees career advancement is essential and they may change jobs more often; workers 30 and over are looking at managing their career and satisfaction; senior employees are more interested in the job security and are less likely to change their workplace (Amadebai, 2021). If an employee decides to leave the business or leaves it involuntary for example because of disciplinary or end of contract, it is important that the separation is managed in a professional and mature manner, and as smooth as possible (Indeed Editorial Team, 2021). During the pandemic the industry had to separate some of their employees due to economic reasons, while some have left voluntary. Separation can be costly because of having to find replacement, or less costly long term when downsizing and paying the employee compensation. To minimise the impact of separation the company should do its best to retain the high-performance employee who are hard to replace. Considering some compensation to retain the employee, such as salary increase, extra day off, or a holiday to recharge can be more effective than replacing the employee (Anjali, 2022). Although the industry has tried its best to maintain their staff and stay afloat during the Covid-19 pandemic, many have still left the hospitality industry. To help recover, the government has launched certain strategies with a team of industry experts, such as working with National Employers to create a group in finding vacancies and helping employers fill those vacancies. Also, the Department for Education has added hospitality qualifications to their free courses for jobs which are offered to adults without a level 3 qualification (Gov.uk, 2021). This will help employers with training costs and may attract more individuals to work for the industry. Filling the vacancies and finding the right candidate is not the only thing the industry is struggling with after the pandemic. The rise of inflation makes it more difficult for the industry to recover. The extra cost of energy bills, due to oil and gas prices and the Ukraine and Russian war; and the rising cost of products and services, adds up to the struggle. Although the government has temporarily reduced the VAT for the hospitality industry, there are increasing costs in other departments (bbc news, 2022). The increase in living costs made many employees look for a secure and better paid job, making it more difficult for the hospitality industry to retain and recruit employees.
In a nutshell, the hospitality industry faces many challenges to retain and recruit new members. The hardest part is that the hospitality industry had no power over some of the factors that drove many businesses into this battle, such the pandemic, Brexit, and inflation. While employees are expecting more from the hospitality workplace, it is a struggle for businesses to offer more when they barely keep afloat. Having strategies in place to retain and recruit new workers is of essence, however it does not give businesses a clear road ahead. 
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