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Introduction 
The term "employee turnover" refers to the proportion of workers in any given workplace or organisation who leave their positions and are subsequently substituted by workers who have been recruited from outside the organisation (Mondy and Martocchio, 2019). The high turnover rate of workers is a significant challenge for managers who want to maintain their current workforce, particularly the highly skilled and productive personnel (Fuller, 2017). When a member of staff at a hotel needs to leave for personal reasons, it is the responsibility of the hotel's human resources management department to locate a dependable successor who will be able to fill the role formerly occupied by the departing employee (Pandey, 2020). The hotel business has one of the greatest staff turnover rates in the world, with certain countries, like the United Kingdom, recorded as high as 41% of their workforce being replaced annually in hotels and other hospitality industries (Statista, 2022). When it comes to managing the different stages of an employee's career, the hospitality sector is up against several difficult challenges. In most cases, an organisation will make every effort to keep the same personnel in place since doing so offers them significant benefits (Valentine, Meglich, Mathis and Jackson, 2019). This article has discussed the current difficulties that hotels in the UK are encountering while attempting to manage their workforce turnover. It has also addressed future resilience within the organisation, which includes maintaining top people and growing the team, as well as the influence that these things have on the firm.


Main body 
The amount or proportion of workers who leave a company and are replaced by new employees is referred to as employee turnover (Roberts-DeGennaro, 2018). Employers that are interested in analysing the causes of employee turnover or estimating the cost to acquire new workers for budgetary purposes may find that tracking employee turnover is beneficial. When discussing the management of human resources, the term "turnover," which may also be referred to as "staff turnover" or "labour turnover," refers to the rate at which a business loses personnel (Dr. C. SWARNALATHA and T. S. PRASANNA, 2011). It represents the typical length of time an employee will remain in their position. Both the turnover of individual firms and the turnover of their sector as a whole may be measured. In the context of an industry, an employer is said to have a high turnover rate compared to its rivals when the average length of employment at that employer is shorter than the average length of employment at other businesses operating within the same sector (Peltokorpi, Allen and Froese, 2017). A high turnover rate may be detrimental to an organization's efficiency, particularly if skilled professionals are often departing the workforce and a large proportion of the workforce is comprised of apprentices.
The high turnover of workers is a problem that affects businesses all around the world and in practically every sector. This issue, however, is particularly pressing when seen from the perspective of the UK. There are several causes of employee turnover in hotels; some of these causes include unfavourable working conditions, bad relations with co-workers or bosses, and insufficient career development opportunities, amongst other causes (London, 2021). The hospitality business is especially affected by the skills gap, which results in a high employee turnover rate and presents a significant burden for the human resources department. When there is a high turnover rate of employees in hotels, productivity levels drop, which in turn lowers the quality of tourism and catering services provided to consumers (Hook and Jenkins, 2019). If a person who is highly qualified and productive quits a firm, they leave a burden for the remaining workers, which may make it difficult to supply services in the same manner that they would be delivered if they were still there. In addition, it is difficult for the same hotel to locate a person in the business who has the same degree of certification, and it may take a significant amount of time to substitute the employee that the particular hotel has lost (Ross, 2013) . If staff leave regularly, it is incumbent upon the hotel to replace them as quickly as possible, with the same level of expertise, and in the shortest amount of time possible to prevent a buildup of work.
In terms of analysing the employee turnover the impact of challenges which have provided a negative impact on employee lifecycle need to be evaluated (Beardwell and Thompson, 2017). The employee life cycle model is intended to identify and communicate the numerous phases that an employee goes through it when they connect with their firm. These stages are considered to be among the most significant stages. Attraction, recruiting, onboarding, development, retention, and disengagement are the six major steps that are involved in this process (Ivancevich and Konopaske, 2013). In today's businesses, human resources departments are confronted with a wide range of challenges in terms of the management of the employee life cycle. The many phases that an employee goes through over their career are included in the employee life cycle. The employee life cycle begins with recruiting and ends with either resignation, termination, or retirement (Ivancevich and Konopaske, 2013). The employee life cycle model that most companies use may be broken down into five or six phases. The process of hiring new workers is the first step in the employee life cycle. At this point, all of the procedures that lead up to and involve the actual employment of a new worker will have been completed. Some businesses make use of talent acquisition software, which gives them the ability to create and automate every stage of the recruiting process. These stages include using an applicant tracking system, doing the pre-employment screening, arranging interviews, and following up with applicants. Recruiters may expedite the recruiting process and attract top talent with the use of tools designed for talent acquisition (Stone, Cox and Gavin, 2017). However, the majority of small and medium-sized businesses in the hotel sector, because of the obstacles they have with their budgets and their popularity, are unable to attract the top talents, and they have had difficulties in terms of hiring the best people from the labour market. The excessively long process of recruitment, which may arise due to a paucity of resources and is highly unsatisfactory both for workers and job seekers, is another difficulty that organisations must overcome. This challenge is one of the reasons why employee satisfaction is so low.
The second stage of the employee lifecycle is known as the "on-boarding" stage. At this point, those who have already been offered jobs and have accepted them become a member of the company's workforce (NOE, 2022). During the onboarding process, they are given the knowledge and tools that will allow them to perform more effectively and integrate more seamlessly into the culture of the firm. Training is provided to employees, during which they also gain knowledge of the rules, processes, and work responsibilities of the organisation (Fuller, 2017). When it comes to onboarding, the most significant problems are a lack of position definition, management culture, managing changes, managing the workplace, and dealing with personal transitions and relocations. The third and last phase is to develop. This stage encompasses all of the activities, like performance evaluations, one-on-one check-ins, and meetings, during which workers are provided with feedback about the quality of their work (Ivancevich and Konopaske, 2013). Consistent feedback is a key component of this stage because it enables executives to acquire insight into what drives workers and it enables employees to realise how well they have done in comparison to objectives. The opposition of the staff toward change and the difficulties with feedback was the primary hurdles that the hotel firms encountered in this context (Dr. C. SWARNALATHA and T. S. PRASANNA, 2011). When there are a high number of steps in the chain of order for the development process, it becomes impossible for workers to make further progress in the development process.
The subsequent phase in the life cycle of an employee is called retention. After a person has been incorporated into the organisation and has a solid knowledge of the function that he or she plays, the next difficulty is to ensure that the worker continues to grow while also ensuring that they are retained. At this point in the process, ongoing employee assessment, recognition, and training are necessary to maintain employee engagement and keep the employee (Fisher, Schoenfeldt and Shaw, 2017). When it comes to the hospitality sector, it may be quite challenging to keep people on board. When it comes to the hospitality industry, the vast majority of workers do not have a clear understanding of their job expectations. Because of this, the workers may feel unhappy. Another significant obstacle in this industry is a lack of flexibility, which is one of the reasons why workers could request a transfer to a different industry (Armstrong and Taylor, 2015). As a direct consequence of it, the percentage of workers who choose to remain in their positions is dismally low. The last segment takes place outside of the ship. This is the ultimate stage of the employee life cycle, and it occurs when the employee quits the organisation for reasons such as getting a new job, retiring, being laid off, leaving for personal reasons, or being terminated for breaking company policy. In any event, the HR department is obligated to properly record and follow standard operating procedures throughout the off-boarding process (Armstrong and Taylor, 2015). At this point in the process, one of the most difficult difficulties for hotel firms to overcome is resolving any monetary disputes with their employees.
There are some other challenging factors in terms of employee turnover in the context of the hotel industry. Students and recent grads alike commonly get their first employment in the hotel sector while still in school or fresh out of college. Few, on the other hand, opt to remain in the sector for the duration of their professional lives. The absence of progression chances, whether real or imagined, is a major component in this (Fisher, Schoenfeldt and Shaw, 2017). Long hours, unpredictable schedules, and a high level of stress are all common occurrences in hospitality occupations. Due to a lack of appreciation, many hospitality and event personnel feel undervalued by their superiors. Recruiting top-notch employees is a challenge in the hotel industry as well. This means that a continual flow of new employees is needed to keep up with the high turnover rate. As a result, the hotel sector has struggled to regularly attract applicants with the essential abilities to thrive in even entry-level positions, mostly owing to a lack of expertise and a high turnover rate.
But this industry should work more effectively to retain more staff because it will help the industry to get more output. To do so, first of all, employers must have a policy for retaining the top talents from the market. It can only be possible by providing them direct goals and opportunities to upgrade their income opportunities and with work recognition (Felgate, 2020). The management must involve in the practice of talent management to reduce the employee turnover rate and increase the rate of employee acquisition. In the practice of proper talent management at the first proper employee, planning is required. Then from the recruitment to onboarding, each process should be in a particular way which can help the employers to get the right employees for the right positions. In terms of reducing the turnover rate, it is highly crucial to make a good structure for training and developing the employees (Gunderson, 2016). The training and development program will not only develop the skill of the employees but also improve the morale of the employees so that they will think them valuable and think that the company put a value on them. It will help them to become motivated and work for a long time in the organisation (Shabib-Ul-Hasan, 2012). Moreover, a good team should be formed in the hotel sector because when they will work in a team then they may think of themselves as a very important part of the team. Moreover, teamwork will also ensure proper development of the employees and it also puts more scope for finding new sources of development in their skills. 


Conclusion 
The issues of employee turnover can put lots of negative impacts on the activities of hotels because in this service providing organisation employees are the key. So the employers must have to identify the issues or problems that may create by the high level of employee turnover. Proper policy and talent management programs should be conducted so that the rate of turnover can be reduced. 
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