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Title: The Impact of Current Challenges Facing Hotels in their Employee Turnover in the UK
Employee engagement is the process of involving an employee in organisational activities considering their cognitive, emotional, and behavioural energies for meeting the positive outcome of the organisation (Armstrong and Taylor, 2020). The organisation sets a benchmark of performance where the workforce tries to meet the standard of employee engagement approach (Allen and Bryant, 2012). The basic characteristics of the employee engagement approach are absorbed in and enthusiastic about appointed works, seeking a great sense of required performing role within the organisation, defining the connectivity between the strategies and the roles of the workforce to execute, searching the opportunities for learning growth, and increase the discretionary effort in their performance (Armstrong and Taylor, 2020).  There are different factors which drive the employee to be engaged in organisational assessments such as meaningful work, career growth, empowerment, belonging, recognition, leadership, and fulfilling work relationships. In this assessment, the employee life cycle is important for the long-run involvement and engagement of employees within workforce management. It benefits the overall consistent series of going through career objectivity of individual as well as the employee gets the right for choosing the option for data analysis in the employee engagement approach. Different measurement approaches are used in this assessment to measure the degree of employee engagement within the organisation's activities (Friedman, 2012). This essay will discuss how to engage throughout the employee lifecycle from the perspective of the hotel business for the current challenges of employee turnover in the United Kingdom.
The hotel and tourism industry is currently facing large threats of employee turnover over the human resource management of the organisation (Ntounis et al., 2022). In terms of the larger hotel business, the business operation needs a huge number of workforces to serve their customer. As the hotel business completely depends on service proving propensity, customer satisfaction by providing service is the main concern of the business organisation. Therefore, the organisation needs to focus on employee performance for customer satisfaction. That is why the employee life cycle plays a significant role in the development as well as the turnover ratio of the employee within the industry (Torrington et al., 2020). Employee turnover is the process of measuring the total number of workers who leave the company over a particular working time duration or period from the perspective of the organisation. There are three different types of employee turnover such as involuntary turnover where the organisation reduce their workforce for certain reasons and it can be called employee firing, voluntary turnover is spontaneous resignation from the workplace within any cause and effect for both parties, and finally, the total turnover of the organisation can be measured based on the summation of previously mentioned two types of employee turnover within the organisation (Allen and Froese, 2017). There are four main causes for increasing turnover from the perspective of an organisation which are lack of growth and progression in the organisation, lack of proper management, inadequate remuneration, and poor organisational workplace and culture (Beardwell and Thompson, 2017). From the perspective of the employee, the organisation fires their workforce for poor performance, low growth of performance, missing meeting goals, and new opportunities for the employee. 
The roles of human resources in employee engagement are significant for overall organisational advancement and human resource management plays significant roles in the perspective of the attraction of the workforce toward performing better in the process (Armstrong and Taylor, 2020). Human resource forces the workforce for the betterment of organisational operations in many ways. The first one is fostering workplace transparency which defines the trusting relationship between employer and employee from the perspective of increasing employee engagement within the operations of the business organisation (Beardwell and Thompson, 2017). The hotel business has the proper process for defining transparency within the relationship so that both of them can participate in the organisation's performance. As a result, the executive shares the information with the subordinates and lower-level position and ensure the transparency of departmental activities to foster the performance of the organisational workforce. Sharing feedback and working together can increase operational efficiency within the organisation (Friedman, 2012). It can be said that organisational human resource management plays the role for the empower the workforce and connect the organisation to meet the overarching goals.  The second role of human resources is investing in employees where the human resource management has to focus on the proper training and development program so that the organisation can attract and appoint the workforce in the proper department to get the required outcome and performance from the workforce. In this case, the HR department can go with proper development of employees for increasing the retention rate within the organisation by increasing their performance as well as increasing the required benefits for the employee for their retention attraction (instituteofcustomerservice.com, 2022). The HR can enforce the skill development course and professional education-based benefits for improving workforce engagement within the organisational performance (Johnston, Clark and Shulver, 2012). In terms of employee turnover within the large hotel business, employee turnover becomes more challenging in the case of operating human resources within the business organisation. 
The employee life cycle is consisting of different phases of employee management within the organisation (Beardwell and Thompson, 2017). Every employee has to face every step of the life cycle. Every spare of employee management, an organisation has to face the risk of turnover of employee which stops the ongoing approach of the organisation and become a challenge for the organisation (cipd.co.uk, 2022). The employee turnover challenge has a great impact on the hotel business in the United Kingdom considering the employee life cycle:
The first stage is attraction which deals to define the need of the workforce in the organisation (Marchington and Wilkinson, 2016). The organisation's approach to attracting the candidate to be an applicant for the post is based on their requirement (Klippert, 2014). Every applicant is unknown to the organisation at beginning of the life cycle which approaches them to take care of all of the candidates at the initial point equally so that any qualified candidate may not restrict themselves from this assessment. In the attraction point, the organisation has to show their organisational brand to the market for recruiting qualified best employees for their organisation (Marchington and Wilkinson, 2016). The hotel business in the UK faces huge turnover in the initial point because the organisation overall outfits their organisation. As a result, many employees do not apply for jobs in this organisation. An organisation has to show the candidates their culture, work environment, benefits, growth, and prosperity in their careers. As a result, organisations can face and protect against the challenges of employee turnover within the organisation.
The second stage is recruitment which approaches getting top talent on board (Marchington and Wilkinson, 2016). It plays a significant role for impact the current challenges of the hotel business from the perspective of employee turnover in the UK. Many organisations still recruit based on old-fashioned approaches which do not apply to these modern procedures as well as become the reason for increasing employee turnover (Adom, 2022). For example, Hotel Marriott International recruit its workforce through direct interview from their office. As a result, an employee from a foreign country or remote staying can not able to participate in the recruitment procedures. Hence, they lost the chance to recruit highly qualified employees for their hotel management and increase the turnover within the organisation (cipd.co.uk, 2022). It is a significant impact on employee management within the organisation from the perspective of the business operation in the United Kingdom for assessing the overall recruitment process. This stage can deal with different assessment advertising positions on multiple platforms to enter into a wide range of employee resourcing, make the organisational job advertisement effective for the organisation, and it ensures the saving the time and approach to proper utilization. As a result, the organisation can increase the offer acceptance and hiring approach by more than 40 per cent according to (Abdul Aziz and Morad, 2017).
Onboarding is the third stage of the life cycle approach where it works for the flying start of the workforce within the organisation (Marchington and Wilkinson, 2016). When a new employee starts work, they must be excited and see themselves with a sense of optimism and potential. Therefore, the organisation needs to greet them cordially to feel safe and welcome (Klippert, 2014). It is quite good in the hotel business in the United Kingdom where the organisation always greets their new workforce in a cordial and welcoming mannered. It has a positive impact on the retention of an employee within the organisation and it creates a positive vibe within the organisation to attract the workforce to work in a well-mannered environment and culture (Beardwell and Thompson, 2017).  In this phase, the organisation has to measure employees based on the regular appraisal system, define the proper ways to be successful, and unify the values, vision, and mission of the organisation. 
The fourth stage is retention which deals with making top talent stick. The hotel business organisation has to deal with the retention of employees which increases the profitability and sustainability of the organisation. it helps the organisation retain the employee within the organisation. An organisation has to provide a huge effort to make its employee skilled in a particular situation. At this moment, if any employee wants to leave the job it will be the reason for the organisational loss (Kramar, 2014). Retention is the opposite of turnover where the organisation has performed better to retain or approach the employee to retain within the organisation. therefore, large hotel businesses have to keep in mind that they have increased the retention rate for solving the turnover problem within the organisation.
Career Development is the fifth stage which approaches continuing the growth of the workforce within the organisation (Marchington and Wilkinson, 2016). Career development is a significant issue for an employee on the job because everyone is concerned to grow with a proper approach. When an employee can be satisfied with the career progress with the current process within an organisation, he/she must intend to leave the job as soon as possible (Zhang, 2018). In this stage, the organisational concern should be offering a buddy system, encouraging people at all stages to learn more, sponsoring or subsidizing courses for the promising employee and allowing them for giving a budget for career development (Beardwell and Thompson, 2017). In the hotel management industry, it is quite less familiar for the employee to get an opportunity for progressive growth which becomes the impact of employee turnover.
Separation is the final stage of the employee life cycle model which deals with all good things coming to an end. Eventually, there is an end to any process and every employee wants to move on. The stage is basically stages of employee turnover. When an employee gets better opportunities and benefits, he might leave his current job for something better. It is compulsory turnover for business organisations (Saqib and Sadiq, 2014). The hotel business organisation face many turnovers in the section because employee move on much more quickly. The experienced employee has better benefits offered in another organisation and the employee leaves the job quick time. At this stage, the employee must consider the reflection of the career to define the current position with the benchmark (Murton, Inman and O’Sullivan, 2010). It deals with a contract for employee and employer relations onboarding to bring up key considerations for employee turnover issues in the hotel management business in the United Kingdom.
Employee turnover is a significant challenge in the hotel business in the United Kingdom. It becomes the pre-condition for organisation profitability and sustainability. At every stage of the life cycle model of employee has the chance to leave the job based on position and benchmark of job performance which could be from the perspective of both the employee and employer. In the hotel business, this challenge is burning for a huge rate of employee turnover. Employees should be offered better opportunities and benefits, as well as the employee, has to perform better for contributing to the organisation's performance. employee turnover is also a reason for reducing customers for the hotel business in the perspective of lacking service quality. Hence, the turnover has a great impact on the hotel business in the United Kingdom.
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