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The corona pandemic has had an adverse effect on the various economic sectors, particularly hospitality. Although the effect has been similar throughout the sector however as it was unexpected, in other words very few if any risk assessments factor in widespread pandemics, and if they do the weighing wouldn’t match the scale of damage caused by pandemic so far. Hence survival of many firms will depend on their position prior to outbreak and more importantly, their ability to get decisions to be made. Human recourses being one of the greatest costs and assets for a business will have important decisions to make. The need to make decision due to an unexpected event and based on unpredictable future will be a major factor that would determine various businesses struggle through this crisis, this essay will look at extremal factors highlighted under the categories covered in a PESTEL analysis (Political, Economic, Social, Technology. Environmental. Legal). Looking into their effect on HR decisions and employee lifecycle/retention and decisions to be taken to change and adapt to current situation.  

Decisions to be when it comes to HR would have to take into consideration several aspects. Recent reporting by LinkedIn’s Workforce Confidence Index found that 74% of employees are “sheltering in job”. (Amador de San José, 2021)
Moreover, it works institute has found that despite the fact that voluntary turnover of employment has seen a sharp decline in 2020 “fewer than 1.9 million workers chose to leave their jobs voluntarily in April of 2020 down almost 50% from the number just three months earlier” (Amador de San José, 2021) this is likely to change as things get back on track, hence there are important decisions to be made at hr level when it comes to recruitment planning as well as employee retention. 


Covid restrictions and changes as well as the unpredictable future and travel rules mean that there is a decrease in talent pool candidates especially when it comes to international employment. Various restrictions to travel in UK and from departing countries mean that it is less likely for candidates that would have easily accepted employments offers to relocate for employment. As data from office of national statistics show, although vacancies have risen in most sectors including hospitality, the number of employees on payroll hasn’t increased, this might be due to pre-existing factors such as Brexit and decrease in number of EU candidates, The impact of covid and related restrictions only adds to this. As this study show when it co recruitment as this Pande restrictions start to ease that hospitality business are most to be struggling to fill vacancies. The politics behind covid 19 and its restrictions mainly have relating economic factors or implications. (Office of national statistics, 2021)

The economic factor is the major factor when it comes to employment turnover and recruitment and retention in the hospitality sector when considering the impact of corona pandemic. The graph below shows the daily revenue per hotel room in London and how it has been impacted by corona pandemic. Similar impact throughout the Uk has been seen to scale. 
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As the guardian explains that the impact of covid is like take time for recover to return many aspects to normal and most importantly economic and revenue. (Jolly, 2021). The decreased revenue has led hotels HR to make decisions and take action whether staff could be furloughed, redundant or possibly change in contract, options available maybe decreased hours or zero hours for new candidates/employees. However, figures available from guardian show that “The UK hotels and accommodation sector employed 433,000 in June, according to the Office for National Statistics, a decline of 27,000 from March, when the UK’s first lockdown began” (Jolly, 2021).


The financial aspect has a major role to play in hr decisions however this isn't the only one. As the decrease in talent and workforce as well as other barriers to employment make the recruitment process complex on many levels. Not to mention the need for ensuring employee turnover is maintained at reasonable levels through effective employee retention strategies. 

There are many factors to keep in mind when discussing social impact corona had on workforce planning and strategies. Sources have explained how high levels of employee engagement could be achieved, at times of corona and lockdown, decreased number of onsite works to minimal and furlough in place this forms part of many employers to maintain reasonable levels of employee turnover as lockdown starts to ease. This includes, staying centred on your core values, explicitly support your employee, solicit employee feedback, communicate upfront with employees, and Commit to your employee's employment. (EMPLOYEE ENGAGEMENT IN DIFFICULT TIMES, 2021) These might have been part of HR strategies and plans post pandemic however with the current situation there is increased need to ensure that these factors are carefully considered. As well as effective methods to measure employee satisfaction as ensuring workforce satisfaction would indicate lower possibility of high employee turnover. 

This comes in line with other points of view on this topic. Initially decision makers might assume that the pandemic would mean that employees would be more willing to hold onto jobs due to pandemic effect on job market. However as highlighted in (KOSINSKI, 2021). The lockdown and pandemic have given employees time off of work and a break which might lead to increased employee turnover as lockdown end and everything returns back to normal. Employees will become more open to opportunities and offers this is exactly the opposite of what decision makers might have planned for and would depend on the build-up of steps taken to ensure employee satisfaction pre lockdown and during that period. (KOSINSKI, 2021)

On the other hand, when it comes to technology factors there has been added need to enhance technology utilisation during the pandemic. This starting from work from home option when possible but clearly extends upon that. As Matkin (2016) Highlights various steps and procedures are necessary to enhance employee engagement, particularly in factors that are related to technology. Some of those mentioned where transparency, platform that give employees a voice. This would ensure employee satisfaction and more importantly provide indication that current employee engagement which forms a major role in any potential change in employee turnover. 
This has been highlighted in an article published in Nature Which states factors that help support employees working from home. this includes creating a healthy workspace and encouraging workers to create a healthy workspace at home. Encourage employees to work ergonomically and review their work‐at‐home setup. Encourage well‐being practices—as this can help reduce absenteeism, boost engagement, and performance. Finally Investing in technology—communication tools such as instant messaging and video and voice calling platforms can help to keep teams connected and recognition platforms. (Fan et al, 2021)

Moving on when it comes to environmental factors based on the research carried out there haven't been major impact under Environmental affecting employee lifecycle and turnover due to corona virus. It has been more of implications of corona virus that additional training and procedures need to be carried out this means that additional need for staff training and ensuring that standards are met has become necessary. This takes us to the next category where under the legal many rules and regulations become a priority during the pandemic and ensuring compliance is necessary to continue operation and meet quality standards. Some of the added procedures as identified on primer inn website include availability of additional covid friendly hygiene and other options on request.  (Premier Inn, 2021)

Furlough on the other hand has been a scheme set out by the government alongside lockdown and other procedure to avoid widespread unemployment and redundancies, it gave many employers financial resources and also through covering a certain number of wages and other incentives. (HMRC revenue and customs, 2021)
Although hospitality has had one of the highest losses in revenue and activity due to corona, (office of national statistics, 2021). At the same time the nature of the work environment doesn’t always for work from home to be a working option, additionally staff at various levels and roles might be employed under different contracts and in cases where work from home wouldn’t be a viable option. 

The numbers and events facing the hospitality sector are breaking records. The impact has affected lenders, investors, owners, operators, employees, and the sector's supply chain (Campbell, 2021). Focusing on HR and based on several sources including (Close, 2021) it is thought that the end of covid and lockdown will only be start to accumulation of changes in employee turnover. With many employees wating on return to normal and end of lockdown before deciding on career moves the end of lockdown might witness great activity which maybe a great number of employers haven't accounted for. The employee lifecycle as explained by (Close, 2021) currently paused at stage two with mass shifts expected this won't allow for planning and companies in important stages of the recruitment process such as role profiling, vacancy marketing skills analysis, shortlisting and selection which might lead to making decisions that wouldn’t have happened at normal times. 

Post stage three of the recruitment process lifecycle is also likely to be affected. As there is a strain on decisions to be made and resources in HR there might be less allocations to important stages that impact employee satisfaction and other aspects. This includes onboarding and induction later to include career development specific elements. This might be coaching, personal development plans and other to mention a few. This leads to major disruption in the employee lifecycle process as the impact of covid 19 pandemic has had major effect on all six stages of the recruitment and employee lifecycle process. This situation is not only dependant on whether there was a recruitment strategy in place before the pandemic, but also if it accounted such events or the amount of risk margin available. Once the pandemic is here there are decisions to be made based on the current situation and for short term reasons. There is also the build-up of current employee turnover that is likely to start once things get back to normal. In other words, this pandemic has had major disruption on the entire employee lifecycle.  (Shambi, 2021) (KOSINSKI, 2021)

To conclude the corona pandemic has had major effect on the economy and throughout this essay the effect on the hospitality sector has been examined, more specifically the effect covid had on HR department and employee lifecycle. The extent of disruption comes from the fact that it is an unexpected event that has lasted for over a year with its effect likely to be witnessed for years to come. Using a PESTEL analysis tool for external factors the effect of covid 19 had on HR was analysed. Some of the factors discussed and that had the most effect was the loss of revenue due to travel restrictions. The furlough scheme and the employee engagement strategy were also investigated. Work environment during covid and what changes and adaptations could be made to ensure that the process allows for greater employee satisfaction were examined. Finally, the effect that the disruption caused is likely to have on employee turnover going forward has been presented. In other words, it could be concluded that the loss of revenue as well as disruption to employee lifecycle and turnover current and to come as well as changes that must be made during the pandemic and the factoring of risk to come are all factors that have had major effect on the hr lifecycle due to pandemic. 
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