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The hospitality industry is one of the most affected sectors by the Covid-19 pandemic. The onset of the pandemic resulted in restrictions that impacted the hospitality industry since companies were forced to close down, some had limits on the opening hours to issues that affected the accommodation capacity and demand (Hutton and Foley 2021). Rules were enforced that restricted the number of people who could meet indoors, mixing of households, alcohol sales and the table-service requirements. All these restrictions led to one common result, loss of employment in the hospitality sector. According to Hutton and Foley (2021), the number of workers in the accommodation sector in the UK fell by 147,000 between March 2020 and September 2020.

The low volumes of business in the hospitality industry required that the Human Resource Managers made strategic decisions on how to handle the situation and take care of their employees. Since there was hope projected that the pandemic could come to an end soon, the employees were either made redundant, placed on furlough or sent to work from home awaiting the reopening of the hospitality industry. Since April 2021, the economy has slowly been reopening and the human resource departments have been ushering back employees who were furloughed. Hotel Trinity London human resource management has certainly considered the impact of Covid-19 on the employee lifecycle and through this; they can develop better strategies to work with their talent pool and rebuild the workforce. 

This report has a deep analysis to assess the impact of the pandemic of the Employee Lifecycle for a better understanding to effectively make informed decisions on the future of the hotel's talent pool management. This requires the analysis of the current UK labour market and the employees who have been on furlough. This then can enable understanding of the current employee lifecycle (attraction, recruitment, on boarding, development, retention and off-boarding) as well as the external environment factors that might affect their retention.

In the employee lifecycle, attraction is the first step. An employee has to be attracted to a prospective organisation/hotel through some specific packages that it can offer. These packages could be in terms of competitive salary, exceptional welfare, time offs, vacation that define the employer brand. According to Burker (2016), the employee brand can be described as the image of your organisation as a great place to work with the current employees and key stakeholders in the external market. These key stakeholders could be active or passive prospective candidates for the open position, clients, and customers. In the case of the hospitality sector, Hotel Trinity needs to present an image of being known to have a great culture that embraces its employees and offers attractive compensation benefits which can sway a prospective talent to choose them instead of a competitor. Considering most people are recovering from the effects of the pandemic, financially and mentally, the human resource managers must offer competitive packages that ensure that the mental health of their patients is a good condition (Harris, 2020).

The second stage of the employee lifecycle is the employee recruitment stage. This is a period when an organisation's talent department seeks to recruit the best available talent to join the organisation (SSpriggHR, 2020). Recruitment usually is done when there is a vacancy in an existing role or when a new role has been created. The best recruitment process ensures that the prospective candidates have a good experience, necessary support during the recruitment process and clear criteria with defined goals to provide the hiring teams with useful data on how to improve (Chait, n.d). The best practices especially in the hospitality industry involve asking for referrals from the trusted team members, involve the existing employees, be specific when making job adverts and try different platforms to capture a wide pool of talent (Burker 2016).
The recruitment process especially the interviews have significantly shifted from in-person panels to online. The use of various free platforms like Zoom and Google Meet made it possible for interviews to be led remotely at the comfort of the recruiters and candidates (Kathiravan et al. 2021). Trinity Hotel has capitalised on this technological advantage to capture the young candidates, who are usually eager to impress and land a job to quickly rebuild their workforce within a short period. These strategies are usually effective and often appealing to the candidates as they avoid most of the hustle of commuting and also one has the option to stay at the comfort of his/her house (Aharon et al. 2021). However, as much as these new technologies are impressive, there is a lack of human touch which is essential in recruitment, especially in the hospitality industry.

The on boarding stage in the employee lifecycle is very important both to the company and the recruit. It is the stage where the individual gets to adjust to the organisational culture, learn the new job as quickly as possible. During this stage, the recruit has an opportunity to have an in-depth understanding of the new role, identify attitudes, learn behaviours and attitudes of teammates and learn the values, mission, vision, policies of the company (Canyelles 2019). The on boarding process of the employees post Covid-19 era has some slight additional training to the employees to get them up to speed on the ways to operate and serve customers while ensuring they are safe. This training ensures that the employees are comfortable, aware of their roles, eliminate any fear, and prepare them how to handle various situations which might not have existed before the Covid-19 pandemic. This on boarding process is very important to prepare the employees for their expectations and help them execute their roles properly.

The development stage is the period when you encourage an employee to consistently develop their skills, provide them with useful feedback and encouragement for growth within the organisation (Saltmarsh 2017). The development stage could incorporate opportunities to attend workshops on how to enhance skills, performance assessment to identify key areas of improvement and the necessary steps required to achieve and encouraging the team members to be responsible for their development.
The employee retention stage focuses on keeping the top employees and ensuring that they are happy and challenged in their respective roles within the team. Top employee retention is influenced by many factors starting from the relationship with the line managers and team members, organisational culture, compensation and benefits, morale and employee fulfilment (Cattermole 2019). During the pandemic period, Trinity hotels focused on keeping its top employees through various programs to reduce the recovery period when things return to normal. According to Silzer (2021), human resources are the core brains to the functioning of any organisation and the financial resources provide the lifeblood. Hence, avoiding employee turnover is critical to the faster growth curve and recovery of Trinity Hotel as opposed to hiring new unproved staff.

The last stage of the employee lifecycle is separation which focuses on how to transition out an employee from an organisation. It is no question that during the pandemic, a significant number of employees departed from organisations in pursuit of better offers (Jiang and Wen 2020). It is important to the human resources department at Hotel Trinity to ensure that employees leave on good terms and maintain a good relationship with the management. This is important since the leaving employee can be a good source for new hires by providing feedback to the prospective candidates and also the desire of the organisation to maintain a good reputation (Budie et al. 2018). At this stage, the human resources team needs to conduct exit interviews to enable them to understand and collect feedback on why the employee is leaving the hotel, what could have been done better or possibly why an employee is being released. It is a way of demonstrating that the organisation cares about their employees, and the desire to continuously improve. It also creates room for a good relationship and an opportunity to return to the organisation whenever new opportunities arise.

The external environment that impacts the hospitality industry also can affect how the hotel can rebuild its workforce. These external influences include political, economic, social, technological, environmental and legal factors (Bush n.d.). Since the onset of the pandemic, the UK government enacted laws and policies like lockdowns and social distancing. These rules hugely led to the closure of the Hotel Trinity to the public and consequently, the employees were forced to stay at home (Bush n.d.). The reduced revenue flow led to the furloughing of non-essential hotel workers or rendered redundant. The reopening of the hospitality industry requires that the hotel management should readmit back the employees put on furlough and also attract and recruit prospective top talents with lucrative packages in compensation and benefits.

The Covid-19 pandemic negatively the economy of the UK in that its gross domestic product significantly declined in the second half of the year 2020 (Ramuni 2021). This consequently implied that there was less revenue flow with most people have lost their jobs, and most of the population literally "surviving" depending on the government. The Hotel Trinity employees also suffered economically during this pandemic period, and so since the economy is recovering, their management needs to offer reasonably competitive compensation and benefits to their employees to motivate them and discourage employee turnover.

The new normal that has come to exist as a result of the Covid-19 pandemic means drastic changes in the social-cultural environment in the hospitality industry (MRICS n.d.). Inevitably, some roles will be changed or some even disappear as a result of the new practices that were adopted during the pandemic period. It is the responsibility of the human resources department to properly retrain the employees to learn to perform their roles and duties while observing the Covid-19 guidelines like social distancing, avoidance of direct contact with the clients (Aharon et al. 2021). The changes that should be observed by the employees should be strictly enforced to ensure the safety of the employees and their families.

Among the positives of the pandemic is the advancement of technology which was inevitably incorporated into the operating routines of Hotel Trinity. The hotel management has digitized most of its functions, from booking to check out which has then reduced the human interaction as they strive to keep everyone safe. Technological developments have also enabled the removal of interviews and team meetings using platforms like Zoom and Google Meet. This has improved the efficiency of the processes especially recruitment.

Regarding the work environment, the effects of the pandemic can be experienced by the employees as most of the things have changed from what they used to be. According to (Arruda, 2020) the pre-Covid-19 workplace issued to social, hectic and rewarding but post-Covid era workplace is frustrating, isolated and high risk. Some employees are forced to work in high-risk situations, while others have the opportunity to establish a “home office” to safely work from home and reduce the risk of contracting the Coronavirus.

Lastly, the legal departments of various institutions have been busy interpreting the legislations put by the government that affect the hospitality industry. The legal department has a role to play in each of the stages of the employee lifecycle to ensure compliance with the laws. According to Sidlay (2020), the human resources department have a role to play in the attraction and recruitment to ensure that the prospective foreign candidate or employee had got the necessary documents required to enter the countries without any changes (He et al. 2020).

 In conclusion, the Covid-19 pandemic has significantly affected the workforce required to run the Trinity Hotel functions. It has changed how the organisation approaches the employee lifecycle steps as the organisation seems to return and rebuild its workforce. A critical analysis into the various steps of the employee lifecycle in the hospitality industry has revealed the changes that have taken place and the issues that should be taken into consideration when transitioning the employees who were on long term furlough and rebuilding the workforce after the redundancies. In addition, the PESTLE analysis of Hotel Trinity's macro-environment revealed the changes that have happened especially in the social-cultural environment. It is the responsibility of Hotel Trinity's human resources managers to their strategies to cater for their old and prospective employees, focus on the key aspects to enable them to recruit, build, develop and retain top talents in the industry in the efforts to rebuild its workforce.
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