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Since the outbreak of corona virus in 2019, business industry especially hospitality industry has been affected the most. Hutton & Foley (2021) found that hospitality industry was 90% down in April 2020 compared against February 2020. As of January 2021, 56% eligible jobs were furloughed in hospitality industry. According to a survey conducted by Ramuni (2021), consumers spending in hospitality increased in May 2021, however, it is still less than 70% of pre-covid spending. In addition, job vacancies have seen a massive increase and are higher than pre-covid levels. According to the HM Revenue and Customs (HMRC, 2021) around 1.65 million employees were in furlough since hotels & restaurant stopped trading. At the end of May 2021 approximately 590,000 employees were furloughed.    
Hotel Trinity had its soft reopening in April 2021 after the ‘roadmap’ declaration came from Boris Johnson (Caird, 2021).  Now the hotel management is going through rebuilding process of its operation, particularly they are focusing on the employee lifecycle. This essay will evaluate the impact of Covid-19 on Hotel Trinity, considering current labour market, long-term furloughed returning employees and their mental health. A thorough analysis on external environment (PESTLE) will be conducted to ensure the fundamental pillars of personnel resourcing and their development.   
In order to evaluate how the pandemic affected the Employment Lifecycle, the current labour market needs to be analysed considering the event of Brexit. Firstly, attraction- will be crucial part of rebuilding the workforce with remaining employees (Cattermole, 2004). Due to the pandemic Hotel Trinity had to go through cost cutting for survival. As payroll is the highest cost in most of the business they had to employee furlough, redundancy and reduced working hours on all contracts. To stay competitive industry there is no other option but to attract new talent. According to Dimitris Manikis, president of Europe, Africa and Middle East for Wyndham Hotels, paying high salary will not attract new talents to enter this industry anymore; rather they are currently looking for attractive package (Hancock, 2021). Mental health support facility can be a great selling point during recruitment & selection, as 69% of UK adults are somewhat or very worried due to Covid-19 (Marshal et al, 2020). Therefore, unless Hotel Trinity raise their brand awareness and offer benefits and compensation it will be hard to attract new talent to this business.
Recruitment- stage of employee lifecycle consists of job openings, advertisement announcement, screening, interviewing and finally selecting the most suitable candidate for the position. Most of the processes of this stage were changed due to travel bans and quarantine measures etc (Nedlund, 2020). People needs to stay in quarantine for a certain amount of time during the period of moving one place to another, and this creates frustration and also cost both candidates and the hotel a lot.    	
During the lockdown employees worked from home over internet. This experience will provide Hotel Trinity conduct mobile recruitment. Using different social media platforms for job posting minimises the cost of recruitment also. According to Womack (2021) social media recruitment has seen a 23% rise after lockdown. Furthermore, this strategy mostly attracts workers aged 16 to 24 years, is tech savvy and is from the age group of ‘the highest rate of unemployment’, according to Trust for London (2021) 18.5%. it is evident that young employees and their energetic approach to work is important for hospitality industry.
With the blessings of WFH, now HR can ask candidates to attend video interview on free platforms like Zoom, Skype, WhatsApp etc. This will eliminate in-person interview and other corona virus related restrictions. Such process of recruitment is much faster, time efficient, suitable for both candidate & interviewer (Bruno, 2020).     
At the third stage of employee lifecycle onboarding, here Hotel Trinity has to deal with newly recruited talent pool. This stage is very critical for the hotel since new hires gets adjusted with the hotel culture and performance aspects of their job. Here employees are also getting to know the mission, vision and objectives of the hotel (Sprigghr, 2020).    	
Due to the pandemic additional strategy already implemented by many hospitality businesses. HR managers need to ensure new hires go through Covid-19 protocols as per industry standards (Gray, 2020) to both new comers and returning employees. During this process hotels need to spend on their training and safety equipments. HR need to follow-up with new recruits after a few weeks to check in on how they are managing the challenges in integrating with the team.  		
During the development stage of employee lifecycle HR encourage personal and professional development among employees. Managers organise employee development programme and mentoring during this stage to provide them a solid base for future growth and development. However, due to the pandemic and budget cuts HR managers are forced to implement such programs with less resource. As a result peer coaching and mentoring are getting very popular among HR, as this does not require huge budget but such programme can only be conducted among limited number of employees (Majid, 2019). For skill development providing opportunity to attend relevant conferences and seminar yields incredible benefits for their skill development. Since many events are organised in virtual platforms, travel bans and other corona virus related restrictions can be avoided. 
 In the fifth stage employee retention, hotels focus on keeping its top talent and ensure that they are happy with the role. According to Herzberg’s two factors theory (Lundberg, Gudmundson & Andersson, 2009) employees are no longer happy with higher salary rather they are looking for job satisfaction and self esteem. Job security, medical benefit, medical leaves are getting more popular this days due to the pandemic. Furthermore, higher employee turnover creates employee dissatisfaction and also it is expensive to go thorough recruitment and selection process every now and then. Due to pandemic Hotel Trinity forced to let employee go for long term furlough and even redundancy. 
Kübler-Ross change curve (Anon, 2021) teaches us long-term furloughed employees will go through 05 stage of internal emotional journey during this transition period. For smooth transition to their workplace, hotel management must plan their retention policy carefully.      			
During this period firstly, they will go through ‘denial’ stage. Here HR personnel must conduct a in-person meeting to clarify any doubts or concerns of their returning to work after the lock down. After that they will go through ‘anger’ stage, where they will be show their anger towards the hotel if they were kept in furlough for too long or anger towards the pandemic etc. HR plays a vital part in this stage by showing compassion, empathy and sympathy towards the employee. After calm down they start bargaining stage, where returning employees might want to start where they left from. However, to reduce their pressure HR might consider offering them a ‘graduated work-return plan’ (CDC, 2021). Not offering their previous role might drive employees towards depression stage, so it is important for Hotel Trinity management to follow up on employee’s mental health. With successful execution of above strategies, employees enter to the acceptance stage and are get ready to integrate with workforce.       
Employee separation is the final stage of employee lifecycle. This stage focuses how to manage an employee separation from the hotel due to retirement or volunteer termination or lack of performance (Mazin & Smith, 2004). It is important to create an atmosphere where leavers leave happily as it is crucial to maintain a good reputation in hospitality industry. Furthermore, they are a great source of new hire referrals. 	
Employee engagement through exit interview during this stage can provide information to improve employee experience throughout the operation. This might even reduce company expense to some extent. 
External environment nowadays have great influence on personnel resourcing and development due to covid-19. Therefore PESTLE analysing is very crucial for HR manager to cope up with any change during employee lifecycle. 
Since the introduction of corona virus pandemic governments impose travel bans of general public. According to Office for National Statistics (2020) in 03 months to June’20, employment in accommodation fell by 21.5% compared with 2019. Furthermore, travel & tourism industry saw the largest drop in employment in third quarter of 2020. 
Mandatory quarantine was required during the lockdown if employees need to move one place to another. Such regulations were not making HR managers life any easy during the period. Due to mandatory quarantine recruitment process were delayed and even hotel needed to offer in-house accommodation to those who were required that time to keep mandatory work done.
Brexit also made life difficult for HR. Mass migration of expert workers affected the industry badly, since this sector are heavily dependent on overseas workers, who are work on zero hour contract at minimum wage under difficult conditions (Farazad, 2020).  
According to the Guardian (2021) UK GDP had fallen by 2.6% month-on-month in November 2020 (Parington, 2021). Moreover, Whitbread, the owner of Primer Inn said that their sale collapsed 99% during the national lockdown in the spring (Kollewe, 2020). Thus many hotels including Hotel Trinity had to lay off employees and let them go to long-term furlough. This caused economic crisis among the employees. This unemployment causes depression and affect the employees; mental health (Voydanoff, 2020).
Conventional working environment has been altered from being social, exciting and pleasing to frustrating, isolating or even life threatening. Social norms have been changed so much that employees are forced to work maintaining a 06 feet distance (BBC, 2021). Such rules and regulations needed to maintain accordingly in order to keep up with new normal rules. Very often employees get frustrated once other employee cannot maintain the same standard. Employee-customer interaction is discouraged to prevent corona virus (Mishagina, 2021). Therefore customers are not getting that human touch service as previous.  
Hospitality industry has seen an accelerated trend of integration to smart technology. In order to reduce human contact, creation of contactless express check-in and food ordering has been introduced by many hotels (Hospitality Tech, 2021). To keep this system hotel management need to make sure it’s IT personnel are well trained and well equipped. Furthermore, they need to on their toes so that there is no system glitch occurs.       
Legal environment has been so much changed during the pandemic that it affects every stage of employee lifecycle. Furthermore, brexit poured fuel to this turmoil. Now HR managers need to support overseas employee to obey with new visa and immigration policies.
In summary, the corona virus pandemic along with brexit has a massive negative impact on hospitality sector in the UK. Many expert hands are either being terminated from their jobs or put on long term furlough. Many employees went back to their native country or changed the industry for their livelihood. Under this circumstance attracting new talent in Hotel Trinity will be difficult. Furthermore, employees returning from long term furlough are mostly mentally frustrated, financially broke. In order to get their maximum out put it is mandatory to offer them sympathy and guide them in every step of employee lifecycle. Finally, the PESTLE analysis shows some external factors that are impacting the hotel progression. It is HR’s strategic, operational, and administrative responsibility to overcome such obstacles and to ensure a healthy working environment where new and returning employees can work in comfort.  
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