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Review the analyse the current challenges facing hotels in managing their employee turnover in the UK

The travel and leisure industry is one of the most important sectors of the UK which is worth £ 8.7 billion that comprises 4% of the UK GDP (Vogel, 2021). The UK-based tourist destinations are the 8th largest destination to consider as. There are a few prevalent challenges and hurdles are noticeable from the past few years (Awasthi and Nain, 2021). The challenges cause a substantial impact on the employee lice cycle by reducing the retention rate. The effect of Brexit is creating uncertainty by creating commotion in the investment setting (Ridgway, 2019). There is a substantial extent of the drop in the travel rate noticed post-Brexit. Later, the COVID 19 pandemic posed a huge barrier in the form of a lockdown globally. The companies in this sector are facing challenges after the post era of COVID since the employees are no longer the same owing to their financial and mental crises (Gupta, 2019). Through this paper, the author is focusing on the challenges of the hospitality industry and their impact.

There are a lot of challenges that the companies in the hospitality industry are going through. The challenges of recruiting skilled professionals, the issues of low wages, and the high turnover rate are accompanied by the wave of COVID 19 (Gursoy and Chi, 2020). The compulsory shutdown of all sorts of restaurants, hotels, resorts, and transportation companies took a huge toll on the performance. The unemployment rate was 38%; consumers are petrified to visit the recreation centres as they are concerned about the safety and social distancing issues. Staff Attrition is one of the crucial aspects to look at as the current rate of attrition is 75% in the hospitality sector which is far away from the average national rate which is between 12 to 15 per cent. The employment gap straight affects the consumer experience and leads to a long waiting time (Baharin and Hanafi, 2018). Most of the companies in this sector struggle in retaining skilled workforces. Also, the fact is that 40% of the total operating cost incurs in maintaining and training employees and the expense is very dynamic which makes the responsibility of HR managers more puzzling regarding the decision of recruitment and retention of staff (Bharwani and Butt, 2012). Another problem is that the employees do not get any certain career track to follow; low opportunities for promotions and lack of motivation make the employees ineffective (Barron, 2008). That is the lack of scope for empowering the existing staff poses a negative consequence. In house hiring and training is more cost-effective than external recruiting. Lower employee morale is one of the challenges that the hospitality industry is combatting as the employees who used to work in recreational sectors sat at home for more than one year (Cattermole, 2019). The lack of security and tension not only just affected them mentally but also made them inactive. Another significant area that is stimulating for the hospitality sector is reputation management in this era of social media. The problem is that news spreads like wildfires on social media and the power of likes, ratings and recommendations hold are superior (Nain, 2018). A brand can become popular overnight through online reviews and can be defamed by rivals too. Proper social media handlers are required to establish a strong brand name. Another trend that is common over the last few years is the inclusion of technology within the hospitality industry. Cashless payment, self-check-ins, online order, contactless service etc. is normalizing day by day. The challenge lies in the proper balancing of tech-enabled services and human-facilitated services (Cattermole, 2019). 

The industry whether operating smoothly; if the employees are content and mentally stabled it's important to understand the employee life cycle as the challenges that are mentioned will impact the cycle (Shipton, Whysall and Abe, 2021). The first stage of the employee life cycle starts with an attraction which most of the leading companies have and employees want to grab a lucrative position. Then recruiting where the candidates become familiar with business culture and the job responsibility; the companies in the hospitality industry are facing challenges as their faulty recruitment system is sometimes unable to identify potential employees (Hughes and Rog, 2008). Third, Interviewing is very crucial to comprehend if employees are well suited for the organization (Nain, 2018). The stage of onboarding ensures employees can work in a company such as a restaurant by understanding the culture, and environment and ensuring that the employees can connect with the remaining staff. The next stage is engagement this is when the challenges arise more since the initial attraction and excitement come to an end and the real experience starts. Reports say that the turnover rate of employees in the hospitality industry is 45%. The employees of the hospitality sector mostly feel unhappy because there is no scope for development; the challenge is that the daily monotonous work makes employees switch. The next stage is retention; this stage is difficult as in this competitive era it's mandatory to develop ways to retain the best aptitudes (Thompsen, 2009). Recognition is one of the aspects that employees in the hospitality industry are lacking and apart from monetary benefits other forms of non-monetary recognition should be provided concurrently. Then at the stage of onboarding when employees decide to leave the job finally for the hospitality industry it becomes challenging to find a replacement who will be equally skilled in performing the responsibilities because there is such sort of duties that can't be learnt over the night (Hoque, 2013). The separation stage should be completed professionally and cordially. The last stage of the cycle is becoming an Alumni which is important for an industry like hospitality. 

Employee retention is one of the prime concerns for the researchers as the poor retention rate of employees indicates the industry's ineffectiveness and causes operational and financial expenses (Kansakar, Munir and Shabani, 2019). The hospitality industry must understand the causes of employee turnover and ensure employee retention rate. £275 million per year is the cost that occurs when negligence in employee retention happens (Shipton, Whysall and Abe, 2021). Consumer experience is affected by these two. They feel less prioritized as encounter inefficient customer service. Most of the time problems arise that when hiring employees, the candidates have very high expectations regarding the company and when reality strikes, they find a gap between the actual and projected scenarios; all these create misconceptions regarding job responsibility (Kotera, Adhikari and Gordon, 2018). Also, the hospitality sector is a lucrative option for students and part-time workers who grab the small job opportunities for extra money and leave when feel like. This causes a huge impact on the industry since the turnover rate is affected by this. Being affected by the Brexit employees are reconsidering taking job prospects in the hospitality sector as per reports claim more than 92000 EU staff have left the hospitality sector (Ridgway, 2019). Apart from that burnout effect is one of the prevalent causes of employee turnover which is a result of unremitting stress and hassle (Floričić, 2020).

Employee retention depends upon employee satisfaction which generates from the combined effect of a sustainable recruitment process, sustainable growth opportunities for staff, effectual communication scope and a supportive working environment. Justifiable recruitment procedure development is a significant factor to consider to reduce the turnover rate of employees (Dwesini, 2019). The negative impact that poses on the mind of the staff is because the selection procedure doesn't consider economic and social sustainability practices. Recently employers are more focused on hiring fresher university graduates as the existing employees don’t have sound educational qualifications (Wong, Kim and Han, 2021). But the employers are unable to retain them which results in unfruitful expenses. The selection process should curate in a way that identifies the employee's potential and behaviour. A sustainable and supportive working environment has a very deep impact on the employees’ conception. Research suggests that employees look out whether they should remain in the workplace or switch to another depending on the factors like leadership approach, customer loyalty, profitability etc. the responsibility of managers is huge as he has to ensure the employees finds the place amicable (Floričić, 2020). Employees mostly leave as they don’t find growth opportunities for themselves. Sustainable growth opportunities circumscribe career growth opportunities and personal growth opportunities which ensures the concurrent growth opportunity for employees. It is mandatory to implement contemporary HR trends within the sector otherwise they will lag in providing staff career support (Cattermole, 2019). The lacking of sustainable management programs discourages employees. An efficacious communication process is mandatory to ensure a healthy working environment for employees (Barron, 2008). The culture of sustainable communication can be developed by allowing subordinates to communicate their queries without hesitation with lower power distance and implementing weekly performance review meetings. Employees should have the scope to contribute to the decision-making approaches. The employees don’t receive any feedback regarding performance management and no concept of sustainable meetings exists (Baharin and Hanafi, 2018).

The need of retaining talented and skilled employees is the requirement of the industry since face-to-face interaction with consumers is required (Dwesini, 2019). The employees not only should have interpersonal skills but also have soft skills for convincing people (Awasthi and Nain, 2021). For this purpose, employees should be compensated properly. The tourism sector is growing in leaps and bounds and the requirement of talented employees with a well-structured team is the demand of time. The inclusion of an effective onboarding system will attract new freshers who will be ready to take on the challenges of the industry. The assistance of technology can be taken to streamline the process (Gupta, 2019). The previous issue in the sector was a lack of recognition and training scope that should be solved. The ongoing training process and if required remote training process should be included in the procedure, and online training software can be used to make employees engaged in the process. The COVID 19 surge created an impact that leads to mental issues which should be eradicated from the mind of consumers through brand engagement (Knio, Balikel and Bellos, 2022). The talented peers will only stay if he finds that his presence is valued. So, the scope for career development should be given. Business organizations will be highly benefitted from the retention of such talented peers who are tech-savvy, well-trained and freshly graduated. The inclusion of technology in the business sector requires employees who are good at technicalities (Gursoy and Chi, 2020). The proper balance should be struck within the environment through technical and non-technical support so that employees should neither feel they are not properly treated, nor they should feel the hotel is backdated. The staff of the industry should be provided with innovative compensations such as – fulfilling targets will reward their trip to a destination for 2 days and 1 night yearly. The business will be benefitted from the satisfied employee's work and loyalty (Nain, 2018).

This paper focuses on the prevailing challenges of the UK hospitality sector which mainly finds out the current hurdles such as – staff attrition, struggles associated with retaining knowledgeable workforces, lowered employee morale, the chances of damages to reputation, the lack of scope of empowering the current staffs and the inclusion of technology is the prime causes identified. The employee life cycle without any doubt faces the consequences since the stages of employee life cycles are being affected that how employees’ outlook is shaped. Through the discussion, the author pinpoints that employee retention is crucial for the successful business management of companies (Awasthi and Nain, 2021). The interventions that can be adopted which will ensure future resilience are discussed as well such as outlining sustainable selection procedure, supportive working conditions for the employees, hurdle less communication scope creation and the scope for sustainable growth are the key findings which will ensure employee retention. The toll that has been created on the employees of the hospitality industry is thought-provoking and will take a generous time to recover (Gursoy and Chi, 2020).




References
Awasthi, A. and Nain, A., 2021. Challenges Faced by Hospitality Industry amid COVID-19 Pandemic. Hospitality and Tourism Industry amid COVID-19 Pandemic.
Baharin, N.L. and Hanafi, W.N.W., 2018. Effects of Talent Management on Employee Retention: A Case Study of Hospitality Industry. Global Business and Management Research, 10(3).
Barron, P., 2008. Education and talent management: Implications for the hospitality industry. International Journal of Contemporary Hospitality Management. 
Bharwani, S. and Butt, N., 2012. Challenges for the global hospitality industry: an HR perspective. Worldwide hospitality and tourism themes.
Cattermole, G., 2019. Developing the employee lifecycle to keep top talent. Strategic HR review.
Dwesini, N.F., 2019. Causes and prevention of high employee turnover within the hospitality industry: A literature review. African Journal of Hospitality, Tourism and Leisure, 8(3), pp.1-15.
Floričić, T., 2020. Sustainable solutions in the hospitality industry and competitiveness context of “green hotels”. Civil Engineering Journal, 6(6).
Gupta, V., 2019. Talent management dimensions and their relationship with retention of Generation-Y employees in the hospitality industry. International Journal of Contemporary Hospitality Management.
Gursoy, D. and Chi, C.G., 2020. Effects of COVID-19 pandemic on hospitality industry: review of the current situations and a research agenda. Journal of Hospitality Marketing and Management, 29(5).
Hoque, K., 2013. Human resource management in the hotel industry: Strategy, innovation and performance. Routledge.
Hughes, J.C. and Rog, E., 2008. Talent management: A strategy for improving employee recruitment, retention and engagement within hospitality organizations. International journal of contemporary hospitality management.
Kansakar, P., Munir, A. and Shabani, N., 2019. Technology in the hospitality industry: prospects and challenges. IEEE Consumer Electronics Magazine, 8(3).
Knio, M., Balikel, A.E. and Bellos, G., 2022. Examining the Impact of COVID-19 on Today's Businesses. In COVID-19: Tackling Global Pandemics through Scientific and Social Tools. Academic Press.
Kotera, Y., Adhikari, P. and Van Gordon, W., 2018. The relationship between work motivation and worker profile in UK hospitality workers.
Nain, A., 2018. A study on major challenges faced by hotel industry globally. International Journal of Creative Research Thoughts, 6(1).
Ridgway, M., 2019. Brexit: human resourcing implications. Employee Relations: The International Journal.
Shipton, H., Whysall, Z. and Abe, C., 2021. Turnover and Retention in the United Kingdom: Change, Uncertainty and Opportunity. In Global Talent Retention: Understanding Employee Turnover Around the World. Emerald Publishing Limited.
Thompsen, J.A., 2009. Achieving a triple win: Human capital management of the employee lifecycle. Routledge.
Vogel, H.L., 2021. Travel industry economics: A guide for financial analysis. Springer Nature. 
Wong, A.K.F., Kim, S.S., Kim, J. and Han, H., 2021. How the COVID-19 pandemic affected hotel employee stress: Employee perceptions of occupational stressors and their consequences. International Journal of Hospitality Management, 93. 





7

