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The present essay is looking at the current concerns and challenges confronting the UK hospitality in terms of employees turnover and also offers solutions for employees retention.
One of the major factors that led to employees turnover over the past couple of years was the COVID-19 pandemic.
According to the Office for National Statistics, the hospitality sector has been one of the most affected by the COVID-19 pandemic. The estimated full-year turnover loss in 2020 reached approximately 53 percent for accommodation establishments and approximately 42 percent for food and beverage venues when compared to 2019 levels (ONS, 2020). While the United Kingdom was in the middle of its third national lockdown from January to May 2021, the Office for National Statistics reported a fall in turnover of sixty percent and forty-six percent, respectively, when compared to the same period in 2019 (ONS, 2021).
Also a significant number of EU employees who eventually found themselves unemployed as a direct consequence of Brexit or the pandemic, departed the UK and have either refused or been unable to return there since. Furthermore, a significant number of people who were placed on furlough due to pandemic, left the workforce in order to pursue higher education or to move on to different occupations, the majority of which offered more opportunities for career progression or higher pay. This was not only the case for those who worked in the hotel industry, but for other industries also.
[bookmark: _Hlk104998195]As a direct consequence, several businesses in the United Kingdom are having trouble satisfying the growing demand for their available positions. According to statistics that was made available by the ONS in January 2022, over the time period of July 2021 to January 2022, 31 percent of hospitality organisations found it difficult to fill vacant positions (ONS, 2022).
Consequently, the hotel industry is becoming more interested in the use of robotics, contactless innovation, and digitalization whenever and wherever it is viable. However, due to the importance of personalization in the hotel industry, technology cannot replace all of the roles that are involved in hospitality.
In an industry as customer-facing as hospitality, having a poor staff retention rate along with personnel continuously coming and leaving might complicate the process of satisfying the expectations of the customers. On the other hand, this fact does not always mean that it should be considered the norm. When the management is trying to fill a higher number of positions, it is extremely helpful to be aware of the factors that could cause people to leave their jobs.
Inflation represents the greatest threat to the hospitality industry at the moment, given that the epidemic has apparently draw to a close. 
Although customer spending on hotel sector started to recover in 2021, the Office for National Statistics in the UK assessed that it is still less than 70 percent of what it was before the pandemic. The situation could be as a result of the higher cost of both electricity and commodities(ONS, 2022).
According to a research conducted by YouGov that was based on a survey of 1,006 workers in the hotel industry in Great Britain, there have been found a series of top reasons why individuals leave the industry, resulting in 69 percent stating that the main reason would be working long and irregular hours, followed by 63 percent due to unsatisfactory levels of both benefits and salary, and 35 percent due to an insufficient number of available and appropriate job openings (YouGov, 2022).
According to the responses of forty percent of the participants who had worked in the hospitality industry in the past or who are now working in the industry, they took the employment because there was no other alternative. YouGov research has shown that for 44 percent of people, working in the hotel business was their major profession, for 38 percent of people, it was something they did while they were in school; and for 15 percent of people, it was a second or third employment (YouGov, 2022).
The fact that a high staff turnover rate or poor employee retention rate does not always mean that a specific company is a terrible place to work is one of the things that may be one of the most challenging aspects for managers and owners. After a person has been hired, it may not become clear that they are just unsuitable for the job until some time after they have started working there.
After all, offering a hospitable service to customers is not something that everyone finds enjoyable. Even after receiving the best possible training, a significant number of individuals are not ready to operate in the fast-paced hospitality sector. Despite the fact that it may be depressing, it is not a reflection on the company ability to provide a positive atmosphere for its workers. Occasionally the expectations of the job are not clear enough.
If the leaders are unable to communicate effectively with their employees, this might cause some employees to resign. Unfortunately, the satisfaction of even the finest people at work may be negatively impacted by poor management, which can result in employee turnover.
The hospitality business is a popular choice for entry-level jobs among young people. However, as the vast majority of people discover once they have been hired for a position, it is not the optimal match for anybody.
When they are not in class, many students choose to fill part-time or seasonal positions in hotel service, such as those that are available during the holidays or during the summer. This would lead to a poor employees retention as the students will have to return to their studies and new recruitment processes will have to take place.
At the same time, even though it is not officially recognised as a medical ailment, burnout has become a very serious issue that is quite prevalent in the hospitality business. Additionally, it is a big factor in the hospitality industry poor employee retention rate.
The World Health Organization (WHO, 2019) describes burnout as a " syndrome conceptualised as resulting from chronic workplace stress that has not been successfully managed." Therefore, burnout is the outcome of long-term or chronic stress, and it is differentiated from other forms of stress by the following three primary factors: signs and symptoms of exhaustion or an energy deficit, a deeper sense of mental separation from the viewpoint or scepticism over it. The level of professional ability has decreased.
It is possible that even the most dedicated workers would become tired of this kind of living after some time has passed. As a consequence of this, people may look for jobs that do not make it challenging to strike a healthy balance between their personal and professional lives.
Even though many people begin their careers in the hotel sector while they are young, few people opt out to remain in the field for the whole of their working lives, thinking it to be a dead end.
In the event that management views the personnel disposable or interchangeable, the employees will not wish to stay. They would not invest in the firm if they do not believe the organisation cares about their success.
The hotel sector has a high turnover rate because many employers consider their staff as contract workers who will eventually move on. Employees who had hoped to rise forward in the hotel sector may instead choose to leave because of this mindset.
It is necessary to attract and choose employees for certain positions via recruitment and resourcing. The organizations that want to achieve their objectives will need to focus on finding and hiring the best candidates and also in addition to the HR staff, line managers are becoming more engaged in the selection process, making this a key task.
A PESTLE study may help practitioners get a better grasp of the external influences affecting their organisations. Understanding an organization "big picture" is one of the most important aspects of doing a PESTLE study. Political, economic, social, technical and environmental aspects would all be examined in a PESTLE report.
The new hires quality must be prioritized to avoid future issues. At the beginning of the recruitment process, the managers need to focus on where they get the candidates from, ensuring that only the top candidates reach the recruiting pipeline in order to recruit great employees.
When interviewing potential workers, it must be made clear what is expected of them before they begin their employment. Even if this does not guarantee that the candidate will be fit for the job role, at least is clear what are the company expectations.
By setting clear goals from the beginning, the perceptions of the potential employees can easily be controlled and boost morale, this includes the job advertising and application procedure, as well as on-the-job training and orientation. 
Every so often, the staff should be checked to find out if they have any queries or concerns about what they should be doing and also if an employee has questions or needs assistance with their work, they should be able to contact the appropriate person.
The managers and workers should communicate back and forth and together to look for ways to make the workplace a better place to work, and encourage all workers to participate in ongoing training.
In certain cases, the individuals could be thought the skills they need to succeed at their work, but there are many other things to look for in a potential employee, personality traits are the most significant.
Prior to the recruiting process the managers should have a list of the qualities and abilities that they are looking for in a new employee. During the recruiting process, they should look for particular traits, such as multitasking and stress tolerance. Candidates who lack the skills and characteristics required to succeed in the position should not be considered for employment.
Pre-employment exams should be used, like a cultural fit assessment, a multitasking test, or personality questionnaires and situational judgement tests during the application process to locate the best individuals.
The time management strategy should be truthful during the application process and the reality of the of the hospitality company should be exposed in order to avoid any future disappointments and eventual employees turnover. The fact that working in the hotel sector would involve working lengthy hours at short notice should not be sugar coated as it would be up to each individual to decide whether or not the opportunity is right for them.
A procedure to follow or a system for requesting time off in the event that a member of staff becomes ill on the day of a shift should also be provided. By putting these mechanisms in place in advance, the workers would have a peace of mind that their requirements will be met while also preventing a staffing crisis.
A work atmosphere that is psychologically safe should be established for staff in which the workers will be excited to come to work and feel secure in their roles. In the case of a problem, the staff should know what to do and that they are protected if they want to speak up. By taking steps to improve the working conditions for everyone, would set an example. 
Everyone should have the chance to speak out and to be heard and employees at all levels should be encouraged to speak out when they have something to say, but they should also be encouraged to listen when others have something to say.
A process to find fresh methods of recognizing and rewarding the staff efforts would also be very helpful for employees retention. There are certain situations in which even tiny ’’thanks’’ are enough to make a big difference. An employee self-esteem might soar after hearing during the meeting a simple "well done" or a "thank you".
In conclusion the UK hospitality sector being one of the most affected by the COVID-19 pandemic and also going through Brexit disadvantages regarding many EU workers not being able to work in UK has had a very difficult time in trying to cover the jobs needed and the employees turnover has increased dramatically.
In order to rise the employees retention a PESTLE study at the recruitment stage may help practitioners get a better grasp of the external influences affecting their organisations. At the beginning of the recruitment process managers need to focus on where they get the candidates from, ensuring that only the top candidates reach the recruiting pipeline. 
Also a procedure for requesting time off in the event a member of staff becomes ill  should also be provided, the workers would have a peace of mind that their requirements will be met while also preventing a staffing crisis.
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