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[bookmark: _Int_cuvaMHsU]The hospitality environment is complex and diverse, facing many challenges (structural and perceptual) relating to “low productivity, elevated levels of labour turnover, poor remuneration, demanding working conditions and limited opportunities of personal development” (Chung and D’Annunzio-Green, 2018; Baum, 2008, p. 725).
 Hospitality industry over the years especially in the UK is facing different challenges due to economic and political reasons like immigration, and Brexit.Every year bosses from the large-scale industry to medium and small sit together with their R&D teams and make strategies to run their businesses successfully. They discuss the failings of the previous years and plan to avoid mistakes made already. If the strategies generate more profit, they plan to adopt them again with minor changes to earn more profit. 
In December 2019 when news broke out of an unknown virus from Chinese city of Wuhan, which was named COVID 19 later, no one knew this would reverse all the plannings and strategies. COVID took one month into pandemic from epidemic. In March 2020 countries started closing their borders by implementing strict regulations and global lock down started. 
This pandemic caused extraordinary health and financial costs around the world.
COVID-19 affected every industry and hospitality industry is among the hardest hit and impact is disproportionately. Hospitality industry worldwide saw a huge decline in profit.United Kingdom where hospitality industry was already short of staffs faced a huge challenge. In an interview (BBC 7 Nov 2020) UK Hospitality chief Kate Nicholls said that at the end of 2019, the sector was the third-largest employer in the UK. The Covid pandemic led to the loss of about 660,000 jobs in the UK's hospitality sector. 
 
Before, COVID_19 Brexit put a huge pressure on hospitality industry. Trained staffs were leaving the UK and demand for trained staffs is increasing day by day.
[bookmark: _Int_2u83NCwp]In any industry the Human resource department plays vital role. Human resource departments throughout the year look for skilled staffs to fill in the jobs. This not only cost money but consume loads of resources. Managers at human resources not only recruit the skilled staffs but plan to retain skilled worker for a long time. One cannot predict whether the companies could retain the staffs where there are less incentives.

 An employee’s priority is always job security with opportunities to grow. Unfortunately, long hours and workload in hospitality sector is always a big hurdle for a worker to stay for a long time. 
[bookmark: _Int_tSCQJ6XV]The big challenge which hospitality industry is facing now is job retention. There is always a solution to any problem. Companies where employees are looked after and their achievements are recognised, they tend to stay longer with the organizations. Opportunity to grow, better pay, frequently pay rise, bonusses, holidays all these factors play a key role in an employee’s life cycle. Research shows where there are all these factors, employees stay loyal to the organization. This takes pressure off the Human resource department and save huge cost of training and recruiting.
 
[bookmark: _Int_P8C8Yu3c]For the modern business world, COVID-19 has been an unprecedented challenge that has thrown everything into disarray (Shambi, 2021). It has been a tough time for employees, just as it has been for their families and friends (Baker, 2021). According to Scott, M (2020) resulting of the pandemic’s impact on the employee life cycle, leaders of organisations can ensure that their employees receive the best possible experience now and into the new normal, once the initial COVID-19 response dissipates.
 
Individual capacity in the hospitality is a key source for the achievement of an operation. Sadly, a substantial task for operators remains attracting and retaining a sustainable workforce. Prior to the dramatic challenges of COVID-19 on the hospitality industry, maintaining a sufficient talent pool situated retention and turnover issues among the top ongoing challenges in the industry, as expressed by hospitality operators (Bufquin et el,2018) and without a doubt, the extraordinary task of attracting and retaining quality personnel into the hospitality field will remain as the industry moves beyond the current pandemic pressures.
The literature on workforce management suggests that hospitality employees are often motivated by value opportunities for personal growth and development, as well as feeling that the work they do is strongly appreciated (DiPietro et el, 2024).
 
According to Berk, W (1986) Empowering workers by sharing power and authority in the realm of decision making has been shown to enhance a workers’ sense of self-efficacy while being strongly related to overall job satisfaction. In any corporate sector there is always an element of attraction for people. Managers at Human resources derive a strategy to attract the skilled force to form teams of skilled workforce. The key success of any organization is retaining skilled work force through incentives. This defines the employees’ life cycle too.

[bookmark: _Int_zFUiZI1c]A KPMG (2016) study stated that attracting and retaining talented employees is the biggest challenge for companies for the near future, including hospitality. Human capital has been identified as not only a way to cope with environmental uncertainty but also as a source of competitive advantage (Meyers et al., 2013; Meyers and van Woerkom, 2014; Gallardo-Gallardo et al., 2013; Ratna and Chawla, 2012).
 
[bookmark: _Int_Zz3jTGQi]Individuals seem to look internally for further development and progressing with their careers and if these opportunities are not available, they will search externally (as noted by Akrivos et al. (2007). On joining a new company an employee expects better environment where he/she learn more about workplace. More they have work related knowledge more they feel confident and on board. On successfully completing the probation period they become a part of the organization. Their expectations become high when they feel more on board. This helps them to perform to their full capacity and compel them to stay loyal to the organisation. New entrants easily settle down where they are given the sense of ownership. The more they are applauded the better they try to perform.
There was a time when work related performances were rewarded very frequently. Rewarding culture in an organization tells how they look after their workforce. Not all the employees are equal when it comes to performance. There is always a difference between those who perform excellent and those who perform average. Healthy competition through reward encourage workforce to perform to their best skill. The rewarding policy in a company always increases the life cycle of an employee. A good workforce becomes a trademark of any business. 
[bookmark: _Int_IWNJWe4K]Knowledge obtained through training and then implemented in daily work routine develops the skills. Every employee goes through various stages of development during the employment. If company focuses to polish the skills of a worker there are 100% chances that employee would use his/her 100% efforts to complete the development stages. How to handle the skilled worker during development stage totally depend on the company itself.

[bookmark: _Int_wOq90jD8][bookmark: _Int_cA3GEzzW] Current crises in hospitality industry suggest that there are certain factors of employees leaving the jobs. Political and economic condition played an import role along with COVID as mentioned above. Now the Hospitality industry in the UK is going through a transition period. Shortage of staffs forced the bosses to change the way they were recruiting the skilled workforce. Shortage of staffs also impacts the performance of the other team members too. 
[bookmark: _Int_Fc1OVLFf]The most important approach to keep hold of skilful workers in hospitality industry is to adopt a culture of collaboration, guidance, rewarding and mentoring along with training and development. For HR gurus succession planning is always the best tool to fill in the gap if there is a brain drain of skilled workforce.
 
[bookmark: _Int_NiFXWUY9]Gary Cattermole (2019) the director of an award-winning employee research consultancy, The Survey Initiative divides the employee life cycle in six key stages: attraction, recruitment, on boarding, development, retention, and separation. A skilful and talented worker would not only prefer the good salary but also consider the reputation of the company. In majority of the cases where there is a succession plan in place, employees have more chances to grow. In any company there are always job vacancies due to retirement or due to any other reason. There is always a chance that a space could be filled through internal recruitment. This increases the chances of an employee stay in the organization longer and fruitful. Whether there is an internal or external recruitment companies by law bound to advertise the job through different medium. Majority of the time people apply from outside the company do not get any response as the companies prefer in house recruitment.
[bookmark: _Int_TMBV6EO5][bookmark: _Int_imzKrsyi][bookmark: _Int_CeLmWewy]Main reason to recruit internally is to save time and resources which otherwise would cost more on recruiting and later training. For reputed companies, their employees are their big asset. They look after them and allocate extra resources to develop their skills. In current economic conditions companies are refraining to recruit directly to save money. Majority of the companies have outsourced the recruitment process, or they hire third party’s employees like recruitment agencies. 
[bookmark: _Int_mFDkx3fG][bookmark: _Int_tLpAXByJ]Hiring via third party is also debateable when it comes to job retention. These agencies do not offer the same incentives to their workforce compared to the workers directly recruited by the company. Term temporary workers to permanent we see when there is a job advertisement.
[bookmark: _Int_y239oZ9x]We are living in an age of competition where companies tend to offer better pay than the competitor. This also shortens the stay of a worker within a company. Now (Cattermole, G.2019) we know employee engagement levels fall significantly between 2 and 5 years. 
 
[bookmark: _Int_BBoDQjNi][bookmark: _Int_B4NmWxZH]Hospitality industry is facing a huge challenge of retaining the skilled worker globally. In the UK COVID was huge blow after the Brexit. Sector is recovering slowly, and steady but more aggressive approach is needed to fully overcome the crises. There is extra burden for those who proffered to stay in the industry. It has become an obligation for the owners to retain them through incentives. No doubt the industry lost revenue but huge financial packages from the Government helped owners to control the damage. Government played its role through furloughs to help businesses to keep the workforce. But the industry still lost a huge part of its skilled force. In some establishment where there was a culture of recognition this skilled workforce re-joined them though the responsibilities were more than pre pandemic.
[bookmark: _Int_ES786JQR]In today’s highly competitive labour market it is not easy to keep all the skilled force intact. During the screening phase of a new hire, the hospitality industry has the potential to penetrate the assessments and values of prospective hires and thereby increase the possibility that the new employee and the business will be a good fit.
Hospitality industry through talent hunt can easily recruit workforce from universities and colleges. The industry would have to become a partner with the universities and colleges not only through work placements but contribution through scholarships. Now industry is going through a phase of retaining the talented workforce.
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