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Introduction 
The motive of this study was to explore the issues with employee retention or turnover that the hospitality industry is now experiencing and the potential solutions that can help avoid this uncertainty. This assessment will concentrate on the Holt Hotel, which is situated on the edge of the Cotswolds in the United Kingdom, to keep the objective specific. Holt hotel offers survives such as accommodation, dining, wedding parties and meetings and events. Holt hotel has been UK’s top performing and one of the successful hotels, which was established with the aim of becoming people’s favourite place to be at. Although the hotel is doing really well in its operations and providing quality goods and services to the customers it has some issues with employee retention from the past few days. The challenges that are faced by the hotel with the issue of retention are salary dissatisfaction, lack of growth, unrealistic expectations from employees, better job opportunities in the market, inefficient management and poor work place culture at times. There are various factors that impact the retention of employees in hotel such as lack of training, hiring wrong individuals, and shortage of staff. Strategies being used widely across human resource administration represent a few of the factors considered crucial for increasing staff turnover. Employees may leave their jobs for a broad range of reasons, which is referred to as staff turnover, as per Salman et al. (2014). Voluntary turnover is described as "the voluntary termination of employees from companies" by Das and Baruah (2013). Contrarily, Alrazehi and Amirah (2020) define turnover of employees as the ratio of workers that quit an organization before a particular date yet in a certain period, the anticipated conclusion of their contractual agreement. Whereas, Labour turnover, often known as staff turnover, is the estimation of the quantity of personnel leaving a particular organization over a period of time. This is referred to as the rate of turnover and is presented as a percentage. The importance of monitoring turnovers in the global hospitality industry can be attributed to crucial factors. The assumption contends that a company's greatest valuable asset is its skilled labour (Alnaqbi, 2011). The hotel sector, a branch of the hospitality industry, employs a lot of people, so it's concerning that there is more high employee turnover here than in other industries.
[bookmark: _Toc120328158]Literature Review 
According to the literature review, there is a dilemma with significant employee turnover in the hotel business globally. According to Sinha and Sinha (2012), the tourism industry dominates in this aspect because of the large number of individuals who occasionally "job-hop." Aman-Ullah et al. (2021) note that the hotel industry has significant difficulty with turnover rates. According to Akanda et al. (2021), "High labor turnover is seen to frequently result in lack of success in the firm, uninspired personnel, and a lack of attractiveness to talented employees". However, a high turnover rate can cause skilled employees to quit the company, which affects production (Nasir et al. 2019). These effects go beyond just employee behavior. Therefore, it is important to consider turnover rates while managing human resources.
[bookmark: _Toc120328159]2.1 Types of employee turnover
Involuntary turnovers occur if a person's contract with an organization is terminated and whenever they quit their job against their choice. Poor conduct in terms of performance, downsizing, or retiring early because of organizational restructuring or downsizing could all be factored into the termination (Vatcharasirisook, 2011). On contrary, voluntary turnovers occur anytime a team member chooses to leave the company of his or her own free will, for instance, for a better opportunity for career growth.  However, Voluntary layoff is all terminations that have not been explicitly requested by recruiters (Wegner, 2011).  Such a form of turnover is thought to be an organizational burden it must be documented appropriately. Whenever employees are dissatisfied with their existing jobs and might even pursue good job opportunities, it is assumed that they will quit. Additionally, since it is easy for employees to switch jobs, departing employees typically rank still one of the most proficient (Rao et al. 2018). It is further claimed that the reasons for turnover rates could've been interpreted incorrectly. According to Tian et al. (2020), Employees can be hesitant to declare their genuine motivations for leaving their work as they may want to use the company to serve as a reference later on. As a result, deliberate leaving has received more attention in investigations on employee loyalty than unintentional departure. Functional turnover tends to happen whenever the recruiter is getting benefits from the exit or resignation of a worker, totally the opposite of dysfunctional retention, where the recruiters are supposed to retain their employees via several tactics. Given that it is almost impossible to totally takeover, workers who experience such kind of layoff are typically founded to experience adverse influence over the firm (Chakraborty and Biswas, 2020). Naz et al. (2020) assert that although the weakest performers stay behind and remain engaging in plenty of other moral disengagements, the top players move on. Singh, (2019) points out that in the modern labor market, bright employees can choose from a variety of employment on a worldwide scale. It is crucial to separate these two types of retention since doing so will help determine which solutions should be used to manage large labor retention. Additionally, some scholars Chakraborty and Biswas, (2020) make a distinction between turnover rates that are avoidable and that is not. Avoidable retention can be prevented by the administration by adopting effective strategies by the department of human resources. While, Unavoidable retention is typically associated with personal choices which are not in the control of the manager, for instance shifting to some other location geographically (Vatcharasirisook, 2011). Determining the type of voluntary retention the company is coping with may be prevented is also significant. The organization will use this insight to decide on the best strategic plan for the impacted personnel. Higher turnover ratios are detrimental to the firm's ability to challenge as well as its capability to generate handsome revenue. It is majorly caused by the fact that employee retention, which is linked to a reduction in human assets, threatens organizational productivity and profitableness. While the leaders of the organization are mindful of such variables that cause personnel turnover, executives can take action to boost profits. And competitiveness (Nasir et al. 2019). Consequently, it really is essential to identify the core drivers of high turnover of staff before a company can develop integrated talent management tactics. Although the significant count of literature complies with the findings of Singh, (2019) who asserts that there isn't a generally agreed arrangement for what drives the turnover of employees. Researchers have linked the important components to enhanced employee turnover in the hospitality industry, according to an investigation by Tian et al. (2020) employees believe remuneration is limited when evaluated against their job role, few prospects for professional growth, insufficient organizational commitment, poor labor law, and long hours of work.
[bookmark: _Toc120328160]2.2 Causes of employee retention 
In a study based on the workplace environment, Akanda et al. (2021) found that poor human resource practices, along with favoritism and excessive turnover of employees, were among the biggest issues. Akanda et al. (2021) noted that the tourism industry's low investment in human resources led to significant employee turnover and pessimistic views of such jobs. Substantial improvements in the corporate strategy at both industrial and organizational levels tend to be produced by more efficient use of human investment management. According to several academics Tian et al. (2020), the hotel sector has a distinct organizational culture. On the contrary hand, Alrazehi and Amirah (2020) stated organizational culture is "the degree to which an employee identifies and associates with the company or is hesitant to leave it”. When candidates are recruited who already have values, goals for career planning, and objectives that are compatible with the work environment, it is thought such there is a strong probability that they will be retained in the organization. The inverse is also accurate. 
1.3 [bookmark: _Toc120328161]Impact of Brexit and COVID-19 on Employee Retention in UK’s Hotel Industry
After Brexit, changes in the immigration laws of UK has adversely impacted the retention on employees in hotel industry. In the hotel industry almost twenty five percent of the employees are the ones who are migrated from the European region, however, after Brexit and changes in the rules and regulations these migrants are not able to work in the UK. This change in immigration policy has caused more than two lac people to leave their jobs in the hotel industry, which has created a big gap in employees’ availability in the hotel industry. Due to the restriction placed on traveling policies from the European region under Brexit, there is high probability that fewer of the Europeans will come to the UK to work in the hotel industry. This issue of lower availability will cause shortage of employees in the hotels. Back from the year 2019, COVID-19 has been a pandemic that has caused adverse effects globally on every aspect of human lives. Part of these adverse impacts, employee retention has also been an aspect that has been influenced by COVID-19 in the hotel industry. Due to COVID-19, economic recession and increase in inflation has been faced in the industry and it has impacted the vulnerable individual and the employees the most. COVID-19 has caused huge employee turnover in the hotel industry due to increase in prices and low compensation packages to employees.  Both Brexit and COVID-19 have adversely affected the retention of employees in the hotel industry and overall job market.
[bookmark: _Toc120328162]2.4	Solutions to Counter Employee Retention Issues
Reasonable pay is thought to increase employee work satisfaction while also reducing job departure (Wegner, 2011). According to the investigation by Akanda et al. (2021), preconceptions of unfair remuneration are typically felt when a laborer's payment does not match the industry level of pay for the role that employee is in or if the worker's salary is thought to be unjustified when particularly in comparison to the worker's obligations. Additionally, Das and Baruah (2013) see the contributing factors regarding the conflicts between companies and their workforce as an absence of equality in the allocation of compensation. Career advancement is described as a structured way used by the business to make sure that professionals who possess the required qualities are readily available when required. Moreover, the hotel industry sees it as a serious problem. However, most employees in this industry perceive their employment as a short endeavor or stepping stone rather than as a commitment to a long and successful career. The worker's direct supervisor must offer assistance (Alnaqbi, 2011). The individual must take responsibility for her own professional growth. According to Aman-Ullah et al. (2021), there is a good chance that employees who are highly adaptable in their professions will have greater career satisfaction. Additionally, they believe that high satisfaction in a career ultimately shows a significant reduction in turnover (Rao et al. 2018). Workers with the ability to adapt tend to achieve career contentment with chances of promotion. Thus, workforces with versatility in careers are more satisfied and are less inclined to leave their existing firms.
[bookmark: _Toc120328163]Conclusion
The outcomes of this investigation were consistent across most of the research that attributed hospitality workers' desire to leave to excessive working time together with anxiety and strain again from the job. Turnover intention, as stated by many researchers across the study, it is evidently influenced by factors like pay, enthusiasm, involvement, workplace culture, and work satisfaction. In their 2012 investigation of variables impacting retention in the contexts of 3 and 5-star restaurants in Kenya, Kuria and Ondigi found that the management approach, workplace conditions, pay, and privileges might cast a strong influence on voluntary layoff. Researchers further illustrate the fact that workers who believe their business is experiencing economic difficulty may expect layoffs in the upcoming and resign early. The differentiation between internal and external reasons for staff turnover emphasized the following as internal factors: employment discontentment, undesirable workplace conditions, lengthy workdays with poor wages, unrealistic demands, workplace structure, job-specific attributes, individual and characteristic variables, and subpar training for the employees. As literary evidence indicates, workers in the hospitality industry at one company ranked poor management conduct against colleagues, long workdays, job stress, timetabling, mentoring, fringe compensation packages, new chances somewhere else, and physical requirements of the employment as the most likely reasons for high staff turnover.
Employee retention is and probably remains a dilemma in the world's hospitality industry. This industry typically depends significantly on a workforce to accomplish its comparative benefit due to its engagement with consumers. Consequently, the workforce within this sector must stay involved and pleased while engaging and dealing with service users. The hospitality sector is required to utilize its human assets efficiently. This article discusses the strategies the hospitality industry can employ to reduce and prevent high turnover rates. An institution's commitment to maintaining a favorable workplace that motivates staff to stay with the organization is termed as retaining employees. Such practice encourages employees to stay loyal and committed to their organization for the long term. Furthermore, it is considered that if the proper tactics for retaining employees are used, employees will persevere and work hard to ensure that organizational objectives are achieved. 
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