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The government’s decision to shutdown businesses and institutions in response to the pandemic did cause serious disruptions that organisations are trying to have under control currently (Kalenkoski and Pabilonia, 2020). The hospitality sector has so far received the hardest blow seeing that they were directed to close down and for those that were in operation there was so little that they were doing. Keeping such businesses afloat did prove difficult as their cash flow systems had totally been crippled. The most hit function in all organisations was the human resource seeing that many are the incidences of employees who were retrenched as an aftermath of the pandemic. According to Carnevale and Hatak (2020), the HRM being in charge of the wellbeing of the employees had to mobilize new strategies to help the staff navigate through this unprecedented turn of events. At Hotel Trinity, a 3 star hotel located in London, the HRM came up with mitigation strategies to help the hotel sail through this period. There was only so much that the management could do for their 200 employee. This essay takes a look at the impacts of COVID 19 on employee lifecycle at Hotel Trinity seeing that there were reduced working hours, redundancies and long term furlough. A PESTEL analysis is carried out on the hotel to shed light on the variables affecting personnel resourcing and also development in the UK.
 According to Oliver in her Coronavirus article published in 2020, one out of every 20 citizens in the UK had lost their job and one out of 11 had their hours or pay reduced. The government had offered employers grants to cover up to 80% of their wages for employees who were not working due to the pandemic. As reported in a BBC News article by Race (2021), figures from the office of National Statistics have proven that the hospitality industry was already experiencing inconsistently high levels of unemployment prior to the first lockdown in March 2020. With COVID 19 and BREXIT, the sector has reported that one out of five sectors exited the industry. For the staff that had been furloughed and have reported back to their job stations, there are directives rom NHS that require them to isolate which has exacerbated the shortage. 
Race (2021) goes ahead to explain that during the pandemic while employees from the hostel industry were on forced leave came to the painstaking realization that indeed grass was greener on the other side. This is after they landed better paying jobs paired with fewer working hours in other sectors. Also, with employers from different sectors trying to attract employees from the labour market they end up searching for skilled individuals who are competent with the ability to work under minimal supervision. Who can better fit this description than employees from the hospitality sector? It is for these reasons that Hotel Trinity needs to realise that the odds are against them and they will need to up their game if they are to attract high quality employees once more, with 51% of employers in the hospitality sector reporting to have been experiencing challenges while filling vacancies (CIPD, 2021). 
Being in such a tight spot, the HRM at Trinity is open to ideas that could at least change the odds and aid the company in making a U turn. There is no better strategy than adoption and application of the employee lifecycle strategy. From their paper Advances in Developing Human Resources published in 2019, Kwon and Park define employment life cycle as a HR model that recognizes the different phases that an employee goes through in a company and the role the HR plays in this journey. The stages start off at attracting, recruit, onboard, develop, retain and finally off board (Kakade, 2019). 
The first stage is the attraction.  This stage entails attracting new applicants and those furloughed for the available vacancies. Hotel Trinity needs to stand out from other employers when sourcing for competent employees. The company needs to prove to their prospect employees why they are the best to work for. The company needs to build their social media presence, focus on benefits and compensation, highlight on commitment to develop employees and have a thriving culture that speaks for itself. All these are elements that candidates compare and contrast between companies. 
Recruitment stage comes in second after attracting a large applicant pool there is need to sieve through to pick out the best individuals. This stage runs until the individual is hired. Trinity will need to invest in optimum hiring strategies, avoid bias and incentivizing referrals. According to Ekwoaba and Ufoma (2015), recruitment has a direct impact on the output of an establishment and it’s up to Trinity to diligently carry out this stage. A talent acquisition system can be adopted by the company to help streamline the process. As the talent is yet to recover from the setback from the lockdown they need not bite more than they can chew. The company can offer employees better and safe working environment with flexible working hours instead of higher pay that they will not afford. 
Onboarding is the stage at which employees were already shortlisted, interviews and they accepted the offer from the organisation. It is at this phase that Hotel Trinity conducts an induction on the new members. The new hires are made aware of the vision, mission and core values of the hotel. As Berry (2019) puts across, an organisation needs to be very meticulous at this stage as a robust onboarding process improves retention of the new employees by 82% whilst productivity can go beyond 70%. 
Stage four is the development stage. There is a myriad of reasons that could drive an employee to hand in their resignation letters and of course, career growth opportunity is a number one culprit as Smart (2016) explains in factors predicting employee turnover. By the management at Trinity ensuring that the staff are engaged and successfully maneuvering through challenges that offer growth opportunities will save them the cost of finding new talent. The hotel should ensure that they have clear career ladders and invest in learning and development as Dipti et al. (2020) suggest in their paper on employee lifecycle management. 
The retention phase is where the company now can comfortably keep the staff after they have been fully integrated and ramped. This is where their presence and contribution needs to be felt. Trinity can make use of KPI trackers to keep track of employees’ output and reward those doing exemplary well. According to Khalid and Nawab (2018), employee participation has a positive impact on retention. This is to mean Trinity needs to be more involving with their staff to ensure they feel recognized and appreciated. Trinity should engage their leaders in identifying job satisfaction factors and employee motivation elements in order to boost the morale of employees and also increase the chances of retaining them (De Sousa Sabbagha, Ledimo and Martins, 2018).
The last stage is the off boarding stage also referred to as separation. It doesn’t matter if the employee retires, decides to leave or is dismissed, but this stage must be attained and Trinity needs to be aware of this and offer support as much as they can. When this happens the work must still go on and Trinity can have exit interviews that offer blunt feedback and reassure the team after such a loss (Namely and 15Five, 2018).
A PESTEL analysis was carried out on the business environment of Hotel Trinity to offer insight to the HRM on how the employee lifecycle is impacted and ways to mitigate the negative impacts. 
The government (politics) did what leaders of a country would do to protect their citizens, they ordered closure of eateries all over UK with to reduce rate of infections. This government directive affected Trinity as they no no longer had a source of income as they were out of business and most employees left the company (Goldstein and Frank, 2020). It is the same government that now has lifted the lockdown and is encouraging people to eat out to support the hotel industry with the slogan eat out to help out. According to an article by Phillips (2020), the government was offering subsidized meals to restaurant goers up to 50% off. This is an offer that Trinity cannot afford to miss by ensuring they build back a team of competent workers as they can now afford to pay them. The onboarding and development stages are important here as this is where the new team gets trained on how they treat the clients.
Economically the pandemic left Hotel Trinity with close to zero sources for revenue which saw the hotel not able to meet their obligations when they fell due. This reason drove the management to strive and cut back on operation costs which saw employees either retrenched or furloughed, currently the hotel lacks an adequate taskforce. The age group 16-24 the most impacted by unemployment. As Trinity tries to attract a talent pool they ought to have plans that can attract this age group as they are the most available (Roberts, 2021).
Social factors are always present in the hotel industry especially since different cultural have different views on meals. According to Fox (2020), the pandemic has brought with it trends in the hotel industry that are either here to stay or may take long to be forgotten. Trends such as home delivery for take outs provide an opportunity for Trinity to staff for different purposes as there is already a niche that they can explore. On the downside people have discovered the importance of healthy meals which is obviously advantageous to them but not so much to the hotels. As Davahli et al. (2020) argue, there have been a change in dietary patterns as people now opt for healthier meal plans. This right here is an opportunity to be explored by Trinity through hiring individuals and encouraging them to continue developing their skills, so they can prepare meals that will meet consumer preferences. 
In terms of technological factors, the pandemic brought with it the need to keep away from each other physically but this only made humans even more innovative. Lau (2020), carried out a research that concluded that IT has really been incorporated in the hotel industry through having an online presence that encouraged clients to place orders, there is increased brand awareness and there is no risk of transmission. Embracing technology will definitely help out Trinity as this is how they will attract employees and even can go ahead and have remote interviews for recruitment which can save them a whole lot. The downside with this is that technology keeps on changing which can be expensive to maintain and replace to the hotel. Again there is need to train employees the use of these technological equipment or else they will be present but not benefiting the venture. 
Taking care of the surrounding environment is mandatory especially now that hotels just began to have back their clients physically. Trinity already has so many job opportunities to offer employees such as cleaning in order to attract clients who are still skeptical. Also, by focusing on environment sustainability and having it known through their website, trinity attracts a competent taskforce that would want to be associated with environmental care (Nagaj and Žuromskaitė, 2021). On the downside, not adhering to environmental laws put in place especially now with the pandemic, the hotel risks legal actions that could lead them to immature off boarding stage. 
Legally, there are laws put in place by the UK government that Hotel Trinity needs to conform to. For instance by complying with the national minimum wage, employees can be attracted by this and event want to retain their services at the hotel. If Hotel Trinity decides to overlook laws put in place to safeguard employees they may end up having employees who quit shortly after onboarding and their reputation may be tarnished making the establishment unattractive to prospects. 
In conclusion, the pandemic did affect all establishments across the grid but it’s up to the business to decide how they will make use of the current situation they are in. as seen for Hotel Trinity, there are opportunities to build back a taskforce that could even deliver better than the previous one. Through consideration of factors in the corporate environment, the HRM at Trinity has an upper hand as they already know where the opportunities to improve the employee lifecycle lies. It is quite obvious that the personnel in an organisation is essential and especially at hotels. Importance of an engaged taskforce has already been established in this essay. Despite the losses and unprecedented changes caused by the pandemic, it is very possible for an establishment to grow back. 
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