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The hospitality industry has faced many challenges in the past years and still is currently. Parts of the challenges are because of the Covid-19 pandemic and lockdown, some because of Brexit and many European workers leaving then country and lately because of the recent inflation and rise in living costs. The pandemic has forced the industry to close their doors and lose members of their team. Many businesses have been closed for a longer period; others have come up with alternatives to stay afloat. Brexit also had a huge impact on the loss of employees within the industry. And as businesses have started to recover, they’ve been hit again by the inflation. All these together made a big impact on the employee turnover rate and struggle to recruit while keeping the business afloat.
Many employees have left the industry when the pandemic first started, either because they were made redundant or because they’ve looked for a more secure job elsewhere. This has left the hospitality with a short number of staff which was manageable during lockdown as the hospitality accommodation in the UK dropped 92.2% (Gerwe, 2021). In addition to the pandemic, Brexit has drove more individuals to leave the industry (Farazad, 2020). This is because many have decided to return to their home country or had to because of the new visa requirement (Gov.uk, 2022). While the industry struggled to recruit in the past year after opening their doors again, the inflation drove more workers towards a career change; looking for a better paid workplace and leaving the hospitality yet again struggling to recruit. “The impact of rising living costs on consumer spending is starting to show, with a number of categories, including subscriptions, takeaways, and bars, pubs and clubs, seeing less growth than March as Brits begin to feel the pinch”, says Jose Carvalho, head of consumer products at Barclaycard (Big Hospitality, 2022). Hospitality, as one of the sectors directly touched by both economic and socio-political events, needs to respond more quickly to growing costs, wage expenses and labour shortage (Yvanovich, 2022). Currently vacancies within the industry are much higher than pre-pandemic. And while many individuals are looking for a job, the hesitation to work for the industry because of the insecurity of the job and low pay is still present. To best face this challenge, each hospitality business must have good strategies throughout all stages of an employee life cycle. Attraction being the first stage and possibly the most important one, and can be done through a job fair, giving individuals a flavour of the role (Kara, 2022).  In these challenging times businesses with reliable reputation have an advantage in presenting themselves in an attractive way, making the first stage of the employee life cycle easier. However, presenting the business to potential individuals is not enough to attract new employees. An analysis of the strength and weakness will help the business know the exact requirements and number of vacant roles (Taylor and Armstrong, 2020). An appealing value preposition and a thorough job description and expectation, and attractive benefits will help catch the interest of potential employees. An effective attraction strategy can be time saving for the HR managers when it comes to recruiting (Hall et al. 2020). That is because only the most suitable individuals will apply for the vacant job role. While attracting potential workers with a good salary, benefits, and other offers; it is essential to think about what the business can offer while still making profits. Putting all these specifications together will support recruitment by knowing what type of candidates the business is looking for and what qualifications they require, making selection more effective (Energage, 2021). The age of the candidate is also important as younger candidates are most likely to change career or look to progress in their career, while older candidates will most likely stay longer on the same job looking for security (Leonard and Levine, 2006). Knowing this might help with giving everyone the suitable role, for example a role that does not offer many opportunities for progression may be more suitable for an older candidate who will be happy to stay on the same role. Interviews are part of the company’s sales pitch and often the individuals first experience with the company. Starting with a welcoming environment that represents the workplace culture and involving current employees who have first-hand experience on the team is of essence, as its most likely the individual will put in a good word when describing the company to others, attracting more candidates (Picardi, 2019). Once the most suitable candidates have been selected, they can go through the onboarding stage. The role of onboarding is to support the new member with the essential information (without overwhelming them) giving them a welcoming experience and setting clear instructions and expectations to have a smooth and pleasant integration and be able to complete his/her role effectively. With this said personal-identity socialisation should not be forgotten. Meaning new workers might bring new, extra skills that might not be required to complete their job but can be beneficial and improve performance. So, listening to their perspective rather than suppressing them will help the newcomer connect with the team and remain engaged in their work (Gino et al. 2013). After the new member has settled, it is important to offer training to improve and develop new skills to support the company’s goals. Employee development necessitates a firm investment in terms of time, effort, and money, but those spendings will pay off handsomely in the long run (Management Study Guide, n.d.). For example, it always costs money to let go of an employee with inadequate skills or to develop those talents to the company’s standards. However, if those efforts result in longer-term employee retention, it's a win-win situation for all parties involved, as the costs are less, and the business has gained a more qualified employee who will be more competent; all thanks to a well-planned staff development strategy (Valamis, 2022). The pandemic had massive change in the dynamic’s employer-employee relationship. People want to know that their employers care about them, and businesses can't afford to miss out on opportunities to demonstrate this. Care and culture must come first if organizations want to keep people in a growing economy. To retain employee post pandemic, perks will have to include gratitude of well-being, flexible work environment and, where possible, the option of working from home (Choi, 2020). Retaining employees in these times means empowering their choices wherever possible (Peterson, 2022). The current inflation is something many employees are concerned about. Employers are also thinking about it. If they don't, companies jeopardise having distracted, anxious, and unproductive staff, as well as losing personnel to better-paid employment, which is very likely in today's competitive labour market. Companies can support their workers by offering flexibility and allowing employees to work from home, this way workers will pay less for traveling to work and lunch meals. Some businesses offer financial support by giving out vouchers for groceries and gas, which can go a long way in showing employees they are cared for as inflation rises (Mayer, 2022). Appreciation and recognition are also crucial factors that a company needs to take into account when it comes to enhancing employee retention. A kind word and recognising their effort shows appreciation and helps keep them motivated. When a company fails to retain a member of staff, a voluntary employee separation or termination happens. In this case, when an employee is leaving the company, it is important that the separation is processed with good feelings, for the company and its people. After all, former team members who have been dealt with gracefully at exit time, can be powerful brand ambassadors (Human Resource, n.d.). At the time of the separation, it is important for the HR personnel concerned with the separation process to carefully gather valuable feedback and insights on the company’s strengths and weaknesses. These valuable insights can be collected through exit interviews to help the company to reduce future attenuation (Kandar, 2022). At the present time, it is essential for businesses to have a strong retaining strategy and a great attraction strategy, in order to maintain its current workforce and take on board new members and skills. This will minimise some of the costs the industry is facing in these times of crisis. Because of the anxious employees and the lookout for a secure job, the hospitality industry could offer Covid insurance to give a feeling of security in these uncertain times (Davis, 2022). Also offering meals to workers during break time, might be an attractive offer which most likely won’t cost the business more as it must stock up on products for clients anyway. The hospitality industry has always been known for its high turnover rate, meaning that businesses have not considered employee retention, or have been putting in place strong strategies to maintain its employees. Either way they have not foreseen these struggling times when retaining and hiring is more difficult than before. For example, some businesses may have great strategies to keep its employees happy and engaged but may now not afford to offer more financial support because it’s still recovering from the pandemic and has the rising costs to consider as well. This may lead to its employees to look for a job elsewhere, leaving the business on the brick of closing. Companies in these situations must decide whether to take on a loan to be able to offer higher salaries for its current employees and hope that it will be worth it long-term when profits start to come in; or loose valuable workers and remain open with short staff in the hope that it will stay afloat and not be forced to go bankrupt. The difficulty the hospitality industry faces in 2022 is because of the end of government support, rent and tax bills being due, high rate in labour shortages and inflation adding the extra costs (Whyte, 2021). 
In conclusion, the hospitality is facing a massive challenge when it comes to retaining its employees, as the turnover rate has drastically increased because of employees leaving the industry for jobs that offer them higher salaries, more flexible time, a healthy work-life balance, job security and importantly post pandemic a stress-free and healthy work environment. Retaining employees should be easy with a great employee retention strategy, however all the other recent factors have added pressure on the industry. Such as the pandemic, which has made the industry to be seen as an unsecure workplace with high levels of stress. And Brexit which has brought with it an immense loss in hospitality workers. And the rise of living cost, meaning that products and services are more expensive, and workers are expecting more financially from its employers. Leading businesses to struggle economically in addition to the struggle of retaining valuable employees. 
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