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COVID-19 has had a significant impact on the hotel industry. Organisations have been unable to operate in the springtime due to shutdown limitations, housing assistance orders, and prohibitions. The tourism industry has been affected significantly and several resorts have decided to close their doors (Combs, 2020). Moreover, it can be seen that Covid-19 has affected almost every sector, the hotel and hotel related industries sitting at the top of the list. The performance of hotel industries during the pandemic can be effectively observed through total investment in the hotel sector (Krishna. et Al., 2020).

Similarly, on both profit and distribution networks, the effect is tremendous and unpredictable. Hotel, cafe, amusement park, and movie closures, not to forget the full detrimental effect of the traveling ecology, all seem to have a huge impact on global business. Entrepreneurs and financiers are engaging together to address liquidity and capital investment difficulties while maintaining strong communication with their constituents (Thams, Zech, Rempel & Ayia-Koi, 2020). The lockdown guidelines and restrictions on business operation have forced hotels and other businesses to close their operation to avoid the negative impact of Covid-19 and this causes redundancies in the workforce and working hours which affect the financial and operational performance of hotel industries. 

Therefore, this essay will critically analyse the impact of Covid-19 on employee life cycle followed by conducting a PESTLE analysis of Trinity Hotel along with external and internal factors that affect resourcing and retention of employees for Trinity.
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The term employee’s life cycle describes the several steps that an individual go through as he or she progresses within an organisation. In short, it can also be defined as the journey of employees in the organization from Hiring to retirement. There are four stages of the employee life cycle: recruitment, onboarding, development, retail, and off-board stage (Smither, 2003).

To retain a skillful workforce for the organisation, Human Resources must develop recruitment strategies according to the nature of the business. Thus, there is a need to have a strong mentoring requirement at each stage to retain an employee for the long term. While on the other hand, the Covid-19 has negatively influenced the employability of the hotel industry, and that directly affected the revenue stream of the business. The required lockdown and reduction in the working hours led to the hotel industry withdrawing employees from employment to reduce the extra cost of retaining employees. Besides this, the current pandemic has created psychological pressure in the mind of employees such as, it makes the workforce feel more insecure and causing them to believe they are jobless, thus impacting their emotional wellbeing (Khan, Niazi, Nasir, Hussain & Khan, 2021). As such, the labour market has faced significant challenges especially in the hotel industry in which employment in hotels dropped by 60% to 70% in the first months of the lockdown. Although figures had improved by the ending of the first year, the overall job ad shortfall was estimated to be above 40%. 

Opportunities for hotels and other commercial employment have plummeted, but midwifery and healthcare opportunities have increased throughout the pandemic (Arthur, 2021). Similarly, to help during this crisis, the UK state took extraordinary steps, such as the "Coronavirus Job Satisfaction and retention (furlough) Programme", which aimed to keep the rate of unemployment low by granting subsidies to firms to cover up to 80% of a total of employee wages ( Arthur, 2021). At the end of lockdown, it is observed that many workers return to their job after redundancies and it became necessary for Hotel Trinity to rebuild its workforce to cover up cash flow as per schedule. 

To build a new workforce for Trinity, the Human Resource team must train employees in regards to technology and its use. The development of new skills in the workforce and resourcing them according to the current need can bring positive outcomes. However, managers must focus on redefining responsibilities rather than attempting to operate with fewer employees, to empower employees to genuinely communicate with consumers in the times that matter (Michael,  Schwartz,   Cohen & Buell, 2021). Therefore, to promote a modern workforce that focuses on dispersed management, higher authorities and HRM can explore facilitating employee choices regionally or from the center. Rapid training, wherein individuals are swiftly trained to apply new technologies in reaction to an unanticipated development, such as the extensive use of teleconferencing software during the pandemic, might be one of the objectives (ILO, 2020). However, to retain employees and development of new skills in the workforce Trinity Hotel must follow "Herzberg's (Two- Factor) Theory’ such as the managers must need to address employee working conditions, minimise ‘blame’ culture and drive achievement and recognition. 

These factors work as a catalyst to boost the morale of employee to increase productivity and thus it helps to induce positive changes for the workforce to contribute positively in generating revenues for Trinity.
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Additionally, the analyst must examine the external and internal environment for the successful execution of business. Therefore, the PESTLE analysis supports Trinity’s management to reshape resourcing and personnel development for Trinity after the pandemic. In contrast, the rapid alternation in macro-environmental conditions may have a powerful effect on Trinity Hotel as well as other major players in the industry. Porter's 5 Principles, which affect policy and the market position, are influenced by macro-environmental variables. They can influence a company's competitiveness and the financial performance of the hotel (CISA and CFE, 2012). However, to rebuild the workforce motivation and recruitment of new employees to run the hotel as normal, the Trinity Hotel management must examine the economic factor that includes cash flows, exchange rate, aggregate demand from the customer and further expansion opportunities. On the other hand, the Covid-19 has caused many redundancies in employment (Papes and Ozimec, 2020). Thus, to cope with such issues the senior level managers must monitor the labour market and economic growth of the country as to motivate employees after the pandemic. 

Trinity Hotel management must improve the cash flows and revenue stream so that the hotel is able to achieve its objectives and drive the morale of employees at the highest level. Samuel and Chipunza (2009) find that the periodical economic development, resourcing employees along with job security increases workforce motivation and leads towards higher productivity. While the trend of employment in several industries changes dramatically. Therefore, to improve the service offering and employees develop the management of Trinity must consider the technological impact on the product offering. 

The adoption of technology and induce technological knowledge in the workforce can enhance a firm competitive advantage over the rest of the competitors (Nicodemus & Egwakhe, 2019). Moreover, embracing the technological trend in the firm and equipping employees with technical expertise helps the workforce’s intention to retain long term commitment with the organisation and reduce the turnover ratio for the business – hence, a benefit is facilitated for the entire team and the hotel. Various authors have provided much evidence on the adoption of technology and employee skill development. Chuang and Graham (2018) suggest that HRD experts need to reconsider the social obligations in light of technology and its effect on employment as soon as possible through concentrating development prospects on staff abilities and equipping them with technical expertise   HRD experts must play an important part in making it easier for workers to cope with technology. 

Additionally, the environmental factor can also have a significant impact on the business and the workforce, as Trinity offers hospitality services to customers. As to improve the hotel, the Trinity management must provide healthy working conditions and provide awareness sessions about mental health such activities lead to enhance workforce engagement and the intention of employees towards work thus influencing the working and private life as well. According to Aslam (2014), an organisation needs to ensure a better working environment such that it leads to improving workforce performance and motivation for work. On the other hand, the barrier in communication decreases employee motivation and the overall outcomes. Furthermore, Trinity’s management must provide suitable working condition (e.g. Flexible working hours and Paid Leave plan) to the workforce so that they can positively groom theirselves and reduces the rate of absenteeism (e.g. sickness) and vice versa. Moreover, for success on the consumer market, employee rights are necessary to be examined. The top leadership of Trinity must ensure the health and safety of the workforce such as the provision of a safe working environment, SOP to avoid injuries during work. Tien (2019) finds that policies related to social welfare and suitable working condition are essential in today’s world such that they help businesses in further development and also assist the employee to remain motivated. Therefore, the top management of Trinity must ensure the safety of employees as per laws and regulations and retain workforce. Overall, this leads towards higher productivity.

In contrast, certain factors influence HR decisions while resourcing an organisation for better outcomes. The term resourcing can be defined as the provision of skills, training employees, and equipped employees with the necessary knowledge to perform a specific task. Jonah, Misango, and Ombuki (2019) find that resourcing employees through contemporary techniques is necessary nowadays. However, the firm needs to introduce software and E-recruitment strategies to increase the pace of organizational performance along with professional development. 

The main factor that can influence the resourcing of employees is the cost of recruitment, labour market, competitors, and objectives of the organizations (Papa, Dezi, Gregori, Mueller & Miglietta, 2018). According to the Trinity business processes, the top management acknowledges the market completion after the lockdown because several employees are on leave as per the Furlough scheme introduced by the UK government. While on the other hand, the cost of recruitment also influences the resource planning such that hiring and training of a candidate involve cost. Thus, to find the desired candidate the Trinity HR  team outsource the recruitment system. Outsourcing helps to find a competent candidate and helps internal management to focus on the internal affair of the Hotel operations. Muma (2018) found that intimacy with the workforce is necessary to retain them for the long term. While inappropriate resource planning can reduce workforce retention and motivation level, thus it leads to low performance. 

In addition to this, for better resourcing, organisational support is also important. According to Jehanzeb (2020), strong organisational support is significantly associated with employee retention rate and personnel development. The more a business can provide skill development training the more the workforce becomes more able to perform activities. Furthermore, Jehanzeb and Mohanty (2018) found a positive relationship between personnel development and job satisfaction which further helps in employee commitment to the organisation. As such, it can be said that personnel development and motivation employees are playing a key role in the process of satisfying the workforce. Therefore, Trinity's top leadership must find alternatives prior to resourcing to ensure a positive outcome in long term. Fletcher, Alfes, and Robinson (2018) found a significant positive relationship between employee skill development and motivation with job satisfaction. In contrast, after redundancies, it is necessary to adapt employees with new techniques to handle the business environment. Hence, to regain the previous position in the market, the HRD team of Trinity must train all employees according to the situation to achieve a competitive edge over other hospitality businesses in the UK.
[bookmark: _Toc85980723]Conclusion 

	In conclusion, rebuilding the workforce implies significant challenges for Trinity such as the fact that competition and the labour market are at their peak. Retaining the workforce has certain benefits for Trinity. For example, it can save the cost of recruitment and training. Moreover, retaining employees through a skill development program enhances Trinity's image in the competitive market and as a consequence, it leads to achieving a competitive edge over other businesses in the market. Besides this, to retain employees and organisational performance it is recommended that Trinity’s HRD ensure the health and safety of the workforce through the provision of a safe working environment as to avoid injuries during work. As Trinity is providing hospitality services, retention of an employee for the long term is a positive sign to improved outcomes in unprecedented situations. Moreover, it is the strength of Trinity that the hotel benefits from a highly skilled workforce and the business acknowledges the training and development need as a result of Covid19. Hence, rebuilding the workforce after the lockdown can be effectively facilitated for Trinity as compared to its competitors.
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