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The organisations that can most effectively attract, develop, and retain the best human resources will have the biggest economic and strategic advantage in the future (Smith and Kelly, 1997).
Human resource management, according to Armstrong and Taylor (2020), is the function of a company that manages all aspects of its employees. At the same time, HR department ensures that employees can contribute effectively and efficiently, contributing to the company’s strategic direction.
The human resources department is critical to the employee lifecycle process’ success. An employee’s journey with a company is referred to as the employee lifecycle (Torrington et al., 2020).
This essay’s aims are to research the causes for employee turnover within UK’s hospitality industry and to find out how those factors affected the employee’s lifecycle in the last years.
One of the key concerns of the hospitality sector is employee retention (Ratewal, 2019). Employee retention has long been a popular practice. This is a well-known industry with a significant employee turnover. According to a survey (Birkin, 2019), the hotel industry in the United Kingdom has a 70 percent yearly workforce retention rate.
Having a high worker turnover rate can have several negative repercussions in the hospitality industry. Finding, hiring, and training new employees is expensive. According to Blythe (2021), the hospitality industry will cost 275 million pounds a year due to lack of manpower.
According to Nel et al. (2014), human capital is the only long-term source of competitive advantage in the industry. Their research also shows that the only way to put a company ahead of the competition is to value its people resources, they will work to their utmost ability for the organisation’s benefit.
According to Fallon (2010), the main reasons for the high turnover of employees in the hospitality industry are long working hours, rudeness towards managers, high work pressure and overwork, low wages, and manual labour. 
High turnover in any organisation has a negative impact on its competitiveness and profitability. In consequence, it is critical to identify the turnover’s causes and to develop workforce retention tactics. According to Ezeuduji and Mbane (2017), excessive worker turnover in the hotel industry is caused by poor compensation compared to the quantity of work, fewer promotional possibilities, long shifts, and a lack of respect. Employee turnover is also influenced by the work environment, job stress, social relationships, salary, and job satisfaction.
Karatepe (2013) stated that before hiring, to reduce the risk of early termination, employers need to ensure that the candidate’s goals and careers plans are aligned with the company’s culture.
Maintenance, job satisfaction and quality, affects wages. According to Gallagher (2016), fair wages help to improve recruitment and reduce employee turnover. In addition, it was found that when the salary was not compared to the relative job, the turnover rate was high, so they felt a sense of exploitation and eventually decided to leave.
Every person travels on a journey within an organisation, traveling through various stages. It begins the moment they become aware of the company and continues until they leave. This is a proven method known as the employee lifecycle model, which is a visualisation tool used to track how an employee interacts with their employer at various periods of their employment (CIPD, 2021).
Building a company’s reputation and recruiting employees is a significant and a costly task. When a company discovers a means to keep people and its brand’s reputation increases organically, it can redirect resources to other aspects of the organisation.
In terms of brand attractiveness, the employee lifecycle should begin when they become aware of a brand (Qualtrics, 2022), have a favourable experience with it, and consider pursuing a career there. As a result, developing a strong brand with the correct image that is consistent to the firm’s goal, vision, and values will attract the best applicants to the organisation.
The first step in the recruitment process is to create a job ad that explains what an organisation does, its mission, and its brand. Companies must provide present employees and potential job candidates a package that makes them a desirable employer, which should include development possibilities, the overall working environment, the company’s culture, the wage, and bonuses offered (Horn, 2009).
Onboarding refers to the time it takes a new hire to get up to speed with the procedures, and expectations of the role, from their first day on the job to full productivity (Moon, 2018). New recruits will require training and assistance as they carve out their own niche and form new relationships.
Teams grow smarter and happier when a company encourages continued professional development. Employee development also involves how productive they are, how they engage in a team, how they are trained and promoted, and how satisfied they are with their jobs (Zigarmi et al., 2009).
The goal is to keep personnel after they have been thoroughly trained and incorporated into the organisation. It is significantly less expensive to invest in maintaining talent than it is to recruit new ones (Urquhart, 2022).
Burnout is a phenomenon that is a key role in low employee retention in the hospitality business, even though it is not classified as a medical illness. The World Health Organisation (2019) defined it as a syndrome caused by stressful workplace situations. It is not unexpected that the hospitality sector is associated with burnout syndrome because it is a high-stress environment that requires long hours and hard effort.
As an employer, you must be aware of the symptoms that an employee is burning out and what you can do to assist prevent this from happening before you lose valuable employees. Employees leave for a variety of reasons, including retirement, a new job, education, or personal reasons. It is vital for a company to understand why employees are departing to intervene and increase retention rates. Employees who had a favourable leaving experience are nearly three times more likely to recommend their company than those who had a negative or neutral experience (Weinhold, 2018).
Similarly, the consequences of Brexit are still being felt. More than 92.000 EU workers are expected to have deserted the hotel industry, according to Price (2021).
COVID-19 is a global threat to global health and the economy. Workers and employers face a variety of specific challenges related to the closure of businesses and their sectors. The individual populations of redundant workers have become remote workers, critically ill or life-sustaining workers (paramedics and food workers) or duplicate workers seeking national alternatives of employment benefits (Kniffin et al., 2021).
The need for workers to work from home has accelerated recent work trends, helped by the rise of communication technologies, according to a survey that states that some people prefer to work from home and are more productive as a result (Allen, Cho, and Meier, 2014).
COVID-19 may alter helpful and pro-social behaviour by increasing team virtuality. 
Although physical distance between workers can interfere with short-term relief behaviour, previous research has shown that people need to be hold when asking for help, as people tend to help more than they usually think, especially in times of crisis (Newark, Bohns, and Flynn, 2017).
Given the uncertainty of pandemic, companies need to actively support the health and well-being of their employees. Depending on operational requirements and resource assumptions (Bakker and Demerouti, 2017), the impact of the virus on the needs and resources of different functions in and within industries varies significantly. Evidence shows that the working conditions have deteriorated, and the workers have been experiencing fatigue under pressure.
The post COVID-19 workplace may be less diverse in terms of age. The state of the retirement assets or benefits appears to have an impact on older employees’ COVID-19 decisions (Van Solinge and Henkens, 2014).
Organisations will need to have the correct balance, to recover from the COVID-19 shutdowns (Gelfand, 2019). Businesses will benefit from having flexible policies that connect people together to prevent social isolation and loneliness, while also allowing them some leeway and autonomy.
Every company is different, but there are a few pointers and tactics that can help keep employees satisfied, respected, and motivated to stay in the industry (Bridger, 2018).
One of the first things an employer can do is establish an open-door policy and encourage employees to be open and honest about any problems or situations that may arise (SPMCB, 2021).
When employees feel safe, supportive, and respected, they work better and more productive at work. This can be done in several subtle and simple ways, such as making time for people’s well-being, understanding when they need a break, and responding to stereotyped behaviours (Gallup, 2011).
It is vital to express gratitude for an employee’s contribution at work to recognise their job. Employees want to feel that their efforts are rewarded, and they want meaningful and genuine acknowledgement (TEDx Talks, 2015).
Low wages, compensation, poor working conditions, long working hours, poow working relationships with managers, low commitment, low promotion opportunities, demographic change, retirement, and income instability are the most common factors that affect an employee’s lifecycle (Peyton-Jones, 2014).
The UK population and workforce are aging rapidly as baby boomers reach retirement age. It is estimated that the population aged 65 and over will increase by 42 per cent by 2030, while the population aged 14-64 will increase by only 3 per cent (Wilson et al., 2014).
British families face a lack of confidence in their success. Although the economic crisis has led to significant declines in real wages, there is evidence that low-and middle-income wages have stagnated during economic expansion over the past few years (Plankett, 2011).
The purpose of this essay was to determine the causes of staff turnover in the hospitality business. According to the literature research, the hotel business has a high staff turnover rate worldwide and has a difficult time retaining experienced and qualified employees. Therefore, companies need to motivate their employees to stay where they are. Management needs to move forward to develop better retention plans to reduce employee turnover.
After determining the root causes, management can implement effective practices, such as recruiting candidates that have professional goals, value, and plans that align with the organisation’s objectives. Employees should be given timely bonuses and advancements, according to management. This staff retention strategy would assist a hospitality company in lowering employee turnover.
Is the responsibility of the employer to look after the physical and emotional well-being of its employees. Maintaining a healthy and open communication approach will help you stay up to date. Focusing on mental health and well-being can help prevent dangerous jobs.
In general, it is about cultivating and keeping a culture of mutual respect and support. The well-being of the employees is protected by the presence of culture and atmosphere. As a result, work is improved, and employee retention is inevitably reduced.
The ability to attract, develop and retain world-class talent will become increasingly important as a differentiator in the global marketplace. That is, the ability of a company to manage technology and talent through its global business network and supply chains, to adapt to open business models and much more. By offering a variety of flexible work schedules and transforming organisational values to create purpose and value for work, employers can prepare for greater cultural diversity in their workforce, both culturally and between generations. 
Some topics should be considered by employers to prepare for the world of work of future. Employers should take the lead in developing the skills required for business success to build resilience and the ability to innovate in the face of increasing competitive challenges.
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