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The Impact of COVID19 and Rebuilding the Workforce for Hotel Trinity
The hospitality industry is one of the worst impacted by the COVID-19. Trading restrictions have had a substantial influence on the sales of the hotel industry. Although performance rebounded throughout the summer of 2020, thanks to the relaxation of restrictions and the implementation of the private and public initiatives in August, it remained below pre-pandemic levels. As Covid-19 cases increased and limitations were implemented, performance began to decrease again in September. Continuous fixed expenses and debt accumulation, as well as decreasing sales and insufficient liquid assets, are key concerns for the industry. 43 percent of hospitality organizations were open for business in early March of 2021, compared to 74 percent throughout all sectors. In the hospitality industry, 55 percent of firms have temporarily halted operations, compared to 24 percent throughout all sectors. Almost one-fifth of hospitality firms (19%) expressed lack of confidence in their ability to survive the following few months (Georgina Hutton and Niamh Foley, 2021). As a result, redundancy and retention of employees have become a concerning issue in the industry. The Hotel Trinity in Central London relaunched in April 2021 and required to restructure the organization. The pandemic had a massive effect on its 200 employees, with layoffs, long-term furloughs, and decreased working hours on all contractual agreements.
In June-August of 2021, 32.42 million individuals were employed, comparing to 33.01 million in January-March of 2020 (Debra Leaker, 2021). In recently, employment rates are rising as unemployment rates have decreased. The termination of the Coronavirus Job Retention program in September, meanwhile, has created uncertainty in the labor market, and more unemployment is expected later this year. In the months of June and August 2021, 1.51 million individuals were unemployed. In March-May 2021, 8.72 million individuals aged 16 to 64 were economically idle. In March-May 2021, 8.72 million individuals aged 16 to 64 were economically inactive (Andrew Powell and Brigid Francis-Devine, 2021). However, the number of redundancies reported in June-August 2021 was 99,000, which was lower than pre-pandemic levels. But job openings have already surpassed pre-pandemic levels, reaching their highest level since relevant records, in July-September 2021. There were 1.10 million job openings in the third quarter, up 239,000 from the past quarter and 606,000 from a year ago (Tom Evans, 2021). However, the working hours and payments have been slowly rising and are still at concerning level. Furthermore, the pandemic has had a greater influence on the labor market situation of specific age groups so far. Young employees and workers aged 65 and up were the most vulnerable to leave their jobs and turn economically idle. Those aged 25 to 64, on the other hand, have seen the largest increases in unemployment (Bob Watson, 2021).
The hospitality industry in the United Kingdom is facing a labor crisis, with job vacancies at their greatest level in history. During the pandemic, one out of every five workers has departed the industry, with Covid and Brexit being mentioned as aggravating the situation. One explanation for this is that people in other sectors are able to obtain better-paying employment with less hours. Furthermore, many professionals are not going back to work after taking a furlough, owing to worries about job security, longevity, and compensation. The program's utilization had decreased substantially by the end of June 2021, although there were still more than 330,000 employees on furlough in the hospitality industry (TUC, 2021). Meanwhile, disruptions to schooling and college courses have interrupted the supply of potential talent needed to address vacancies, forcing many prospective workers to restart their studies (Michael Race, 2021). 
Pandemic had immense impact on the essential features of the Human Resource Management (HRM) and the employee lifecycle at Hotel Trinity. As the economy is recovering slowly, the hotel has started to experience a slow rise in its income, which is aimed to rebuild the hotel’s workforce. Redundancies during the pandemic have impacted the employee lifecycle. Employee lifecycle in the hotel commonly consisted of recruitment, on-boarding, training and development, engagement and retention, career development, and off-boarding or separation. Each of these stages are significantly influenced by the HRM practices of the hotel (Dipti, et al., 2020). 
Due to safety measures imposed by government, existing and potential employees participating in furlough schemes, increasing popularity of social media and internet-based platforms, lack of potential skilled labor and increasing recruitment costs, just like many other companies, Hotel Trinity has adopted virtual recruiting technologies. According to 70% of LinkedIn research participants, the recruiting process that mixes virtual and in-person methods will become more conventional owing to the accompanying financial and time efficiencies. Furthermore, although virtualized recruitment process is not solely sustainable, it will still be used in post-pandemic times along with traditional hiring process and interview. The hotel has prioritized internal mobility more than recruiting new employees from outside. Rather than hiring outside, the hotel is attempting to develop its personnel through internal mobility programs connected to reskilling programs or by engaging flexible talents. Meanwhile, the hotel is shifting away from fixed jobs and toward project-based, cross-functional jobs that is driven by shifting business demands. These are intended to result in higher engagement, decreased expenses, a faster recruitment and selection process, and greater retention. The hotel is reorganizing hiring procedures to eliminate prejudice, establishing diverse interviewing boards, and enforcing data-driven monitoring towards diversity objectives in order to fulfill diversity, equality, and inclusion goals within the workforce (Roy Maurer, 2021).
Due of the present worldwide pandemic, the hotel's onboarding techniques prioritize the three C's of onboarding, which are Create Framework, Connect Employees, and Continue Adjusting, to ensure effectiveness amid emergencies (Scott, et al., 2021).  The hotel is currently developing or implementing the finest digital technologies and methods to enhance user experiences, particularly through self-service portals for onboarding and offboarding (Lamb, 2019). Managers may use digital onboarding technologies to collect important success factors like increased employee retention and engagement. Furthermore, this procedure aids in the improvement of transparency and communication within organization (Ferrazzi, 2015). For new hotel employees, there's a new interactive conversational bot. The hotel also has its own personalized platform for the employees that allow them to interact with each other conveniently, collaboratively, effectively and efficiently. In the coming years, this digitization of the onboarding process will coexist with older techniques. The newcomer's entrance and eventual integration to the company culture is viewed as requiring corporate socialization. Effective leadership and management are required to foster corporate culture. As a result, the hotel has hired well-known and experienced leaders to fill key management roles (Mukhopadhyay, et al., 2021).
The continuing pandemic's demand for social seclusion is stigmatizing the education and training industry. It has become important to shift the development setting away from physical training methods and face-to-face communication and toward the internet. Although, the digital solutions will not substitute other methods of learning, but the rising importance of online learning, combined with its scalability, ease of access, and opportunity to personalize it, suggests that it has the potential to play a far greater part in developing workplace and employees' skill sets developments (Mikołajczyk, 2021). As a result, E-learning has been introduced in the hotel by using computerized communication technologies to facilitate interaction, information sharing, and engagement between employees and teachers. This allows students to develop their capability of thinking, learning and risk taking in a safe setting. Students do not have to depend on their professors. They have the ability to be self-sufficient. Learning may take place everywhere, at any moment, and in any way. It motivates students to get more out of education. The program may be repeated several times, in as numerous places, and for numerous students as needed after it has been established, lowering the total cost. It cuts down on learning time since instruction is delivered in short, easily consumable portions directly at the learner’s convenience. It guarantees that distribution is uniform throughout all places and times (Chitra, 2018). Due to a lack of talent in the current job market, the hotel has introduced and now nurtures an upskilling culture that entails teaching staff new, advanced skills in order to address talent gaps. It engages the team members in ongoing training and assists them in progressing along their existing career path. The hotel is also offering reskilling schemes that allow employees to learn new abilities in order to do a different job or perform a different profession. It offers a lateral learning opportunity (Vinayan, et al., 2020). 
Employee engagement is crucial in these challenging times. Although effective and efficient on-boarding methods, improved and connected organizational culture, better training and development schemes and strategies, better management, may all act as significant motivating factor for the employees of the hotel, there are still many other factors that allows employees to improve their engagement and increase the retention rate of the hotel. Job security, payment schemes and working hours are some of the concerning issues that reduces the engagement of employees in hospitality industry. Therefore, the hotel has introduced new contingent strategies that ensure that the employees receive their payment, benefits, career development opportunities, even amidst of crises. This increases the reliability and the job security. Furthermore, the hotel is offering performance based payment that is determined after considering the needs and wants of the employees. While doing so, the performance is critically analyzed by a 360-degree performance appraisal method that includes comments from everyone who observes and is influenced by an employee 's performance. As for the working hours, the hotel is providing flexible working hours in order to reduce the stress and improve the productivity of the employees that are leaving furlough.
Furthermore, in order to minimize the costs and adverse of off-boarding of the employee, the hotel has formulated and implemented off-boarding strategy that includes actions such as, maintaining efficient offboarding records, conducting and analyzing departure interviews, creating and maintaining a dynamic alumni network program, developing a recruitment plan for boomerang workers, and using technology all along the process (Bauer, 2015).
The pandemic has disrupted the business world and economies worldwide. Hospitality industry is among the most heavily impacted industries in UK. Hotel Trinity has understood that the organization needs to formulate, adopt and manage new approaches towards the business and its employees, as they rebuild their organization to survive and thrive in these challenging times. In order to do so, the employee lifecycle in Hotel Trinity has been changed according to a PESTLE analysis made. 
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