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Review and analyse the current challenges facing hotels in managing their employee turnover in the UK.
Employee turnover has long been a cause of concern in the service business, particularly in hotels. Employee turnover has an impact on product and service quality. High staff turnover rates, according to Mok and Luk (1995), are a serious labor concern in the hotel industry, and the influence of job attitudes such as organizational commitment on employee turnover has been proved to be considerable (Griffeth & Hom, 1995). Because the majority of hotel staff turnover occurs early in their careers, it has a significant impact on organizational commitment and future effective client service delivery. The hospitality industry in the UK is one of the largest, including everything from restaurants and pubs to hotels.
While it has always been a great place to work, keeping employees in the hotel industry has always been challenging. 
The amount of workers that leave a firm over a specific time period is referred to as employee turnover. This includes employees who voluntarily quit, retire, or are laid off. Employee retention, on the other hand, is a firm's ability to keep its staff. Personnel are, as we all know, a company's most precious asset (Haldorai et al,2019). So, in order to keep employees for a long time, the employee lifecycle must be well handled. The duration of employment varies per organization.
In summary, the employee lifecycle of a company includes talent acquisition, recruiting, onboarding, development, payroll, retention, and separation. Employee life cycle management is an important corporate function since it works with the organization's most precious asset - its personnel. 
The hotel business has long struggled to discover what actually inspires and motivates hotel employees. The nature of the work, poor compensation, and long hours are all thought to contribute to high employee turnover in the hospitality business. In addition to coping with the turnover challenge, hospitality industry may need to address job satisfaction on a continuous and important basis (Chiang and Jang, 2008). Every company relies on the employee lifetime.
The employee lifetime encompasses all of an employee's behaviours from either the time they enter a firm until they quit. By adopting a proper lifecycle, the company may achieve its aim and keep personnel for a longer amount of time (Sonali Gupta, 2018). Employee turnover has always been a problem in the hospitality industry (Parag Arun Narkhede, 2014). This is attributable to a combination of variables, some of which are beyond the business owner's control. There are several reasons why people want to leave the hotel industry, and some of the most prevalent are listed here.
Among the most difficult issues for company managers to deal with is the fact that labour turnover – or low employee engagement – does not always indicate that their business is a bad workplace. Sometimes a worker is just unsuitable for the position, and this isn't noticed until after they've been employed (Blythe, 2021).
After all, not everyone loves working with customers. Even after receiving the best training, some people are unprepared to deal with the fast-paced atmosphere of the hospitality sector. While this may be depressing, it does not indicate the company's capacity to offer a healthy work environment for its workers (Tash Blythe, 2021).
By essence, hospitality firms occur at various hours than many other types of enterprises. This is because the busiest hours correspond to when the percentage of working class is available to visit firms. As a result, individuals in the hospitality industry can expect to work vacations, weekends, and late evenings.
These most devoted employees may find this way of life unpleasant after a while (Tash Blythe, 2021). As a consequence, individuals may look for a job that makes it easier to strike a healthy work/life balance.
Furthermore, the periods in the hotel business are frequently longer than in other industries. Breaks aren't always as easy to come by. Employees may get utterly exhausted as a consequence, and this is among the most significant factors influencing employee retention in the hospitality industry. 
Not only are the hours unsociable, but they also do not belong. One of the most tempting features of employment in hospitality is the flexibility of shifts and timetables, but it is also a likely cause for employee turnover.
Because of the nature of the industry, hospitality staff must be versatile in order to satisfy the company's needs (Blythe, 2021). For example, if a restaurant has a large booking, it may be important for bringing in extra personnel at the last moment. C consequently, labour schedules frequently alter late in the day, which can be stressful over time. There aren't always many opportunities for employees to participate in their work schedules. When a firm hires a handful of individuals, it might be tough for them to take time off without fear of upsetting the rest of the squad.
A successful transition in the hospitality industry is one in which everything runs smoothly and guests leave pleased and contented. When owners and managers go through a shift without making any mistakes or receiving any complaints, it's easy to forget that the workers are the ones who work so diligently to make it a reality. After all, it's considerably easier for people to focus on flaws than it is to praise a wonderful work. Because of the relief of completing a good shift, such employees are not often given the recognition they deserve. Despite their passion for providing excellent customer service, they may feel underappreciated and unsatisfied with the industry as a result. 
As previously said, the hospitality industry is fast-paced and can be challenging to work in. When communication breaks down or interpersonal conflicts go unresolved, a toxic work environment can develop. there is some point that makes the workplace toxic.  There is a lack of communication within the company, Cliques and exclusive behaviours, Poor management, poor leadership, Employees that aren't motivated, and Staff turnover is high. This type of work climate develops indifference, which can lead to employees losing interest in their jobs as a whole. I Customer service will suffer if personnel are no longer enthusiastic in their employment or feel driven to do more than that. As a result, the company's reputation and profitability may suffer (Haldorai et al,2019). Working in a toxic environment is hazardous to one's physical and mental health. Employees may believe they have no choice but to leave the organization as a result of this. Sadly, in the hotel industry, this is a major source of employee and staff retention.
Young individuals frequently enter the hotel sector and succeed there. Many people, though, search for work elsewhere. There are a variety of reasons for this, but one of the most prevalent is because they have limited chances for development. Often people look for opportunity for growth or advancement at their existing employment. If these options seem to be restricted, they are urged to do something else. This can have an effect on employee retention in the hospitality business, as many companies perceive their employees as part-time workers who will ultimately go. This approach, however, can be self-fulfilling, and staff who seek to advance in their hospitality professions may quit the company (Sustainability, 2022).
Employee engagement is advantageous to the sustainability and success of the firm. Hiring and training new employees requires time, effort, and money, and turnover can have a negative impact on the company's success. High turnover rate produces a slew of problems, including rising prices, expertise loss, and lower output. Employee substitution is expensive, costing anywhere from 16 percent to 213 percent of an employee's salary (Paulsen, 2021). Countless time is spent marketing the business, interviewing, onboarding, and training high potential employees. This results in a significant cost for the organization. When skilled staff leave, they take their knowledge with them. Employees' expertise and talents may be lost forever if they do not share their intellectual capital with their colleagues. This could lead to lower productivity and misunderstanding among those left behind on the team. Employee retention is vital for these causes, and some of the benefits are described below.
Turnover is highly costly. Hiring and training new staff takes time, and it takes much longer when layoff costs are taken into account. Inexperienced staff may also harm the customer experience, resulting in financial loss. A solid retention plan will save the company time and money. When worker morale is high, the workspace becomes a more pleasant place to work. Employees sense happiness and feel their organization is a fantastic place to work. Employees who are happy with their jobs are more likely to stick around and become strong advocates for the firm. Employees that have been with the company for a long time are more active and effective.
Long-term employees have had more opportunity to build their talents, can finish tasks in a timely manner, and are more committed to the growth of the firm. Per the studies, greater levels of participation correlate to higher productivity and work effectiveness. When firms prioritize employee engagement and productivity, employees notice and perform better. When workers are advised and expected to stay, they are delighted (Sustainability, 2022). Personnel that are happy exude happiness to their customers. Employee happiness correlates with strong engagement, which leads to better service quality. Employees that have been with a company for a long period can also solve complicated problems to boost client satisfaction. When a firm requires high skillset individuals, recruitment processes can be unpleasant and time consuming.
Organizations may devote more time to targeted projects to improve the employee operations and reduce turnover by lowering the amount of time spent interviewing and onboarding new employees. 
The fundamental hazard to every firm is a failure to invest in professional growth. There is one timeless reality that applies to all industries: top people will not stay if there is no potential for advancement (Paulsen, 2021). Some ways for keeping outstanding talent include as follows.
It's more about culture than training when it comes to attracting and retaining talent. People will go for firms that have a good reputation in their sector, and they'll look for innovation and check if their beliefs coincide with the company. Those principles must be supported by the culture.
Managers have a significant influence on the capacity of the company to attract and retain talent. They are the channel via which companies may pass on their talents and information to others. Assist them in becoming better coaches and mentors, and companies will benefit from improved team performance throughout the business in no time (Keller, 2017).
In the company, socialization fosters a sense of community affiliation, which is crucial in today's day and age (Keller, 2017). Workers will feel a connection to coworkers and will invest extra time understanding if the organization integrates more social cognitive events and objectives.
Employees who don't feel their present company can help them reach their professional objectives are 12 times more likely to consider quitting (future-of-work, 2021). It is the company's responsibility to inform prospective and current employees about these options.
People want to advance in their jobs, but companies are struggling to discover strategies to assist them. They want to be the location where individuals can succeed to preserve a competitive edge. The place where individuals can learn new skills, advance their careers, and become the greatest professionals they can be.
Employees are regarded as a company's most valuable asset, as we all know. So, to maintain people in the company for a long period, the employee lifecycle must be managed properly. People leave the hotel industry for a variety of reasons. The greatest danger to any business is not investing in employee development. Job satisfaction is beneficial to a company's welfare and wellness. Recruiting and training employees takes patience, labour, and capital, and high employee turnover may be detrimental to a performance of the company. As a consequence, employee retention is crucial. Organizations should adopt new strategies for retaining top staff.
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