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Managing Hotel Employee Turnover in the UK
The hotel industry is one of the largest and fastest-growing sectors in the United Kingdom. The sector encompasses high-end and small-scale restaurants, bars, inns, motels, and guest accommodation rooms. The hotel industry poses one of the leading sectors that offers employment opportunities, yet retention of employees has always been a challenge as employee turnover is a common occurrence. According to Dwesini (2019), employee turnover is whereby employees move around the labour market from one organisation to another in the hotel industry and interchanging occupations. Further, it entails switching between being employed and being unemployed due to one’s reasons (Pavlopoulos and Chkalova, 2022). With the rate of labour turnover being high, the hotel industry has been greatly affected in terms of overall producibility, profitability, growth, and development. Therefore, this paper will explore the causes of employee turnover and how they pose challenges to the hotel industry. Additionally, the paper will examine the impacts of these challenges on the employee lifecycle and business at large. And also, will demonstrate how a lot of factors that we are facing in our days are affecting hotel business industry.
Impact of Challenges on Employee Turnover, Employee Lifecycle, and Business
Employee turnover in the hotel industry is caused by both internal factors sourced from within and external factors entailing the employees’ surroundings. Currently, in the United Kingdom, the employee turnover rate in the hotel industry is approximately 30% per year, and it is predicted to rise due to the prevalence couple of factors such  a Brexit witch affect business industry because a lot of employers are left their work place due on papers issue also , COVID-19 pandemic  witch froze hospitality industry for couple of years and after opening implement various number of rules that we have to follow as a employee  and at the moment the ongoing Russia-Ukraine war (Alyahya et al., 2021). A high employee turnover rate has been attributed to the performance of low-skilled and lowly paid work, job dissatisfaction, unfavourable working hours, and lack of opportunities to grow and develop oneself (Yao et al., 2019). Similarly, Dwesini (2019) mentions that the most probable causes of employee turnover are the relationship between employers and the employees, job pressure, low paid rate , employee burnout due to long working hours, unclear job descriptions, and lack of or inadequate in-service training which are giving much more stress for every single employer. Further, better opportunities in other constituents of the hotel sector elsewhere, lack of fringe benefits, and inadequate engagements at the workplace pose as major causes of employee turnover.
With these reasons of employee turnover, the hotel industry is being affected in various ways. Thus, employee turnover in the hotel industry in the United Kingdom has resulted in a significant decrease in the overall productivity of the businesses (De Winne et al., 2019). The hotel industry is a service industry that greatly depends on manpower for effective and efficient operations. Therefore, it requires highly skilled and top talented personnel to ensure maximum productivity is being realised. However, with a high turnover of the employee, this target is not achieved, hence productivity tends to decrease.
Similarly, with the hotel industry being one of the fastest-growing industries, it poses a challenge to the frequent restructuring of the workforce, and the replacements done often. Concerning this, in the United Kingdom, the hotel industries face a temporary nature of many hotel workers leading to great unnecessary costs being incurred, and hence, poor quality services and products are provided (Han et al., 2020). As such, given that the hotel industry is growing with customers’ tastes and preferences changing and stiff competition for absolute customer satisfaction, most hotel industries are faced with the problem of balancing quality service and product providence and taking care of employees’ needs. So far, all hospitality companies are focusing on bringing back all guest and make it business run as before but due a low number of employers its hard to keep that level. Employees are always a key factor for hospitality success. So a lot of companies are looking to find a way oh how they can face that issue in future avoiding such a big staff gap in future.
Strategies to Reduce Employee Turnover in the Future
Retention of employees in the hotel industry can be enabled through the leaders and human resource department adopting several theories. For instance, the implementation of the equity theory by Stacey Adams enables fair treatment of all employees in terms of appraisals, promotions, bonuses, increases in salaries, and recognition of work efforts (Ghani et al., 2022). According to the theory, employees are likely to compare the rewards they receive with that of other workers (Lis and Arshad, 2021). This theory helps the organisations’ managers to provide a positive association between good performance and rewards to employees as this, in turn, enables unbiased, fair, and equitable treatment of all employees, thereby preventing them from leaving.
Job characteristics theory is an approach aimed at satisfying and motivating employees to do better and become better. According to Ahmad (2018), the theory asserts that the job positions should be attractive and intrinsically motivating the workers. A job description should be produced in such a way that the employee feels a sense of personal responsibility towards the task and the meaningfulness of the job is enabled (Ahmad, 2018). Through the performance of the work, be it being a waitress, chef, or one spreading lodging beds, a positive contribution to the employee should be portrayed by the job. Intrinsically motivating job description enables the employees to understand their overall contribution and impact of the job, hence they would strive to perform better and perfect their work skills. Through this theory, managers tend to retain top talents of those who have perfected their skills at work, and this, in turn, reduces labour turnover at that particular workplace.
The two-factor theory by Herzberg asserts that motivation and hygiene factors at the workplace are major contributors to a positive work environment. According to Mustafa et al. (2021), the motivating factors that lead to job satisfaction and retention of top talents include: high achievement, recognition of employee’s exemplar performance, individual growth, career or profession advancement, and responsibilities. Similarly, the hygienic factors that provide an extrinsic positive work environment are the organisation’s policies, the relationship between employee and their boss, work conditions, relationships with fellow work colleagues, and salaries (Dogonyaro, 2021). These factors work in tandem to influence an employee’s job satisfaction at their places of work and departments at the workplace. Adoption of this theory helps to increase job satisfaction and reduces dissatisfaction, hence aiding employees in developing a positive perception and attitude towards their work.
Further, a sustainable recruitment and selection process poses a strategy that would reduce employee turnover in the highly seasonal hotel industry. Seasonal fluctuations in the hotel industry are a major cause of improper staffing plans and inconsistent and unreliable recruitment planning (Zhou and Khan, 2021). Despite the hotel sector in the UK currently recruiting fresh graduates, providing in-service training, and introducing management programs in various institutions, the industry is unable to retain the workforce (Ioannou and Dukes, 2021). However, a well-designed recruitment and selection  based on interview process is likely to attract competent and top talented candidates best suited for the job positions. Choice of the best person for the job and the best person to fit the work environment leads to selecting the best candidate for a longer period (Reidhead, 2020). As such, this helps to reduce employee turnover as the skilled personnel works better, perfecting their work skills and applying their innovative ideas can help business develop better and have a success. New idea or implementing up to date changes help to progress a hospitality business.
Benefits of Employee Retention for Business and Individual
Retention of employees at the workplace aims at ensuring that overall productivity is greater. In the hotel industry, employee retention helps to reduce costs that would be incurred in recruiting a replacement workforce through advertising for new posts, hiring interviewing panels, and training recruits on work basics (Abbasi et al., 2022). Employee retention helps to decline heavier workloads or work responsibilities, thus leading to improvements in motivation to work by enabling better relationships, a conducive work environment, employee engagement, and rewarding workers (Singh, 2019). The organisation, be it a restaurant, bar, or lodging, losses on experienced employees through labour turnover. Hence, retention of the employee helps to retain organisational knowledge, skills, customer services, and relationships (Kamalaveni et al., 2019). Further, employee retention aids in increasing productivity as it will save time to build rapport with new work colleagues and customers, pick up from where the former employee left, and reduce employee burnout and low-quality work (Papa et al., 2018). Additionally, employee retention helps to improve the constituents of the hotel industry’s culture by maintaining the positive image of the organisation in terms of its preferences, perceptions, and workforce behaviour (Dechawatanapaisal, 2018). The hotel sector of the economy is a service industry. As such, when overall productivity increases, services providence profitability increases as well, which results in the generation of huge revenue amount to the country.
At the individual level, retaining employees by their employers help the workers to perfect their knowledge, innovation levels, and skills to perform various tasks. As a result, individuals are likely to advance in their profession through career growth, furthering their studies, and taking up bigger roles in management and leadership at the workplace (Pandita and Ray, 2018). Reduced employee turnover in the hotel industry aids individuals in specialisation in certain areas as one may opt to be a chef, and therefore, they would perfect their cooking skills (Goler et al, 2018). Despite the seasonal nature of the hotel industry, retention of employees assures them of work during seasonal fluctuations, thereby reducing instances of unemployment. In conclusion of all ideas related earlier and after providing deep research we understand how important employees is and especially for hospitality industry. They are key for success and providing a new training or help them get more knowledge and give some small appreciations are helping also to keep them on place where they are. From the tome when employee is feeling valuable on his work place, he will do much more profit because they are working for that success.
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