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Review and analyze the current challenges facing hotels in managing their employee turnover in the UK
The UK Hotels business sector is projected to be valued at around £5.8bn in the year 2021. Industry profits have decreased at a compound annual rate of (21.5%) during the last five years (Whitney, 2021). The UK hospitality industry was the leading employer in the UK during the pre-COVID period, though the epidemic and the consequent economic downtown have left the business in a state of disorder. The hospitality business is one of the major sectors in the United Kingdom industry, from restaurants and bars to hotels. It’s continuously remained a widespread selection of employment and however, employee retention in the hospitality business has continuously remained demanding and challenging. This paper will highlight the current challenges facing hotels in handling their employee turnover in the UK. Employee turnover signifies the number of staff who leave a corporate throughout a certain period of time. This comprises the employees who willingly resign, retire, or are terminated by the company. Employee retention is also the capability of a corporation to retain its workforce. Employee turnover in the hospitality business sector has continuously remained challenging to handle (Iqbal and Hasmi, 2015, pp. 20-23). The reason for this high employee turnover in Hotel businesses are many but it is not always the fault of the corporate owner. There are numerous influencing aspects on the way employees want to leave the hospitality industry (Brien, Thomas and Brown, 2017, P. 1). 
One of the reasons which cause high employee turnover in the UK is the incompatibility of the job role. It is not the organization or owner who is responsible for the high employee turnover in the organization or low employee retention (Choudhary, 2016, pp. 19-23). Sometimes, a staff member is also inappropriate for the job position, and often it becomes clear after the hiring of the employee in that role and observing the ineffective performance and employee does not feel comfortable with the work. Afterward all, consumer service is not for everybody. Even with the finest training, few individuals are not prepared to manage the rapidly changing hospitality setting. Therefore, high employee turnover in the organization is not always the fault of workplace culture and leaders since sometimes it becomes clear late on that the hired employee is not suitable and appropriate for the position (Zhang, 2017, p. 11). Another challenge which is faced by the UK hotels in managing their employee turnover is the unfriendly hours. Hotel businesses certainly work under dissimilar hours to numerous other industries. This is since the demanding times occur to be when the most of the working people are capable to visit institutions (Daskalaki, 2020, pp. 93-96). As a consequence, hospitality employees can generally be supposed to remain available at work during holidays, late nights, and weekends. Gradually, even for the utmost enthusiastic staff, this type of standard of living can turn out to be unattractive (Kotera, Adhikari and Gordon, 2018, pp. 730-735). Thus, they might look for a work that does not make such problems in discovering a worthy work/life balance. The working hours in a Hotel organization too tend to be lengthier than in other segments. Breaks are not all the time as relaxed to take, either. This can lead to staff turning overtired and is one of the utmost shared aspects which impacts the employee retention in the hotel business sector. One of the leading hotel chains in the UK is Premier Inn which has received many good and bad reviews which most common review from workers is about the poor work-life balance, ineffective shift patterns, long working hours, and most of the time leaves are not allowed by the employers (Dwesini, 2019, pp. 1-3). 
Another challenge faced by the employees and due to which employee retention of Hotels in the UK have low retention is the lack of flexibility. One of the major demands of working in a UK hotel organization is the flexibility of working hours; though, this is similarly a common cause for low retention of employees (Rubery, Keizer and Grimshaw, 2016). As the nature of the Hotel business sector, employees in hospitality require to be flexible in direction to familiarize themselves with the corporate requirements. For instance, if a Hotel has a large number of bookings, they might require to call additional employees in at the last minute. As a consequence, it isn’t rare for rota to alter late in the day for employees, and this can turn out to be demanding over time. There also are not characteristically numerous prospects for employees to partake a say in their timetables. If a Hotel functions with a small figure of employees, it can too be problematic for them to take any time off deprived of feeling as however, and their absenteeism will have a ripple impact on the other employees. For instance, employee review on the glass door has reflected that many of the employees are facing an issue such as long working hours, odd shifts, changes in Rota, and demanding work for around 60-70 hours a week (Eissner and Ganno, 2018, pp. 296-313). 
While looking at the other key concern or challenges faced by the UK hotels in handling the employee turnover is the low retention in UK hotels is lack of recognition. In the hotel business, a respectable shift can be described as one where the whole thing runs efficiently and visitors leave happy and pleased (Wood, 2016). For owners and leaders, when getting over a shift deprived of mistakes or criticisms, it is easy to supervise the fact that it is the staff at work giving their best and working so hard to make customers satisfied. Afterward all, it is easier for the staff members to emphasize faults than to recompense a work well done. Frequently, the relief of completing a fruitful change can mean those staff doesn’t get the acknowledgment they are worthy. This can direct them to a sense underappreciated and disappointment with the business sector, in spite of liking their character in delivering outstanding client service (Stamolampros et al. 2019, p. 131-134). 
As per the Deputy data, the hospitality sector of the UK has an employee turnover rate of 30%  which is double the UK average and is estimated to upsurge as the ‘Brexodus’ of EU workers carries on (Lobel, 2018, pp. 2018). Furthermore, one of the current challenges which come in front of which has led to high employee turnover in UK hotels is Brexit. In recent times employee turnover becomes a major concern for the Hotels because of the covid-19 and Brexit. The short-range influence of Brexit on the hospitality marketplace meant the loss of an inordinate figure of staff due to variations in the regulation (Smith, 2021, pp. 64-68). As per the report of guardian, it has been stated that Mitchells & Butlers, one of the UK major operators of restaurants, pubs, and bars have lost around 9000 of its 39000 employees and the key cause behind this is Brexit. According to the study,  1 in 10 hospitality employees has left the business sector in the past year, due to the reasons that they need to ‘re-evaluating their work/life balance after covid-19’ and being unenthusiastic to return to lengthier than 8-hour working days. Similarly, the impact of Brexit is remaining to take a break. As per the Caterer, an additional than 92,000 EU workforces are probable to have left the hospitality business sector (Fitch Ratings, 2021). 
One of the common challenge and issue which UK hotels are facing for a very long time in their employee lifecycle and also encountering currently is the toxic or unhealthy working culture. As working at Hotel is very challenging and demanding this hospitality industry is fast-paced and many people consider it stressful to work in. In the hotel business, if there is a communication gap or interpersonal fights or conflicts are unresolved it can make the working environment of the corporate toxic. Some of the indications of a toxic work environment which increase employer turnover are lack of communication in the organization, Cliques and exclusive behaviors, ineffective leadership and poor management, and demotivated workforce that leads to the demotivation among other peoples also which means it is very important to retain the employees whileconsidering their future  (Rasheed et al. 2020, pp. 99-104).
Lack of growth opportunity is the key challenge of the current time that makes it difficult for UK hotels to manage employee turnover and future resiliency within the business,. It is usual that young individuals to enter the hospitality industry and succeed in it but many of them look somewhere else to continue their profession. The young generation at present time switches jobs easily if they see that there are no good growth opportunities in the field and organization they are working or employed. It can impact staff retention in the hospitality business sector, as numerous organization perceives their staff as part-time workforces who they are supposed to move on anyway. Ironically, this boldness can be self-fulfilling and staff who might have required to progress in their hospitality role will move away from the business.  As per the figures, the average extent of tenure hospitality employees spend at a corporate is 12 months period. For a hospitality business, there is a figure of undesirable penalties for partaking in a high staff turnover. It is expensive to often discover, employ, and train novel employees (Holston-Okae and Mushi, 2018, p. 220). Also, as per the Big Hospitality, a deficiency of worker retention in the hotel business expenses the industry £275 million per year. This doesn’t take into interpretation the figure of wasted hours that proprietors and leaders will put into training employees, only to have them leave shortly afterward. Clients are impacted by high employee turnover in business also. They visit luxurious hotels wanting to experience the finest conceivable customer service. Partaking to running a corporate short-staffed through observing to recruit or partaking to often train new employees can result in employees being incapable to deliver their standard level of customer service. This can partake an undesirable influence on a business’ status, not to mention a loss of profit over clients not returning (Blythe, 2021). 
The hospitality business sector usually delivers entry-level spots which are particularly attractive to younger employees. Those who are uncertain regarding their professional paths or who don’t partake a lot of experience might also pick to work in hotels since job prospects are abundant. Though, this can be unfavorable to a corporate’ worker retention rate. At the same time as numerous job positions do not need precise experiences to commence employment in hospitality, numerous knowledgeable abilities are exchangeable from a single institution to another (Wood, 2016, pp. 1990-2010). This is good for the worker, but if the Hotel organization doesn’t encounter their prospects, they can look for an improved job role in another corporate somewhere else. Numerous high schools or university undergraduates too select the industry for a part-time job requirement to attain monetary support together with their studies. Few of these staff will constantly partake the aim of leaving once they have finished their higher studies. This might be one more aspect on the way to low worker retention in the hotel and in the whole hospitality industry also (Kotera, Adhikaari and Sheffield, 2021, pp. 1077-1085).
This paper has discoursed the key challenges that UK hotels are facing currently in managing their employee turnover. Some of the key challenges which have been identified are the inappropriateness of the role, unsociable working hours, low pay and benefits and lack of career growth and success, lack of flexibility and recognition, toxic and unhealthy working environment, and the impact of covid-19 and Brexit too (Pickup et al. 2021, pp. 2185-2189). Employee turnover rates in the hospitality business are surprising. These rates remain to hike, and the COVID-19 epidemic has performed an enormous role in this. Therefore, it has been concluded that the main reason for high employee turnover in hotels in the UK marketplace. It has been concluded that employee turnover is negatively impacted by the demotivation among the employees due to the low flexibility, ineffective work-life balanced, work timings and conditions, and other benefits. Moreover, it has been disclosed that opportunity for growth and development is very significant for retaining effective staff members. If a worker feels stuck in a dead-end situation, they are probable to look on the way too dissimilar businesses for the chance to progress their position and profits. 
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