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Review the analyse the current challenges facing hotels in managing their employee turnover in the UK.

The hospitality sector in the UK is facing a hard time post covid 19, it is now harder than before to recruit people, keep them engaged and motivated. Staff members that are unhappy and uninspired naturally will not be able to represent the qualities connected with hospitality. According to Chiang, C.-F., and S. Jang, [2008]. Employee performance and retention are heavily influenced by motivation. A hospitality operation's employees must be treated with respect. Smaller businesses without a human resources department should use time and money as justifications. Employee turnover, inability to generate repeat business from guests, and negative performance will all cost more in the long term if inadequate training and uninspired motivating strategies are put forward.  This paper will examine the consequences of disregarding employee motivation, the cost of employee turnover, the benefits of employee motivation, our employees' requirements, and how to keep them engaged. Employee turnover is a significant issue in the hospitality sector. 

The hotel sector in the United Kingdom is regarded to be one of the fastest growing, and rapidly changing characteristics. This dynamic industry has emerged as a major driver of service sector growth. However, due to excessive personnel turnover, and post covid 19, this sector is experiencing an economic downturn, creating a worrisome scenario within the hotel business. Due to high staff turnover, which has climbed by 60% in just 2-3 years, this has raised costs and put great strain on the hotel business. According to Charles, K. R., and L. H. Marshall, [1992], the hotel industry's staff turnover rate is double that of other industries. The hospitality business is known for its high personnel turnover rate, which continues to be a challenging task. Employee turnover rate is defined by, Cheng, A., and A. Brown. [1998], as the rate at which employees depart a company and are replaced by new workers. According to Chitiris, L, [1988], hotels are experiencing the difficulty of employing new personnel owing to the high turnover rate of employees in the hotel business, which has had a significant impact on the efficiency and effectiveness of the hotel's working environment. According to Chitiris, L. [1990], 44 percent of hotel staff abandon their jobs because of poor working conditions.
From food to beverage to tourism and travel, the hospitality industry is responsible for a wide range of segments and job sectors. Apart from the numerous obligations that the hotel sector must deal with, personnel difficulties have increased dramatically in the hotel industry. Employee turnover is believed to be as high as 200 percent each year. The majority of hotels are unable to retain personnel, resulting in exceptionally high employee turnover. Employee turnover has increased dramatically. Furthermore, confusing job requirements, poor communication with hotel management, a lack of flexibility, a hostile work atmosphere, and a lack of recognition have all been linked to employee turnover in the hotel business. Employees are frequently unable to express their expectations effectively with hotel management, making it harder for them to stay in the business and seek out for other job opportunities and meaningful employment. when employee is dissatisfied and unmotivated due to bad management, naturally this will have a bad impact on their performances. As stated Chitiris, L. [1988], 40% of workers are unaware of their tasks throughout the recruiting process and may find it difficult to continue working. It is the manager's responsibility to appropriately monitor the staff in the hospitality sector to ensure seamless business operations.  Cline, R. S. [1997], argues, most hotel managers are unable to communicate effectively with their employees, which leads to workers quitting. Inadvertently, a manager's misunderstanding might have a negative impact on a worker's job happiness and contribute to staff turnover in the hotel sector. Furthermore, in the hotel business, 70% of employees rarely have a defined schedule, making it difficult for them to arrange their personal activities. This also implies that employees will not be able to anticipate a flexible work schedule, which would add to job anxiety. Another reason for high turnover is that the hotel sector is very demanding, and the work atmosphere in such settings may easily stress and fatigue a normally calm employee. Employee turnover is considerably higher in this sort of work environment. However, this is not the sole cause of high turnover; a poisonous or unpleasant work environment can also cause an employee to leave. While there are several reasons for high turnover rates, one of them is a lack of acknowledgment. Regardless of its title, the hospitality sector is clearly all about expectations, hard labour, and unpredictable work hours. Unfortunately, the fact is majority of employees' hard labour goes undetected and unappreciated. Employee burnout can occur when employees struggle to meet corporate goals and feel ignored, Deery, M. A., and R. N. Shaw. [1999]. Thirty-five percent of employees begin to believe that no matter how hard they work, they will always be neglected, leading to dissatisfaction. As a result of these factors, this industry has a poor retention rate.
The hospitality business is labour-intensive, service-oriented, and known for its high turnover rate as well as worker variety in terms of culture, background, and age. It is, nevertheless, convenient to state that the hotel sector is all about people. When people become a company's most valuable asset, managing them is no longer enough to be competitive in today's market. In such situations, the role of leadership is highlighted as critical to the organization's long-term success. As, Fisher, C. D., and X. Y. Yuan. [1998], states, leadership style, effectiveness, and execution motivate people to complete tasks beyond organisational goals, hence assisting in the achievement of the firms’ incentives. Similarly, a poor leadership style might cause an individual to leave the company or damage their job expectations. According to Hackman, J. R., and G. R. Oldham. [1976], laissez faire leadership is a noteworthy strategy to be applied in the hospitality business since it helps to improve organisational performance and hence provides a pleasant work environment. Laissez faire leadership (LFL) is described as the form of leadership in which leaders give workers the authority to make work-related decisions. As Iverson, R. D., and M. Deery. [1997], discusses, such leadership approaches have insignificant impact on groups and make it impossible to discern between leaders and followers. However, Karatepe, O. M., and A. Sokmen. [2006], argues, that when workers work in an atmosphere where LFL is practised, they feel inspired, which has a beneficial impact on employee turnover. While Silva & Mendis [2017] claim that the laissez-faire leadership strategy is potentially expressive in nature, this is not the case. According to Iverson, R. D., and M. Deery. [1997], the laissez faire approach is great for the hospitality sector since it increases employee work satisfaction and reduces the likelihood of employee turnover.
Transformational leadership is a leader's approach to collaborating with staff and recognising systemic changes; it also aids in the creation of a vision and innovation for an organization, Karatepe, O. M., and O. Uludag. [2007], discusses, employees are known to be inspired by such leadership styles, which increases their motivation. According to Kovach, K. A. [1987], transformative leadership may help staff members achieve their incentives, provide inspiration and commitment, and dramatically reduce attrition. As stated by, Lee-Ross, D. [1993], transformational leadership has a beneficial impact on job satisfaction because employees are given the freedom to share their opinions, which helps to improve the work environment and reduce turnover. Pizam, A., and S. W. Thornburg. [2000]. claim that transformative leadership is entirely reliant on people who are driven to work hard, but that if the employees do not respond to, feel, or connect with the leaders, they will be lacking in being motivated. This is one of the reasons why transformative leadership may fail. However, according to Simons, T., and C. A. Enz. [1995], transformational leadership promotes employee-leader relationships and encourages individuals to stay longer in the firm. These are the traits of transformative leadership that never change. According to Wiley, C. [1997], democratic leadership is a style that encourages group members to actively engage in decision-making. This is also agreed by,Wong, S., V. Siu, and N. Tsang. [1999], democratic leaders take into account the opinions and decisions of workers, making them feel appreciated. Furthermore, democratic leadership is a human relations method in which all workers are valued contributors to the ultimate decision, which stimulates them and reduces the likelihood of turnover. However, Jain, S, [2000]. On the other hand, argues, while democratic leadership can enhance employee morale, it takes a lot of effort and is not regarded an idealistic approach. This is again, argued by, Laura Lake, [2010], democratic leadership not only improves employee job happiness, but also benefits them by their talents, encouraging cooperation, and lowering employee turnover. Furthermore Karatepe, O. M., and A. Sokmen. [2006], admits democratic leadership is participatory and beneficial to workers; the characteristics of this leadership include encouragement, kindness, and encouraging employees to participate, which encourages them to stay in the business and so helps to reduce turnover. However, according to G. Arabhavi, P. [2018], even if employees are encouraged to engage in decision-making, some employees are hesitant to voice their opinions owing to fear of rejection. As a result, democratic leadership application lacks consistency, and employees may lose faith in their boss.
Employee motivation is puzzled by the fact that employees very often influence themselves based on their understanding of what they want to do and how they may fulfil it. Managers who figure out what their people want from work, on the contrary, may create a work environment that meets their desires and ambitions. At the same time, knowledgeable managers may be able to avert frequent errors that demotivate employees. As reported by Riley, Laura Lake, [2010], the tourism and hospitality business is the world's biggest industry sector, confirmed by the World Tourism Organization. Despite concerns regarding defining the interpretation of tourism as an industry, it is estimated to be one and a half times larger than the next largest industry in terms of employment. Over the previous several decades, the accommodation industry has continued to grow at varying rates, and this trend is expected to continue in terms of development and job numbers. Hotel managers have tried different motivating strategies and approaches to acknowledge the issues of decreased productivity among their hourly staff, Karatepe, O. M., and A. Sokmen. [2006], discusses, they are built on reward systems that have minor value for hourly staff members, most of these trials have had limited success. A corporation like this would have a competitive edge over competitors who could be dealing with high absenteeism and turnover, costly re-training programmes, and production stutters. Wiley [1997] underlined that effective training may be used to compensate for a lack of talent. In the event of environmental challenges, changing the environment to encourage improved performance is critical. If motivation is the issue, however, the remedy is more difficult and time-consuming.The finest source of information regarding motivating issues would be the employee. Employers may restructure employment, improve compensation, adjust the working atmosphere, or offer extra credit for work done based on employee responses about what sparks and maintains their desire to work. The issue is for managers to avoid assuming that what inspires them would also motivate their people.
This essay has critically assessed and studied the dilemma that the hospitality sector in the United Kingdom is facing, as well as leadership tactics that may be used to ameliorate the problem. This paper also included theories on the topic. Employee turnover has become a big worry in the UK service sector, and it has had a substantial impact on the organisational performance of a number of hotels. Employee turnover is one of the most concerning concerns, and it is connected to various factors, including those mentioned above. In the hospitality sector, staff turnover has a significant influence on the hotel's direct and indirect expenditures, as well as the issue of hiring and training new personnel. To reduce the continually rising rate of staff turnover in the UK's hospitality business, a transformational, democratic, and laissez faire leadership strategy might be adopted.
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