Name: Abdul Mannan
Student ID: 2009122
Module: Personnel Resourcing and Development   (BMIH5005)
Lecturer’s name: Emma Roberts
Assignment Title: “Review and analyse the current challenges facing hotels in managing their employee turnover in the UK”














The UK hospitality industry has got recently the matter of headache to think to reduce the employee turnover rate. High employee turnover rate reduces productivity and increases costs of operations and services by a hotel or any hospitality organization. Several reasons led to the high employee turnover rate faced by the hotels in the UK. Having found the lack of career prospect, low pay structure, inflexible working hours, and other issues are the major reasons behind the high employee turnover rate in the UK (Arjona, 2021). These reasons have made the industry to undertake several initiatives to address the challenges in the external and internal business environment. Relating to the employee life cycle stages, the challenges that the industry is facing with currently are focused in the essay. 
Employee lifecycle refers to the several stages of the employment life of an employee. Each stage is crucial that the employee has interaction/s with the employer while addressing the needs of the employee to move through the other stages with the same employee-centric concept (Chen, 2010). Each stage faced by the employee interacting with the organization includes attraction, recruitment, onboarding, development, retention, and separation sequentially. The human resources personnel, responsible to meet the employees’ requirements at each stage, have to undertake responsive steps to address the challenges. Several challengers emerge in the hospitality industry that the hotels need to address are crucial to retain the employees and reduce and control the employee turnover rate (Farmaki and Pappas, 2018). Some of the major challenges that the hotels brands need to address are work pressure seems to be higher, unhealthy work environment, less opportunity, have personal impact of manager or boss on the employee career and growth, and so on are to be addressed by the industry to control the high employee turnover rate. Due to such challenges, the hotels find the sector to be less optimistic and the high turnover rate affects the employee satisfaction in the long run, which brings less productivity and poor service by the industry as well (Gardetti and Torres, 2018).
Due to the global pandemic, the global hospitality industry has been significantly affected (Demir, Dalgic and Ergen, 2021). The restrictions on the tourists’ movements have decreased the number of tourists in the tourist spots, and as a result, the hotels faced no significant revenue. Under such conditions, the major challenge that the hotels are facing in the UK is to ensure the benefits to the employee to control the employee turnover rate. One of the reasons behind the high employee turnover in the UK hospitality industry is the lacking of abundance of the benefits required by the employees, except some well-known brands. Offering more benefits to the employees means increasing the cost and the impacts on the services provided by the hotels. Due to covid-19, the global pandemic issue, the lockdowns and restrictions on the tourists, the hotels and related hospitality organizations needed to shut down. And so, employers had to cut down the number of jobs as well as the rate of employee turnover rate went higher. According to Lobel (2022), the employee turnover rate on average in the last three years till 2021 has been 30%, which means 3 persons from 10 are leaving their jobs due to several issues. Under the global economic crisis due to the epidemic, the hospitality industry faced losses and the challenge is to get back to the market again and ensure better employee benefits considering other industries to control the employee turnover rate in the UK. After several waves of the coronavirus pandemic, the industry is turning back to the work, but the employee retention strategies need to address the challenges to improve the benefits offered to the employees (Gursoy, Sarıışık and Nunkoo, 2021). Besides improving benefits financially, mental satisfaction is crucial to meet the staffs’ both personal and professional interest. The hotel employment policy should be updated to uphold the rights of the people employed in the sector and sustain their life under a secured workplace.
The industry faced several issues other than the high employee turnover rate and the challenge to overcome the situation. After the pandemic situation got normal, and the people have been getting back to work and allowed to travel as before, the hospitality industry started to operate. The industry has got back, but still, it is suffering from skillful human resources. Due to lack of the suitable benefits and good working environment along with the absence of job security in this sector, the industry has to look into the deep of the well of business strategically root in order to sustain the future of the industry. The setting of a future resilience is the need of the hospitality industry in the UK to sustain the future. The resilience will involve several strategically decisions that will address the challenges that the industry is currently facing to improve the employee retention rate (Hara, Ikenobo and Han, 2019). As part of the strategies to recover in the long run, the resilient steps for the UK hospitality industry would be sustainable and innovative. The employed number of people in the industry is almost 1.8 million, but the need for proper training and resources is crucial to improve the industry (assets.publishing.service.gov.uk, 2021). The large portion of the young UK citizens are working for the industry covering 24% of the workforce, which could be developed in terms of soft skills and proper job training facilities as the major resilient strategy. Besides, another significant resilient strategy to recover the need for skillful and experienced workforce, the innovation and digital convergence of the operations are needed to be introduced to the work processes of the employees (Lee, 2017). People working for the hospitality industry will find interesting using the cutting edge technologies which will ease the work difficulties and support them to be more skilled both in soft and hard skills (Hawkins and Bohdanowicz, 2012). The liaison to the digital convergence by the hotel operational management that has been greatly being impacted by the coronavirus pandemic through social distancing, distance tourism experience and online ordering platform, the industry has flourished to be flexible for the guests as well as for the people working for them. 
The top talented people being employed in the sector are needed to be identified by the respected individual hotel or employer in the hospitality industry (Kanji and Liu, 2019). This is another challenge for the sector to ensure retaining the top talents for the long term. To overcome this issue, the industry leaders need to ensure the workplace flexibility, workplace growth opportunities, and job security with employee empowerment as the other sectors of the UK economy (Manolopoulos, Peitzika, Mamakou and Myloni, 2022). The compensation and the remuneration packages offered to the young talents would be the primary focus of the long term retention plan of the hospitality industry leaders. Most of the employees working in the hospitality industry are young and the compensation packages they are offered are lower due to the lack of experience and most of them are student and doing the job as part time or as the second job. Moreover, being an entry level employee, the hotels or the employers pay comparatively low remuneration package, since the product is mostly dependent on soft skills which most of the employees do lack. But, the leaders have to identify the needs of the individual employee and arrange induction process to prepare them for the workplace. Developing the soft skills before they start to serve the guest will make them proper human resources, while company needs to pay the better remuneration packages and workplace flexibility to retain them for the long time. 
Another challenge for the hospitality industry would be the creation of making a team spirit as well as the culture of openness (Sheppardson and Gibson, 2011). The cultural values and principles of the hotel industry has been observed to be very formal and rigid, whereas the people intending to work in the sector as an entry level employee, feel very humiliated or mentally disappointed. Workplace flexibility is needed not only in the superstore or call center, but in all places of the industries, which have direct impact on mental and professional aspects of the employee. Employees must work to play their job responsibilities, but most of them are leaving the job after a short period of time, only due to the lack of teamwork efforts and very conservative support from others in the workplace. To develop the team spirit in the sector, the hospitality leaders might invest more on the culture through regular practice of working together and promoting the teamwork concept across all the employees. This also involves the concept of employee empowerment, which gives the right to the employees to do the things by their own way, but following the company policies and rules. This creates an open culture and the sharing of the experiences among the new and the experienced colleagues help to grow both personal and professional skills, which is crucial in the hospitality industry (Wood, 2020). In such a way, the industry might find a better culture for the young employee and will impact on the employee turnover rate to be less in the long run. 
So, meeting the challenges and improving the employee retention rate from 70% in the UK would be the primary focus of the industry leaders as well as the UK government as a whole. The employee turnover rate and the related aspects are crucial for the survival of the industry, though the industry has been great to contribute the global economy a lot. The most significant impact of having high turnover rate in employment is having the lack of skilled and professional people in the sector. As a result, the industry has to grow with only the new persons that increase the cost of operations and the higher rate of employee turnover each year makes the industry less efficient (Nhamo, Dube and Chikodzi, 2020). The service quality gets poor, and the return on investment gets stuck to recover the losses. The result is less revenue, and the small and medium hotels as well as resorts’ owners try to find another ways to survive, either going bigger or changing their business type. Moreover, finding a few growth opportunities in the hospitality sector, young people joins the industry as a second source of financial support based on hourly jobs, and the lack of skilled people are growing due to such short-term employment cases (Heger and Heger, 2018). The seasonal case impacts on the employee turnover rate, which is ethically a critical matter of investigation by the government authority to standardize the employment policy in the hospitality industry (Powers and Barrows, 2017). The impact of recruiting short-term as well as employees based on season only brings the profit for the business, but the lack of proper hospitality related soft skills and experience fail to ensure the expected guest support in the most cases. The impact is less tourists in the particular hotels and overall, the trust on the hospitality industry is crowded to a few numbers of the well-known hotels or resorts (Faisal Malik and Akhtar, 2017). 
The UK hotel business after the global pandemic being started to be natural, the organizations started to formulate their services according to the tourism demands and standards. After a huge loss to due to the economic downturn in the last couple of years, the hotel business has started to enjoy the visits of the tourists. Though the industry is faced with high employee turnover rate, the employee retention strategies are followed by the hotels under sustainable resilient means of improving the situation. The focus is to be on the employee benefits and workplace flexibility to reduce the employee turnover and make the hospitality job sector a potential workforce. 
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