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“The impact of current challenges facing hotels in their employee turnover in the UK”
The high rate of personnel turnover within a business might be detrimental to its overall effectiveness. By gaining an awareness of the factors that lead to staff turnover, it is feasible to cut down on employee turnover while simultaneously increasing employee retention. The "employee turnover rate" is the proportion of a company's total workforce that departs within a certain amount of time (usually on an annual basis), and it is referred to as turnover (Hope and Mackin, 2019).  The rate of employee turnover may have a negative impact on the performance of an organisation, which is especially true in the hospitality business. Because the labour market has a greater impact on the hotel industry than any other industry, if it is relatively simple to locate and train new staff promptly and at a cost that is reasonable, then it is possible to keep high standards of service supply while having a high turnover rate (MILLER, 2018). This essay will discuss about employ turnover and its impact on the hotel industry in current situations. It will also discuss about how hotel industry can overcome it and recover the loss due to it. 
In the history of the world, there has never been a public health and economic crisis on the scale of the Covid-19 pandemic. In December of 2019, China was the first country to be infected with the virus, and it quickly spread across the rest of the globe, leaving billions of people in terror and isolating themselves. In March 2020, in order to properly address the public health emergency, all businesses that were required to suspend their operations and send their employees home, without having a good idea of what would come next (Gursoy and Nunkoo, 2022). Although every industry was severely harmed, the hotel and tourist industry went bankrupt within a few days after the Covid-19 outbreak broke out in numerous countries in the spring of 2020. This occurred simultaneously around the globe. The hospitality sector has been dealt such a severe blow that its recovery has lagged behind that of other sectors in the nation and will continue to do so for a longer period of time than in other regions of the UK (Ivan, 2021). London is a powerful city due to the fact that its economy is so heavily dependent on international tourism and the corporate sector. The two most important markets in London have been hit particularly hard by the recent economic slump, and it will take the longest for these markets to recover.
During the pandemic, the hospitality sector has been forced to make challenging decisions about its workers as a result of the Covid-19 outbreak and Brexit. When the first lockdown was implemented in and all hotels were required to halt business, some members of staff were laid off, others were added to the Coronavirus Retention Scheme, and a small number of employees worked from home to complete administrative tasks (Mukha, 2021). When the lockdown was lifted, some of the employees returned to work. After the restrictions on the hotel industry were released at the end of July 2021, the industry needed a full-time staff team in order to get back up and running again.
In order to go back to regular operations, the hospitality sector has to adjust its employee lifecycle. The new market conditions that have been generated as a result of the pandemic and Brexit and over 90,000 EU employees had left the sector (Mukha, 2021). London was hit particularly hard by this loss, as an estimated 75 percent of the city's workforce originated from EU countries prior to the Covid-19 outbreak. London was the city that suffered the most from this loss. There is no question that skilled EU workers are an essential component of the success of the industry, the general public should join the hotel business in urging the government to swiftly ease the return of skilled workers in the field. It will take some time and effort to change how the public sees the industry. Because of lockdowns, the firm's reputation has suffered, and a litany of falsehoods about the industry, such as low pay and lack of flexibility, has been perpetuated as a result (Roseman, 2020).
The first stage of the employee life cycle in the hospitality business is the process of recruiting new workers. A hotel's brand awareness, values, and business culture are all key factors to consider when trying to recruit new workers. Additionally, the hotel's salary and benefits packages, which are all tied to employee attractiveness, are also important factor (Sueabunthong, 2021). The hotel industry is entering a period of the employee lifecycle in which it will profit from more flexible working hours and an increased emphasis on the mental health and well-being of its employees. The next step in the employment lifecycle is to fill open positions with new workers. The Human Resources section of hotel industry makes use of employee recommendations in order to discover the most qualified candidates to fill unfilled jobs (Zeffane, 2021). The employee referral system is designed to recognise and reward individuals who take an active role in the hiring process by informing their friends and family members about available positions.
Different online resources that are widely used in the hotel sector as recruitment tools. The HR department does not rely just on employee recommendations and recruitment platforms to provide potential workers with information about what it is like to work in the hospitality business; rather, they use a variety of different ways (Ghazali and Ishak, 2021). The post-Covid-19 pandemic concern of commuting prompted the human resources department of the hotel industry to offer prospective employees the opportunity of participating in free online interviews using online platforms. During the on-boarding phase of the employment lifecycle, the focus is on helping newly hired employees feel at home and familiarise them with company procedures. Because a smoother transition results in a more productive employee in a shorter amount of time, the hospitality sector foots the bill for an entire day of orientation for all new recruits. New employees are given the opportunity to discuss their own expectations with the line managers and HR personnel who are also present during the induction process (Hope and Mackin, 2019). In addition, they are educated on the fundamental principles and culture of the company. This information is presented as part of the induction process.
The fourth stage that an employee will go through in their lifetime is the stage of development.  The hospitality industry challenges its employees to think in unconventional ways since a hotel is more than just its rooms and its food and drink (Kim and Han, 2022). Cooking and waiting are often the first jobs that come to mind when people think of jobs in the hospitality industry; however, there is a far wider range of opportunities available. The industry is fast-paced and entrepreneurial, requiring not just the expertise of cooks and wait staff, but also professionals with a background in technology, finance, information technology, human resources, and marketing. Individuals have a fantastic opportunity, via retraining, to realise their full potential and find new directions to go in their professional lives (Borjas, 2020). As a result of the pandemic, it has become a feasible option for those who have lost their jobs or been placed on furlough in order to prepare for new occupations in other parts of the country (Mobley, 2021). Because of this, the hospitality industry first announces any job opportunities to its employees through its internal network (intranet) before making the information publicly available. Refresher training is given for all workers twice a year, and each employee has the opportunity to participate in upskilling, cross-skilling, and other trainings once per quarter.
In the hotel industry, it has never been simple to monitor the entry and exit of staff members. There are a number of factors at play here, and the owners of the firm do not have complete control over all of them (Nzisa and Kiprop, 2021). A departure from the hospitality industry might be precipitated by any number of factors such as retirement, work stress, better opportunities. It’s crucial to note that this isn't the last stage of the employee lifecycle; it's just one of many. Losing an employee is a major matter in the hotel business, which is why the HR department works closely with managers and supervisors from every division. When the separation process is handled correctly, it may aid in future employee recommendations, maintain a great work environment, and increase a departing employee's likelihood of returning in the future. To improve the image of the hotel industry, hotel managers must use feedback from their employees to make changes to their practises (Sudarmawan, 2021).
There is possibility turnover can be a huge problem, especially in circumstances where talents are scarce, recruitment is expensive, and it might take several weeks to fill a position (Wee and Liow, 2022). If the departing employees possess specialised skills or strong customer links, their departure from the organisation may have a detrimental effect on the bottom line of the business. It is necessary for anyone working in this sector to be aware of the personnel turnover rates that are prevalent, as well as the ways in which such rates impact an organization's performance and its capability of achieving its strategic goals. One of the driving causes behind employee turnover may be because employees are dissatisfied with the progression options available to them. The way in which a business treats its employees, as well as the way in which its employees treat themselves, may have an effect on the work environment that is provided by the firm. A successful hiring process and orientation are very necessary for assuring the happiness of long-term employees (Arthur, 2021).
The immigration restrictions that will be in place in the United Kingdom after Brexit will demand all employees to demonstrate that they are eligible to work in the country. This will make the recruiting process more time consuming. The hospitality industry offers individualised information and guidance to workers, both new and current, on the legal requirements necessary to do their jobs in Britain (Lampe, 2021). In order to return to the flourishing economic level like before, the hotel sector has been obliged to deal with unusual challenges that need sensible management. In addition to the Covid-19 pandemic, the outcome of Brexit has been new immigration regulations and a staff shortage in the hospitality industry, both of which have an impact on the length of time hotel workers may expect to be employed (Ivancevich and Konopaske, 2021). To make sure that employee life cycle plans are in accordance with the current social, economic, and market conditions, the HR department needs to rethink benefits and pay packages, as well as come up with a new strategy for flexible work schedules. These are all things that need to be considered in order to make sure that employee life cycle plans are in accordance with standard and the current conditions.
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