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Introduction: 
Employees have been recognised as one of the most important assets of a business organisation (Collins, 2021). In the service industry, like in hotels, employees are particularly important for the creation of value proposition as they are the primary medium of communication between the employer and the customers. With respect to the service industry, the value proposition is beneficial in attracting and retaining customers, which provides the firms with a long-term sustainable competitive advantage (Payne, et al., 2017). Therefore, it is essential to enhance the rate of employee retention. 
In the year 2019, the average employee turnover rate in the UK in the hotel industry was around 30% (ukhospitality.org.uk, 2019). Further, owing to the outbreak of the pandemic of Covid-19 in the year 2020, the business environment across the globe deteriorated. The hotel industry was widely affected due to global lockdowns and restrictions on movements. There has been a fluctuation in the customer demands for hotel services. The societal attitude towards eating out and hotel stays has changed, which has affected the rate of employee retention in the UK. This has led to poor organisational performance along with slower sustainable growth in the hotel industry of the UK. In this context, this essay will explain the current challenges faced by the hotel industry in managing employee turnover in the UK. 
Discussion: 
According to the Zinger model, employee retention has been recognised as the art of engaging employees by the use of strategies that positively influence their holistic well-being within the organisation (Banfield, et al., 2018). However, owing to the current uncertain hotel industry in the UK, especially due to covid-19, there has been a decrease in the rate of employee retention. The stages of the employee lifecycle in the hotel industry are attraction, recruitment, onboarding, retention, development, off-boarding and happy leavers (Sato, et al., 2020). Based on the review by Baum, (2019), unsuitability for the role leads to unclear job expectations. In the hotel industry, the employees act as a bridge between the company and the customers. However, customer service is not for everyone, and the employees in this sector, especially during the covid-19 era, were assigned two to three roles at a time irrespective of the promises made while attracting and recruiting. Unclear job expectations have been lowering the commitment of employees in the hotel industry (Reilly, 2018). 
Based on research, it has been observed that around two-thirds of the chefs in London work over 48 hours a week which implies that they are spending 14% excess as compared to standard time frames (bighospitality.co.uk, 2017). Around 51% of the chefs have accepted that they have been suffering depression and degraded physical health due to overworking. Therefore, long working hours are another challenge faced by the hotels in managing the degree of employee turnover (Kotera, et al., 2018). This challenge has been affecting the retention and development stage of the employee lifecycle to a large extent. The employees within the hotel industry are expected to work even during holidays and weekends, which is bound to affect their perspective regarding their company. 
According to the employee lifecycle, in the onboarding stage of the employee lifecycle, it is essential for the employer to direct its employees about the work expectations and the working shifts that are expected (Stone, et al., 2020). However, unlike the above theoretical explanation, there still exists unhealthy flexibility regarding working hours and the job expectations within the hotel industry (French, 2018). Based on employee reviews on Hilton Garden Inn restaurant on indeed, it has been observed that employees are complaining about poor management and non-consideration of employee well-being. Therefore, unhealthy flexibility regarding the working hours affects the employee lifecycle in the hotel industry of the UK. 
Employee retention is beneficial as it assists in improving the productivity of the organisation in this hyper-competitive business environment (Boon, et al., 2019). In this context, it must be highlighted that a toxic and unhealthy environment affects the retention stage of the employee lifecycle. The high-pressure working conditions in the hotel industry in the UK result in excess employee stress (Huang, et al., 2018). However, other signs of a toxic and unhealthy environment are any kind of harassment. It has been found that around 63% of the staff working in the hotel industry have reported sexual harassment in the workplace in the UK (the spirits business, 2019). 
Communication has been recognised as one of the major catalysts that drive employee engagement and is essential at all the stages of the employee lifecycle (Cattermole, 2019). According to for effectively executing all the stages of the employee cycle, communication is essential. In the UK hotel industry, poor communication along with collaboration between the higher management and the staff led to a higher degree of employee turnover. Further, based on the research of Baum, (2019), it has been observed that along with ineffective communication and long and uncertain working hours, there are instances related to lack of employee recognition. Around 42% of the employees working in the hotel industry in the UK have reported a lack of recognition and professional development as one of the main reasons for resignation. Therefore, lack of recognition is primarily challenging for executing the stages of retention and development of the employee lifecycle. 
French, (2018) has mentioned that Brexit has also created challenges for managers to manage employee turnover. Post the initiation of Brexit, the employees residing outside the UK require work permits from an authority belonging to the central government. This implies that the employees will require permission for migration to continue to work within the hotel industry in the UK. Hence, the hotel industry has suffered a great deal of employee shortage due to increased employee turnover after the exit of Britain from the European Union. In the context of the employee lifecycle, due to Brexit, managers face a challenge in executing the first and second stages of attraction and recruitment. Based on the research of (Cameron and Marson, 2018), it has been identified that the number of EU workers in the hotel industry of the UK has decreased to a large extent. There has been a loss of around 92,800 workers from the hotel industry in the UK (Hospitality and Catering News, 2021). However, before the pandemic hit the country, the percentage of EU workers in the UK was around 75% in the city of London. 
According to Banfield, et al. (2018), the first stage of attracting employees within the employee lifecycle is considered to be one of the most important stages. With the help of positive public images, business organisations have the opportunity of attracting talents to a large extent. However, it is seen that the UK hotel industry has not been able to maintain its image in front of the public. Owing to a lack of public communication, it is assumed that around 51% of the workers in the hotel industry believe that the wages as comparatively low compared to other countries. Further, around 17% practically consider their jobs in the hotel industry as temporary and typically look forward to switching industries (Hospitality and Catering News, 2021). However, contradictory to these assumptions, it is observed that 90% of the employers in the hotel industry grant wages that are above the living standards. This implies that managers are facing challenges in the first stages of the employee lifecycle due to a lack of standard public relations communications. Therefore, these are the challenges being faced by the hotel industry in the UK in managing employee turnover while executing the stages of the employee lifecycle. 
Based on the above analysis, it is observed that covid-19, Brexit and other factors like lack of communication, unsustainable working hours, and lack of recognition have been creating challenges for the managers in the hotel industry to manage employee turnover. However, from the literature of Sun and Bunchapattanasakda, (2019), it is deduced that it is important to curate strategies for increasing employee retention and decreasing employee turnover. With increased and stable employee retention, business organisations can enjoy the benefit of a sustainable long-term competitive advantage in this hyper-competitive market (Arasanmi and Krishna, 2019). 
Although the hotel industry has been suffering a great deal of employee turnover, the industry has the power to drive back through its resilience. Retention of top talent is one of the strategies that is being integrated by the business organisations operating in the hotel industry of the UK. One of the most important strategies that will maintain the future resiliency of the hotel industry in the UK is better to pay and benefits. However, it is seen that the companies are providing better pay, but it is important to involve oneself in public communication to advertise better pay structures (Banfield, et al., 2018). The above strategy is found to be helpful in the execution of the first and second stages of the employee lifecycle. In response to the above challenges that are being faced by the manager in reducing employee turnover, the focus should be made on transferring the control to the employees regarding their patterns of work and leaves. Further, benefits in the form of staff discounts, periodic leaves and healthy flexibility will also be regarded as a great way to maintain the resilience of the future hotel business (Jooss, et al., 2021). The lack of recognition and opportunities must be replaced by better career prospects for the employees working in the hotel industry of the UK. The hotel industry in the UK must also work towards increasing transparency between the employers and the employees. This will assist in enhancing the workplace culture leading to greater employee engagement. The prime reason for individuals to choose the hotel industry for working is the flexible environment, social networking, opportunities for training and development etc. (Hospitality and Catering News, 2021). With the help of such working structures in the hotel industry in the UK, employers will be able to use its resiliency for managing employee turnover. 
Inefficient communication between the higher management and the staff has been recognised as one of the challenges that employers face in managing employee turnover. In this context, according to Baum, (2019), conducting regular surveys amongst the employees will also be beneficial in understanding in mitigating the influences of the challenges being faced by the managers of the hotel industry in the UK. With the help of regular surveys, employers will be able to identify the issues being faced by the employees, which is guiding them to the stage of off-boarding of their lifecycle. Further, continuous training and development sessions also assist the employers in creating a perfect fit between the job profile and the individual to a large extent. With the help of training and development sessions, the employers will have the opportunity of executing the stages of onboarding to the development stages of the employee lifecycle effectively. This strategy will provide the business with the resiliency to fill in the gap between the required job skills and the existing skills of the employees (Banfield, et al., 2018). The training and development sessions for the employees will be beneficial for the business as they will lead to higher employee productivity and performance in the hyper-competitive and uncertain business environment of the hotel industry in the UK. Therefore, the integration of the above strategies by the employers in the hotel of UK will help them in managing employee turnover to a large extent.
Conclusion: 
Based on the above analysis, it has been identified that the hotel industry in the UK is uncertain, and at the same time, the competitive factor is very high. Employee turnover within the hotel industry in the UK was high and has increased exponentially in the post-pandemic era. Employers have been facing recruitment challenges while working towards increasing the rate of employee retention and decreasing the rate of employee turnover. The challenges arise in the form of unclear job requirements and unsuitable job profiles. Further, the employers also face challenges in managing employees from getting physically and mentally affected due to long working hours and unhealthy flexibility within the workplace culture of the hotel industry in the UK.  Challenges have also emerged due to the outbreak of covid-19. Further, due to the initiation of the Brexit, employers are facing challenges related to recruitment as the existing and prospective employees are required to show permits from the central authorities. The benefits of retaining the workforce in the hotel industry are beneficial in enhancing organisational productivity by the accomplishment of the pre-determined objectives and goals. However, from the above essay, it is seen that irrespective of the above challenges, the hotel industry in the UK is resilient enough to mitigate the influence of the challenges and focus on managing employee turnover. 
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