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Review and analyse the current challenges facing hotels in managing their employee turnover in the UK.
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The hotel industries are struggling hard to develop a positive work environment to make the employees happy and satisfied with their jobs. There has been high employee turnover in the hotel industries due to the work schedule, low wages and nature of the job. It is a critical issue for the hotel managers to address this employee turnover thereby they should motivate their employees. Motivation is the significant determinant necessary for increasing the productivity of the employees and resulting in high performance working. The literature review states that there are various problems associated with the hotel industry such as low pay, low job security and ineffective training and development. There has been heavy workloads and unsocial work hours prevalent in the hotel industry. As per the World tourism Organisation (WTO) one of the largest growing industries is the tourism industry. The tourism industry has been providing enough job opportunities to the individuals. It is noted that 8% of the workforce of the UK is employed under the Hospitality and Tourism industry. The hotel industry employs nearly 5,50,000 workers accounting 8.4 % of the total employment of the UK (Economic Insight (2022). The hospitality sector has expanded largely since the last few decades and at various rates and it is predicted to continue its growth and development in the coming years.  During the global pandemic the hotel industries have been massively hit by the shocks and the unprecedented challenges. The hotel managers have been working hard to address the problem of employee turnover. 

Employee retention has been one of the determining factors in the hospitality industries. The industries are facing various challenges to retain the skilled labour in the workplaces. Since the last decade the industry has faced huge loss of workers and still now, they are finding it difficult to handle the situation. The employee turnover is very difficult to manage and the industries are facing a lot of problems due to high labour turnover (Li et al., 2021). There are certain factors which have given rise to the labour turnover in the hospitality industry. The workplace must be suitable enough to motivate the employees. If the environment is not healthy the employees will not enjoy working over there. The employees will not be able to deliver their best services and the organisations will suffer (Rasool et al., 2021). The employees will be dissatisfied with their workforce. Poor communication among the staff of the business has resulted in an unhealthy environment. The strong and healthy environment will increase the employee engagement and the business can retain the best talent. The employees often lack motivation, and they are not enthusiastic enough to accomplish the tasks. The employees are not provided with effective training and development (Rasheed et al., 2020). Moreover, lack of incentive and appraisals have resulted in poor performance. The employees cannot fight back the challenges of adversities as they are not confident and their self-esteem is low. If the job role is not suitable for the candidates the employees will not be able to perform as per their capability (Hee and Ann, 2019). The employee will feel pressured and will be de-motivated. The job role is a very important aspect and the managers have to hire the suitable candidate for the specific job role. The individuals failed to adopt their job roles and the business cannot provide a positive environment to the employees. The long working hours increases the stress and anxiety among the employees. This kind of lifestyle will hamper their engagement with the workforce and will create various types of difficulties. There is less flexibility in their working hours. This is one of the biggest problems of the hotel industries (Han, 2020.). The late-night shifts, weekends and holiday works have been determining problems among the employees. It makes them leave jobs and find other suitable jobs. This is one of the crucial factors which have contributed to the immense labour turnover in the hospitality sectors (Dwesini, 2019). If the employees are not paid properly, it will create tension and unrest among them resulting in turnover. The hotel industries are often criticised for paying low wages to their workers. The various stages of the Employee Life Cycle (ELC) are Attraction, Recruit, Onboard, Develop, and Retain and Off board. The employees’ life cycle framework is applied in every stage of an employee within the industries (Personio, 2022). If the company follows this framework the company will achieve high results and increase the turnover rates. By mapping the journey of an employee, the hotel industries will result in a good reputation and high turnover rates. 
This is the first stage of employee lifecycle which is the attraction stage and is one of the crucial stages of growth strategy.  This is the stage when the applicants apply for the particular job role. In the hotel sectors the companies advertise their jobs to attract the applicants (Barbieri and Santos, 2020). The organisation will represent their brand image through the job advertisement and the candidates, clients and shareholders will understand the type of workplace they are possessing. The hotel sectors will raise brand awareness through this step. The employees are the most convincing promoters of any company. If the employee has experienced a good workplace will share to others and the new ones will feel attracted towards the company. The various benefits and perks should be clearly mentioned in the job posts. The employees are recruited through pre-employment screening. The application tracking system has helped the hotel industries to evaluate the skills of the candidates. The candidates have been introduced to their management system and given the intranet access. The recruitment stage is very important throughout the lifecycle of an employee. The HR managers may ask for referrals for any vacant position within the company. The existing employees are well known about the perfect fit and the company will benefit from that. The company should be specific about hiring the most suitable candidate. The existing candidates should be involved in the recruitment procedure. The third stage is the employee on boarding stage.  After hiring the talent, the most critical stage is the on boarding stages here the employees must adjust themselves to the workplace environment. They come to know their job roles and responsibilities to work effectively in the organisation.   The hires will feel motivated after joining the team. The managers should clearly define the roles and responsibilities. The next stage is referred to as the Development stage: It is the stage where their professional development of an employee starts. The employees will be provided with effective training and development. It will ensure them a career path within the company.  The HR of the companies are responsible for providing effective training and development (Immaneni et al., 2021). It is the high time where the employees are motivated and they will be encouraged to continue development. The companies will provide them ample opportunities to attend the seminars and conferences. The employees will be rewarded if they deliver their best performance. The skill audit will let them know their weaknesses and strengths. The fifth stage is also known as the Employee retention stage. It is one of the necessary steps to retain the best talent with the company. It helps you to focus on the energies keeping the top challenge (Verčič, 2021.). It is necessary to focus on the company culture and if the company culture is poor it will result in high employee turnover. Enhancement of the retention stage is one of the important steps of the success in the organisation. It is essential to communicate the organisational mission and vision to the employees. Hiring the right candidate for the organisation is necessary for increasing employee engagement. It is the last stage of the Employee life cycle. The employees should be provided with equal rights and opportunities. If an aunty employee leaves it should have a negative impact on the business. It is the responsibility of the managers to decrease the negative effects. The reason behind the resignations should be articulated deeply so that it is not repeated. It is necessary to remain positive and it is not impossible to get another good employee. 
Employee retention is often described as the strategic process of an organisation which is formulated to retain the best talents (Singh, 2019). Employee retention and employment turnover is one of the leading issues for the management of the organisations in the present day. Often the organisations fail to focus on employee retention and they cause huge losses. Therefore, HRM is responsible for reaping effective rewards and addressing the risks of turnover (Sun and Bunchapattanasakda, 2019.). Human resource management's concept of "employee engagement" encourages employees to work in a dynamic and passionate environment and to be committed to their jobs. The workers are totally committed to achieving their objectives for the business. They receive appropriate feedback based on the effort they put forth and have a clear understanding of their objectives (NetSuite.com, 2022). It is a much broader idea that goes beyond just staff recruiting, organisational behaviour, and work satisfaction. It is a crucial component of an employee's favourable attitude toward their employer to be emotionally attached. Businesses always concentrate on achieving their goals' high-end results. By doing better, the hotel industry hopes to boost earnings and generate greater savings. Employee performance is the result of successful business practises and is capable of withstanding difficult obstacles and competitive situations (Saks, 2022). When a person is happy in his position, he may work more effectively. Engagement among employees is significantly influenced by leadership. In order to bring out an employee's innate abilities, a leader is required. A leader must spread goodwill, potentially persuading people to join the company (Motyka, 2018.). To achieve greater results, the staff must collaborate. For results that are remarkable and desired, teamwork is necessary. Potential work is the result of effective business administration. 
Employee retention will result in cost reduction of the business operations. The employee retention will help the organisations to manage the expenses of on boarding, interviewing and screening. It will help the hotel industries to deliver effective services to the customers (Schwartz et al., 2019). It will help the companies to increase their morale and brand visibility. Motivation and satisfaction will lead to higher levels of employee engagement. It enables greater connectivity and a positive environment in the workplaces. It helps to retain the experienced employees in the organisations. The employee retention increases the productivity of the employees. Effective employees will help the organisations to perform better and embark excellence.

The various challenges of the hotel industries that they are facing while managing the employee turnover has elaborated. The employee turnover is one of the most critical issues prevalent in the contemporary period. The employees should be given effective motivation to enhance the productivity of the employees. Employee retention is necessary for handling the challenges of employee turnover which effects on the employee lifecycle. 
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