






Review and analyse the current challenges facing hotels in managing their employee turnover in the UK.
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The hotel industry is developing an ambitious sector the employers need to be conscious of the employee turnover and how it affects their companies and the relevant changes that might affect their goals and strategies. This essay will introduce the importance and the challenges that the hotel industry is facing to managing their employees specially in UK. 

To evaluate this impact is very important to understand the role which the hotel industry is acting now, is better to know what is employee turnover which refers to the part of employees who leave the organization this fact if affecting all the leavers who’s made as voluntary, involuntary, resign or redundant. The employee turnover is not necessary negative as far the company is effective and competent specially if the cost of the recruitment and development is lower and efficient. However, when the recruitment cost takes several weeks in likely to become a problem.
UK has been experiencing a relevant change in this sector which has been affected massively the last past years as de Brexit or the pandemic situation. Many companies have been suffered a hard beat in their employee structure and financial situation, “the reasons behind turnover may highlight issues within the workforce such as dissatisfaction with career progression opportunities. Employers should strive to address any issues and seek to make sure their employees experience, reflected in overall job quality”. (Cipd,nd) 

The measuring of the employee turnover is important when a company must consider the several costs that are associated this impact such us administration of resignation, recruitment and selection costs, covering the post period when the vacancy is available and the induction for the new employee. Also is very important the reasons of the employee turnover in order to open a tracking of the issues and apply a solution. The reasons which potentially causes the employee turnover in the hotel sector are the employees are overwhelmed by amount of work, lack of recognition, company culture, poor relationship with the management, remuneration and benefits and poor learning and developing opportunities. Nevertheless, there are not only the objective reasons, but turnover has also been reflecting through unforeseen circumstances such as the Covid-19, “UK business were forced to shut down and most of the employers needed to operate a job retention scheme provided by the Government to allow the employees retain their employed.” (Dorfman,nd). 
During the last few past years, the covid 19 has been made massively impact in UK and has been involved into many challenges that the population and the government had to support to save the industry. Business tended to operate low margins due to a lack of economic resources and high volume of costs. The UK hospitality converted in a vulnerable sector which the government had to implement an action with social interactions and around £325bn of financial support including a VAT cut and business rates relief. 
The adaptability of the hospitality sector has been incredibly significant had proven a resilient and modify constantly their operations system in many ways, this adaptability made a sight for the business that have survived during the unprecedented times.
The resilience that the government had to adapt during the pandemic was “building a financially stable, dynamic, innovative, green sector that supports jobs, vibrant communities and creates places where people want to live, work and visit”.(govuk,nd) They implemented some measures as the long term relationship between tenants and landlords, improving jobs and skills, international trade and tourism, environmental sustainability, championing and community wellbeing and establishing and hospitality sector council which can monitor and deliver the commitments from the opening to recovery until obtain the resilience.
During this process the government has been experienced 3 stages until reach the resilience which starts from the reopening passing through the recovery and the final is obtain the resilience.
In the reopening the government offered a roadmap to reopening which on 22 February 2020 settled a step to follow up in order to afford the opening all the areas of the economy linked with the lifting of the measures and backed by a massive vaccination scheme. The hospitality faced a hard reopening program within a strict health and safety risk assessments to prove a safe workplace employers and employees needed to clean regularly surfaces, improve the air flow, ensuring that costumers and staff who is not feeling well not attend the environment and transmit about the safety rules through all the people involved in the environment system. Nevertheless, the financial support has been crucial for the reopening of the hospitality sector. During the last few past years, the covid 19 has been made massively impact in UK and has been involved into many challenges that the population and the government had to support to save the industry. Business tended to operate low margins due to a lack of economic resources and high volume of costs. The UK hospitality converted in a vulnerable sector which the government had to implement an action with social interactions and around £325bn of financial support including a VAT cut and business rates relief. 

The turnover is significantly a grand cost for the employers that not all the companies can easily afford, “the research of the average cost for an employee would be around of £5,433” (brightr,nd). The hiring cost is variable depending on if the company is using an agency which is charging 10% or 20% of the annual salary, otherwise only the advertisement into a website would be cost around £150 per month. Therefore, the cost of onboard training might vary depending on that the job is offered, also is very important count the loss of the productivity which for an employee to be precise is taken an average of 28 weeks.
Brexit has been impacted the hospitality sector gradually comes with raft legislation around recruiting works from EU, right to work and need to become with an approved employer sponsor which means only qualified workers could apply and guarantee the right to work in UK, for decades hospitality has experienced a skills shortage and by 2019 has been accepted as labour crisis with too few available hospitality hires, employers were actively looking to new talent pools for entry level roles, such as older workers, ex-offenders, or candidates from other sectors. In a Post- Brexit situation, is reflecting of hiring for a bunch of candidates with a shortage of experience tends to be difficult adaptability for the employee and a crucial situation when an employer must to provide a qualified service. 

To run a successful business, the company should analyse the processes of the employee to ensure that is operating as efficiently as possible, there are numerous ways to track the performance of the employee, however, one of the most effective methods is to apply the SWOT analysis. A SWOT (strengths, weaknesses, opportunities and threats) analysis is a planning process that helps your company overcome challenges and determine what new leads to pursue. The SWOT helps to identify the company’s strengths, weaknesses, opportunities, and threats and the primary objective is to develop the awareness of all the factors involving in making a business decision, company should perform a SWOT before commit the employee to any company action, ether you are exploring new initiatives, revamping internal policies, considering opportunities to pivot or altering a plan midway through its execution and helps to find ether you are exploring new initiatives, revamping internal policies, considering opportunities to pivot or altering a plan midway through its execution.

In UK the performance of retain a higher volume of the satisfied employee is one of the most important in the world as is it is a competitive sector, the companies are adopting an attractive way to retain their best workers, employees will know that will be recognised for their contributions, will see an opportunity to develop and create a carrier in the company, and will understand when organizational change happens and why.
The engagement and the retention are important as the company must establish the expectations and policies which makes and idea of what will be expected from the employee beforehand.
On the second stage which is on board, the employees who have been successful in the recruitment process would need to accept the job offer which the company provides and becomes a part of the team, therefore the company is in charge to provide the policies and procedures even though introduce the employee in the company culture and providing the tools to make an efficiently work.
The third stage refers to the employee development in the company, in this stage the company is tracking the performance of their employees proving constructive feedback in based of their reviews, this makes for the employee gain the confidence and the motivation needed, this makes a way to encourage a professional carrier and setting up goals.
Retain the employee is one of the most important part of this cycle as it means that the company has been appreciated the develop of the employee and is recognising the role. The company takes an action and can reward the employee with pay raise or gather into a better position and more convenient conditions.
The final stage of the employee cycle is the off board, which wherever the situation is the employee leaves the company which HR must follow up to keep tracking the performance the company in this case with the former employee.
Furthermore, the employers can develop a retention strategy that focuses on the particular on the issues, organisations should consider the following practises, which all help to play a positive role in improving the retention such us be flexible an accommodate the preferences of the employee, and schedule flexible patterns. Treat the people fairly, if the distribution of the rewards is likely unfair, it’s the major cause of voluntary resignation, the management should consider the perception of capability of the team and apply a fair distribution of the rewards. Pay attention for the employee well-being and support the managers on common issues as stress at the workplace and presenteeism. Enable career development and progression, the company should offer the same opportunity to everyone and promote and maximise the chances to develop the skills and careers, where the opportunities are not successful the company should offer sideways to encourage the developing spirit and avoid the turnover. Consult the employees ensure that the employees have a participation and way have a way to express their opinion through surveys or consultations, track through this way the performance the team is the best provider of employee care.
Another improvement for the employee engagement is organising a coaching with other experienced employees, coaching is important to create leadership and management competency the method is gather the productivity, this engagement creates an environment where people want to do well because they feel appreciated and part of something bigger than themselves, coaches set clear expectations and performance goals, as result of coaching people tend to be more committed and engaged.
“Employee life cycle management is considered a crucial function of the HR department because it deals with the most valuable asset of the organisation: its employees”. (Techtarget,2020)

The conclusion of this essay is that UK has been developing through the methodologies and stages, a reliable system to managing the turnover from employees even during under difficult situations, the companies are trying to apply these methodologies, and constantly innovate them makes the company and the hospitality sector one of the industries with more potential industry in offer evolution and resilience. Also, UK has been demonstrating the increasing of the resilience which accomplish all the targets during the social and financial crisis since the pandemic starts. The importance of having a happy and reliable employee is very relevant as the individuals want to successfully contribute to winning teams and organizations and make the company profitable and see an opportunity to grow and make them appreciated.
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