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Introduction
Sometimes jobs can not satisfy the employee and sometimes an employee is not fit for the job. For both reasons, there is a chance of voluntary or involuntary leaving of the employee, which is called Employee Turnover (Freedman, 2022). Employee turnover is not always bad for the organization as creates chances to employ new people with new ideas. However, attracting new employees that fit the job is difficult (Ampomah and Cudjor, 2015). Finding a new employee that could handle everything left by the former employee is a tough job to do. On top of that new ones take time to adjust to the working environment. In fact, organizations have to spend time, effort, and budget to train them. To avoid such loss, managers try their best to retain employees for a maximum period and put their best effort not to make employees take permanent leave from the company. Job satisfaction is regarded as the most powerful factor that determines the retention period of an employee (Charles-Pauvers, 2020). So, satisfying the employees has been the biggest challenge for hotels currently. People’s changing requirements, competition in the labor market, job requirements, and many other challenges are impacting the hotels to manage employee turnover in their favor and increase their profits.  
Current Challenges Affecting Employee Turnover
Managing the recent changes in the hotel industry due to the revolution in transportation is a big challenge for hotel managers as it has caused a rush for the employees of hotels. As written by Grefe and Peyrat Guillard (2020), once hotels used to be destinations but now it has been crossroads where employees have to welcome and farewell flows of customers. This changing scenario has created pressure for the employees resulting in adding to the responsibilities of managers to prepare their workforce accordingly. Hotel employees want satisfaction, engagement, compensation, and environment in their workplace, or else, they look for alternatives (Okae, 2018). The hospitality industry runs in human relations so the start should be from employer and employees. Employees are the assets of hotels that stay in connection with customers. So, they should be satisfied with the strategies of the hotel to make a workable environment and to provide deserving wages to increase their engagement in their work. Otherwise, many similar organizations are waiting for experienced workers to hire. In addition, the labor market does not always offer the same flow of interested candidates to work in this field because the recent pandemic gave the biggest shock for the hospitality industry in all countries of the world including the UK. Millions of people had to lose their job due to the COVID-19 pandemic which has lost the craze of people to be employed in this sector (McAllister (2021). As a result, attracting employees in the hotel business is a challenge before managing their retention. The pandemic has created a perception that job in the hotel or hospitality business is not secure for the long term. That does not mean that there were no issues before the pandemic. Lopez-Andreu, Papadopolous, and Hamedani (2019) highlight the growing number of migrant and non-permanent workers in hotels in the UK. Their report shows that most hotels in the UK are dependent on migrant workers causing instability in employee retention. The reliance on migrant workers temporarily has created uncertainty in employee turnover which has further impacted the business strategy of the company. Gong and Wang (2019) find a relationship between employee turnover and customer behavior in the hospitality industry like hotels. According to them, the dysfunctional behavior of customers increases stress on employees resulting in employee turnover. Although they also find that the turnover depends on the engagement level of employees, frequently dealing with bad customers exhaust employees too much that they are compelled to leave their job. Or, employees do not choose jobs in the hotels for the long run. But, it is not always the fault of the company that the employees do not want to work. Sometimes employees themselves are not fit for the job and this fact cannot be known before working with them (Blythe, 2021). Whether a candidate is suitable for the job or not is not easy to figure out until the employer watches him/her working in the company. This is why employee turnover becomes inevitable. This fact applies mostly to the hospitality industry where the business relies on the employee’s capability to handle human relations. Racism and discrimination are other problems that are making it hard for hospitality employer to retain their employees (Omoigui, 2022). Ethnicity, black, and Asian workers are racially abused and even not protected by their employers. As a result, they have to leave their jobs. In addition, employees’ perception of their long-term job is also a barrier for the hospitality industry to manage work retention. A study shows that employees in this industry do not believe in a long-term career, especially due to Brexit (Muller-Heyndyk, 2018). The news of Brexit created fear of uncertainty about their job in employees’ minds. As a result, employees started to look for options. The same scenario is continuing till today. 
Impact of Employee Turnover
The UK is facing high employee turnover since its exit from the European Union. The productivity of the hospitality industry is declining due to the shortage of staff (Witts, 2021). Frequent changes in employees create skills gaps in the industry which decreases productivity. The company spends time, effort, and money on an employee to make them fit for the job and responsibilities. After learning all these, employees start to search for better chances that offer them better pay and flexible working hours. In this sense, the hotel industry is trapped in making strategies for the recruitment and retention of employees. Hotels and restaurants have even reached to shut down due to failure in retaining employees (McAllister, 2022). The short lifecycle of employees is creating trouble for the hotel business in the UK. Managing employee turnover costs is high because employees do not leave empty hands and new employees have new demands (Chikwe, 2009). It is more problematic in the hospitality industry because customers create challenges in this industry. The customers’ demands are hard to handle by the non-trained and inexperienced employees. They are non-compromising as they spend for relaxation while receiving service from hospitality employees. A small mistake or a lack of can damage the image of the company forever. It implies that employee turnover impacts customer satisfaction as well as the cost of the company.         
Importance of Employee Retention
Fisher and McPhail (2011) point out that hotel human resource managers in the UK try their best to satisfy their employees and make them not leave the job. It is because retaining existing employees is better for the business than changing them frequently. Retention of employees or the maintenance of a longer employee lifecycle contributes to the stable economy of the company (Vasquez, 2014). It is easy to make strategies with existing employees and implement them. The same strategies do not work with changed employees. Either employees should be trained or the strategies should be changed to make a balance. Such necessities hamper the flow of work and business of the company. For a stable business, a long-term strategy with employees who understand and engage with the plan is needed. It is disturbed when there are frequent changes in team members. Companies who spend on employee retention management to reduce operational costs, improve the morale and satisfaction of employees, get experienced, valuable, and competitive workers at hand, and ultimately receive increased revenue with the utilization of those employees (Holliday, 2021). When an employee works a long time in the same company, he/she is better engaged with his/her work for several reasons. First, they have a better relationship with co-workers which eases the working environment. Second, they feel important and valuable that the employer is wanting them for longer. Next, they know their work and responsibility better due to their experience with customers and changing contexts. So, they don’t have to be instructed time and again to manage any kind of situation. All these things contribute to better business outcomes because productivity becomes high with fewer inputs. This also accounts for customer retention as they are well-known about employees and their relationships. It means that employee retention builds a positive image of the hospitality industry among customers that they want to take their service again and again. The efficiency of the company lowers and changes occur in organizational culture when there is a lack of employee retention and high employee turnover (Blake, 2022). Frequent changes in employees welcome different cultures which require different management styles to handle. Because, failure to manage organizational culture can result in conflicts and chaos inside the company, which, ultimately affects the business of the company.      
Future Resiliency
The industry is facing so much trouble in retaining workers but the future can be something else because measures are being taken to increase the lifecycle of employees. The hospitality industry is offering flexible working hours and handsome payments for workers to attract them all over again (Greedy, 2021). After many years of struggles to retain employees, the hospitality industry of the UK is finally implementing some strategies to attract employees and hold them for longer so that their capabilities could be utilized for the business to the fullest. As found by studies like Singla and Chawla (2022) and Cloutier et al. (2015), maintenance of employer-employee relationship through effective communication, promoting employee engagement, monitory and non-monitory incentives, and motivation, and flexibility in working hours, wage, and leaves contribute in the longevity of employee’s working lifecycle. The hotels of the UK are now applying such strategies to keep their valuable employees with them for a more extended period. The government of the UK is positive towards the recovery and resilience of the industry because of the adaptation to the situation the industry showed during and after the COVID-19 Pandemic. The government is trying to create a new image for the hospitality industry job through improvement in the skills of the workers (Government of the UK, 2021). The image of the hospitality industry in the UK that it is a place for unskilled workers to work is the reason why people do not want to work in this sector for longer. The government is addressing this problem and making strategies to increase the skill required for this job. This way, hotels will be encouraged to train their employees and develop their skills so that they do not feel pressured and unimportant working there.     
Conclusion
Employee retention in the hospitality business is important because the industry is run with personal and emotional skills rather than technical skills. More than training, such skills are learned only through experience. The hospitality industry of the UK is facing a high rate of employee turnover since its exit from the EU which has been induced more by COVID-19. The image of the industry is drowning with the perception that job in this sector is insecure. Moreover, people think that only unskilled people work in such a sector. This is why people do not want to work in the hospitality sector for a more extended period. As a result, this industry is struggling with employee shortages. Failure to retain valuable, trained, and experienced employees, hotels in the UK are losing their business, failing to satisfy their customers with regular services, and having problems managing the diversity in the workforce. Frequent change in the workforce requires a change in working strategy because the company has to spend again on training and preparing employees with no guarantee of their working lifecycle. The government of the UK is planning the reimage the industry with skilled workers which shows some light on the future of the hospitality industry. Whereas, companies are trying to attract employees with deserving wages and flexible working hours.
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