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The hotel industry is an important component of the Hospitality sector which is the third-largest private industry in the United Kingdom. The Hospitality sector provided an economic output of £59.3 billion which is equal to about 3% of the total economic output (Hutton, Foley, and Irvine, 2022). The hospitality sector in the United Kingdom demonstrates an employee retention rate of 70 percent per year. This is alarming when compared to the average retention and turnover rates in the United Kingdom because an employee in the hospitality sector is two times more likely to leave their job per year compared to other sectors (British Hospitality Association, 2017). Employee retention refers to the ability of an organization to retain its employee for the maximum time (Fernandez and Worasuwan, 2017). According to forecasts, these figures may get worse in the future due to the pandemic and the “Brexodus” of European Union workers. and its workforce supply may be highly affected due to the environment created due to Brexit and the pandemic. The talent pool for this industry appears to be drying and employee retention may become vital in the coming years (Lobel, 2018). The hotel and hospitality business environment in the United Kingdom was unique due to the combined impact of Brexit and the pandemic on factors that promote high employee turnovers therefore, talent management and team development strategies must be implemented because they retain high-value employees to decrease costs, improve service, and overall organizational performance.
	Brexit may be the most significant factor for the creation of new challenges for employee retention in the hotel and hospitality industry as a significant number of EU nationals were a part of the hotel and hospitality sector. According to a report by Wadhera (2021), about 90,000 workers left the hotel and hospitality sector last year. The hotel and hospitality industry already faced a number of challenges related to employee recruitment before Brexit. According to a KPMG report, the hotel and restaurant sector in the UK had vacancies 104,293 in 2015 and about 30% of the vacancies were classified as hard-to-fill vacancies (British Hospitality Association, 2017). Moreover, another reason for the large number of vacancies in the hotel and hospitality industry due to challenges in the recruitment process. For instance, there is a general lack of willingness in the masses to work in this sector and applicants lack the necessary skills for the job. Moreover, the hotel and hospitality sector preferred the hiring of EU nationals because the UK employees generally demonstrated a lack of interest in the hotel and hospitality sector. There is also a general perception that EU employees are more skilled for hotel jobs as they may have the required language skills and qualifications (British Hospitality Association, 2017). Additionally, UK employees demonstrate higher expectations for wages and working conditions despite having lower levels of skill. The seasonal or temporary nature of work may not play a positive role in attracting applicants in this sector as UK employees tend to perceive the available opportunities as risky (Green et al., 2013). The hospitality sector is also perceived to provide low-paying employment and high costs of living prevent UK employees to seek opportunities in this sector. For instance, a report by Resolution Foundation found that about 52% of hotel and restaurant sector workers are paid less than two-thirds of the median hourly pay (Cominetti and Slaughter, 2020). Therefore, the lack of EU employees has exacerbated the challenges faced by the hotel and hospitality sector in the UK.
	 Another challenge for the UK hotel and hospitality sector that affects employee retention is the skill shortage in the UK workforce. For instance, the hotel and restaurant sector has the second-highest reports of candidate shortages with at least one required skill for temporary jobs, and the third-highest reports of candidate shortages with at least one required skill set for permanent jobs (ComRes, 2017). This demonstrates that a skill shortage is created in the hotel and restaurant sector workforce due to the lack of EU migrants. Moreover, according to the UKCES survey, 49% of the hotel and restaurant sector employers stated applicant quality 31% stated the low number of applicants with the required skills, 13% stated the lack of experience, and 7% stated lack of qualification to be the reason difficulty in filling vacancies (UKCES Survey, 2020). Therefore, a number of studies have demonstrated that the availability of skilled labor is an important challenge for employers in the hotel and restaurant sector. 
	The COVID-19 pandemic has proved to be an important challenge for the hotel and restaurant sector’s employee retention rates because the economic output of the sector has been severely affected. The hotel and hospitality sector may be the hardest hit by the pandemic due to restrictions such as limited opening hours, forced closures, and customer demand. Moreover, rules that limited the number of people indoors have negatively affected business revenues and customer demand as the fixed costs such as staff costs and property costs have remained the same. As a result, compared to other sectors of the economy, the hotel and hospitality sectors experienced the greatest economic decline. For instance, its economic output declined by 42% in 2020 compared to the previous year, and it declined by 21% compared to the economic output in 2019 (McAuley, 2022). Moreover, a number of hotel and hospitality businesses permanently closed during the pandemic as 10% of a net decline in total hotel and hospitality business was observed between 2020 and 2021. This is 3% more than businesses in all other sectors (UK GOV, 2021). Furthermore, hotel and hospitality businesses have experienced low profits, low cash reserves, and low confidence because of the pandemic. 45% of the business reported that their profits had decreased by 50% more than what they expected in the season of February 2021. This number is alarming because businesses across all sectors experienced a decrease in profits of 13% (Hopson, 2022). Moreover, 17% of the businesses in the hotel and hospitality sector reported that they have no or one month's worth of cash reserves left.  This is also about two times greater compared to the businesses of all other sectors. Finally, 28% of the businesses in the hotel and hospitality sector reported that they have low or no confidence in the survival of their business in the coming months (Hopson, 2022). This economic decline was detrimental to the hotel and hospitality sector labor market as the number of workers decreased by 3.6% from January-March 2020 to October-December 2021. This percentage is very high compared to the 1.3% decline in labor markets of other sectors (Leaker, 2021; Powell, Francis-Devine, and Clark, 2022).  
	The profitability and competitiveness of a business in the hotel and hospitality sector are adversely affected by a high employee turnover. This is because organizational performance is likely to decrease due to the loss of human resources. Effective strategies to improve profitability and competitiveness may only be introduced when the organizational leaders understand the causes of high employee turnover. A comprehensive analysis by Stewart found that important factors that affected employee retention rates included “ compensation and remuneration, reward and recognition, the opportunity for growth,  participation in decision making, work-life balance, good work environment,  training and development, and job security and effective management”(Stewart, 2018). Moreover, Reidhead suggests that factors such as organizational culture and employee satisfaction are also important factors as they analyzed the Hilton Hotel (Reidhead, 2020). Therefore, understanding the factors associated with high employee turnover is important for the adequate performance of a hotel and hospitality business.   
	High employee retention rates are beneficial for the business as they reduce costs, enhance service quality, and increase organizational performance. The costs associated with high employee turnover are a significant challenge for the hotel and hospitality industry (Barron, 2008; Kim and Jogaratnam, 2010). Research shows that US$8,600 is the average cost paid by a hotel business to replace an operational employee and the cost is likely to increase for the replacement of a managerial employee. A certain amount of employee turnover is inevitable and may be desirable but to the issue of service burnout, high value and high skilled employees must be retained to increase the organizational performance of a hotel business (Lee and Ok, 2012; Yam, Raybould, and Gordon, 2018). Moreover, the services delivered by the hotel employees are an intangible part of the hospitality business and play a crucial role in ensuring customer satisfaction, experience, and enjoyment. Hotel employees with high values hospitality skills have the potential to deal with challenging customer service contact situations. Due to their extensive experience in the hotel industry, they are able to develop relationships with customers by providing services that exceed customer expectations (Dawson, Abbott, and Shoemaker, 2011). Therefore, the loss of a high-value employee in the hotel business is associated with a loss of corporate relationships and corporate knowledge. Moreover, it may also cause a loss of high-value customers that valued personal recognition (Yam, Raybould, and Gordon, 2018). Therefore, strategies that retain high-value employees may be beneficial for the hotel business.  
	Talent management and team development may be accomplished by strategies that may be classified under employee practices and employee relationships. Employee practices refer to the organizational culture and practices that improve the experience of employees. For instance, in the UK hotel business flexible work schedules, a friendly work environment, and a participative management style were found to be effective strategies that improve employee experiences (Marinakou and Giousmpasoglou, 2019). Furthermore, talent management and team development is successfully accomplished by successful hotels in the UK through succession planning strategies. These include various management and development programs that provided talented employees with the opportunity to acquire industry-specific knowledge.  Moreover, employment prospects also improve the experience of high-value employees. Compensation is also important and those hotels in the United Kingdom that pay their employees above the average pay in the sector demonstrate reduced employee turnover. Moreover, employee relationship strategies are associated with a positive engagement which can be accomplished by participation in the decision-making process and by encouraging the taking of initiatives. Team building activities play an important role in ensuring the commitment and loyalty of employees to the organization (Marinakou and Giousmpasoglou, 2019). Therefore, talent management should be accomplished through employee experience and engagement strategies to reduce employee turnover.  
	To conclude, the environment of the United Kingdom hotel and hospitality sector is unique due to the pandemic and Brexit. These issues have exacerbated the problem of high employee turnover in the hospitality industry as the businesses were closed and EU nationals left the country. Reduced employee turnover is beneficial for hotel businesses because replacing an operational employee is expensive. Moreover, it also improves services and organizational performance. Therefore, it is imperative for organizational leaders to understand the causes of high employee turnover and implement strategies that increase retention rates. Strategies that target employee experience and engagement are effective in the context of the hotel and hospitality industry of the United Kingdom.
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