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Introduction
The human resources are the ones that operate the business functions of the organisation and help it to grow. Recruiting new employees is always a challenging and cost-consuming task for the organisation and thus it heavily focuses on retaining the existing employees. However, it is being noticed that the employee life-cycle within the hospitality industry has reduced at an alarming rate. This is causing greater trouble to the human resources managers of the hospitality industry. Different reasons associated with the recent increase in employee turnover have been found out. The discussion also makes it clear that employee retention is the possible solution to the problems. It is the human resources department of the hotels that need to identify the possible strategies that will help them to retain the existing employees and make them work for the organisations. There are changes in the internal and external environment of the businesses in the hospitality industry and they are causing employee turnover in the hotels. Now, it is the duty of the human resources managers, along with the management of the hotels, to adopt different change management approaches so that they can get the benefits of employee retention and reduce employee turnover rate in the industry. This report will deal with all of these aspects within the human resources management approaches in the hospitality industry of the UK.

Main Body
Managing the human resources is one of the crucial tasks for the management of the organisation. The human resources are the ones that operate the business functions of the organisation and help it to grow (Wood, 2020). Recruiting new employees is always a challenging and cost-consuming task for the organisation and thus it heavily focuses on retaining the existing employees. However, it is being noticed that the employee life-cycle within the hospitality industry has reduced at an alarming rate. This is causing greater trouble to the human resources managers of the hospitality industry (O'Fallon and Rutherford, 2018). 
Challenges in Employee Turnover

Porter’s Five Forces Analysis 
Political Factors
The political factors play a crucial role in determining the longivity of employee life cycle within the organisation. In recent times, the example of Brexit can be mentioned here. Due to Brexit, the economic condition of the UK has suffered. As a result, the income of the people has lessened due to increase in inflation. Now, employees getting better salary offers have decided to shift to new workplaces with the hope to get value for money (Marson, Cameron and Jenkins, 2018). Similarly, many foreign or European employees have left the UK for their countries as previous financial and non-financial facilities are not available in the UK.
Economic Factors
The economic factors are playing some critical reasons behind the employee turnover in the hospitality industry. Economic recession during Brexit and post-pandemic is not in good shape in the UK. As a result, the hotels are suffering from scarcity of customers. Thus, the salaries of the employees are not being given on time. Similarly, repeated inflation events are reducing the purchasing power of these employees, and thus they are switching to another industry with a hope to get better salaries (Lee, 2017).
Social Factors
For the last few years, social factors have become one of the major factors behind employee turnover. The global pandemic has worked as the catalyst here. Hospitality industry is the worst sufferer of this pandemic situation. Now, the employees have realised that they do not have job-security in the industry. Similarly, their career growth opportunities have also shrunk (Griffin, 2020). These factors have become demotivating the employees to work in the industry. As a result, the employees are deciding to shift the industry. This is causing employee turnover.
Technological Factors
The modern era is the era of technologies. The importance and application of technologies in the hospitality industry is increasing with time. Now, it is essential for the human resources managers to train the employees with technologies. It is being noticed that employees from generation X and a good portion of employees from Generation Y are unaware and reluctant to accept these technological changes (French, 2018). As a result these training activities are not making an impact on their activities and thus they are lacking the required skills. Similarly, technologies are also replacing humans and thus the hotels are not relying on the human resources efforts. As a result, these employees are being laid off by the organisation. This is also becoming one of the reasons behind the increase in employee turnover.
Legal Factors
The legal factors have consequences over the employee turnover as well. The recent rules at the time of global pandemic have affected the employee satisfaction at the workplace and their security to the job. The rule of allowing half of the workforce to the workplace or complete shutting down have actually demotivated the employees. As a result, the employees have laid off their jobs. Likely, the hotels have also terminated the employees (Chen and Wang, 2005).
Environmental Factors
The environmental factors have not been found to be the reasons behind employee turnover so far, and thus it has no impact over jobs and job satisfactions of the employees.
Benefits to Retention of Employees
From the discussion above, different reasons associated with the recent increase in employee turnover have been found out. The discussion also makes it clear that employee retention is the possible solution to the problems. It is the human resources department of the hotels that need to identify the possible strategies that will help them to retain the existing employees and make them work for the organisations (Baum, 2020). The benefits of employees retention are being highlighted below:
Operational Excellence
The hospitality industry of the UK is highly employee centric. Retaining the employees help the human resources managers of the organisations to employ the current employees to perform the regular functions of the hospitality activities. As these employees are already trained and used to the operational and cultural practices of the hotel, thus they can help the hotel to gain operational excellence (Book, Gatling and Kim, 2019).
Lower Costs on On-boarding to Training
The hotels of the UK spend a big amount of money after recruiting and training the new employees. This large amount of expenditure can be avoided each year if the current base of employees can be retained. This benefit is particularly applicable in this time of economic downfalls.
Ensuring Satisfactory Customer Services
Customer satisfaction is the key factor behind the success of the hotels from the industry. These services become ensured when the employees are perfectly trained. The current base of employees are well aware of the cultural practices at the organisation (Chen, 2018). Thus, retaining the employees helps the hotels to serve the customers as per their promised services, which ultimately brings customer satisfaction.
Higher Return on Investments
Profitability of the hotels can be ensured when there is higher return on investment. The employees are assets to the hotels and thus when a minimum amount is to be spent after them and the employees serve the organisation for a longer period of time, the returns on investment after the employees are being achieved by the organisation (French, 2018). 
Development of Organisational Culture and Brand Image
The organisational culture and a positive brand image get developed about any hotel when there is a higher employee retention rate. The stakeholders of the hotel remain satisfied with the performances of the management of the hotels that have satisfactory employee retention (Frye, Kang, Huh and Lee, 2020). As a result, the overall financial and nonfinancial performances of the hotel increase.
Change Management Approaches
There are changes in the internal and external environment of the businesses in the hospitality industry and they are causing employee turnover in the hotels. Now, it is the duty of the human resources managers, along with the management of the hotels, to adopt different change management approaches so that they can get the benefits of employee retention and reduce employee turnover rate in the industry (Griffin, 2020). The following change management approach is being advised:
Kurt Lewin’s Change Model
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Implementing the changes within the environment of the business is not certainly easy for the human resources management of the hotels. The human resources management of the hotels need to identify the reasons behind the changes and can then set change strategies. From the discussion above, it is understood that there are areas like financial benefits, job security, training and development and a few other reasons that are affecting the employee mindset within the industry. Thus, the human resources managers need to take strategies and actions to implement the changes within the workplace (Hersey, Blanchard and Johnson, 2017).

In order to bring the changes, involvement of the parties associated with it are to be informed and engaged. The human resources managers of the hotels have identified that employees are suffering from job security and career growth (particularly after the global pandemic and on-going economic inflation). Thus, these employees are to be ensured that their jobs will be secured and they will not see situations line laying off without prior notice. Likewise, the current workforces are to be heavily involved in training and development programs. It is certain that the employees will not accept it positively as development is critical for anyone. The human resources managers need to ensure that these changes are for their own good too (Li, Yao and Chen, 2021). Likely, involvement of technology has become essential in hotel management, and thus the employees need to accept the integration of technologies in order to ease their operational processes.

In the refreeze process, the human resources department needs to take cumulative actions to ensure the sustainability of the changes. Significant changes in the work culture is to be brought so that the employees do not feel left alone anymore. Training and development are to be focused alongside ensuring job security and career growth. The employees can be given promotions as they have put their effort during the pandemic. This will increase their salaries and thus they will have financial security in this time of recession. Similarly, regular training and development sessions are to be arranged in order that the employees can get accustomed with the technological changes and can make them skilled (Mistry, Okumus and Orlowski, 2021). In a nutshell, overall changes are to be brought in the organisational culture and make it fixed for the coming years so that employees' positive work environment can be created in the industry. This will eventually employee satisfaction and help in executing employee retention strategies.
Kubler-Ross Change Curve
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Changes are not always an easy option for everyone, and thus emotional expressions are expected while going through the changes stages. It is well understood that the employees from the hospitality industry will not accept the changes in the operational and cultural practices within the organisation positively at the initial stage (Wiitala and Mistry, 2022). Expressions of their frustration or anger with the implementation of technology and necessity of regular training and development programs are expected. It is sure that these employees will start bargaining with alternatives as they will need to develop their skills and expertise. Thus, this will lead to depression. The human resources managers of the organisation can take steps in this case in order to motivate the employees. The management of the hotels can promote the employees to new positions and offer a friendly and supportive work culture (Hersey, Blanchard and Johnson, 2017). As a result, the employees will get both financial and non-financial benefits and will accept the necessity of the changes. Thus, they will accept changes over time.

Conclusion
There are changes in the internal and external environment of the businesses in the hospitality industry and they are causing employee turnover in the hotels. Now, it is the duty of the human resources managers, along with the management of the hotels, to adopt different change management approaches so that they can get the benefits of employee retention and reduce employee turnover rate in the industry. The global pandemic has worked as the catalyst here. Hospitality industry is the worst sufferer of this pandemic situation. Now, the employees have realised that they do not have job-security in the industry. Similarly, their career growth opportunities have also shrunk. These factors have become demotivating the employees to work in the industry. As a result, the employees are deciding to shift the industry. This is causing employee turnover. Training and development are to be focused alongside ensuring job security and career growth. The employees can be given promotions as they have put their effort during the pandemic. This will increase their salaries and thus they will have financial security in this time of recession. Similarly, regular training and development sessions are to be arranged in order that the employees can get accustomed with the technological changes and can make them skilled. In a nutshell, overall changes are to be brought in the organisational culture and make it fixed for the coming years so that employees' positive work environment can be created in the industry. This will eventually employee satisfaction and help in executing employee retention strategies.
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