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Current Challenges Facing Hotels in Managing their Employee Turnover in the U.K.
	The hospitality industry in the U.K. is one of the largest sectors in the country ranging from bars, restaurants, and hotels. For a long time, the hospitality industry has been a popular choice of employment for many people in the country, yet employer turnover has continued to be a challenge (Blythe, 2021). Employee turnover refers to the number of employees who exit an organization during a given period, mostly one year. This includes the employees who retire, voluntarily resign, or are made redundant. The United Kingdom has experienced significant challenges and changes over the last few decades, and these challenges have had severe impacts on the employee lifecycle within the hospitality industry (Ashton, 2018). To effectively safeguard the recruitment, business, and retention of employees, hotels have had to develop strategic decisions such as the use of payrolls (Gebbels et al., 2019). This paper will effectively explore and demonstrate the challenges hotels in the U.K. face in managing their employee turnover and provide adequate measures that can be used to curb these challenges. 
	One of the significant causes of employee turnover is the unsuitability of the employees to the roles and responsibilities delegated to them by their employers. High employee turnover in a business company does not necessarily imply that the company is the wrong place to work (Santhanam et al., 2018). Employers may hire employees in their companies and later discover that they are not suitable for their roles. It is worth noting that the main activity in hotels and the general hospitality industry is the provision of direct customer services (Blythe, 2021). However, not every employee enjoys working in customer service. Even with the most extensive training, some workers are not prepared to function well in fast-paced environments like those found in the hospitality industry (Eissner & Gannon, 2018). This is not a reflection of the company's capacity to provide a happy working environment for its employees, even though it may be discouraging for those individuals.
	The second cause of employee turnover in the hotel sector is unsociable working hours. The hospitality industry adheres to a different work schedule compared to other industries. This is because most of the working population can only visit the hotel enterprises during their lunch breaks (Design, 2019). As a result, employees in the hospitality business are frequently required to work on late evenings, holidays, and weekends. This lifestyle can become unpleasant over time, even for the most devoted workers. In order to attain a good balance between their professional and personal life, individuals should consider pursuing a career that requires less effort. In addition, hotel employees frequently work longer hours than those in other businesses. Taking breaks is not always a simple endeavor (Baharin & Hanafi, 2018). This is one of the most powerful employee retention elements in the hospitality sector, and it can cause staff to become overtired.
	Lack of flexibility in hotels is another crucial challenge that results in high turnover rates in the U.K. hospitality industry. The flexibility of schedules and shifts is one of the most appealing parts of working in the hotel industry; unfortunately, it is also one of the most contributing factors to employee turnover (Basnyat & Lao, 2019). Because of the dynamic nature of the hospitality industry, workers in the field are expected to be flexible in order to satisfy the requirements of various firms. For instance, if a restaurant is expecting a large party, they may have to scramble to find and call in more staff members at the very last minute. As a direct result of this, it is common practice for staff to be adjusted in the late afternoon, which can become stressful over time (Gong & Wang, 2019). Employees frequently have minimal opportunities to have input into the scheduling of their shifts. When a company has a small number of workers, it can be challenging for those workers to take time off without being concerned that their absence will have a domino effect on the other workers.
	Lack of recognition is another critical challenge causing high employee turnover in the hospitality industry. A successful shift in the hospitality industry is characterized by everything running well and guests leaving satisfied with their experience. When managers and business owners complete a shift without making any mistakes or getting any complaints, it might be easy to forget that the staff has worked diligently to achieve this result. It is much easier for individuals to focus on flaws than to recognize and appreciate a work well done (Blythe, 2021). Typically, the sense of accomplishment upon successfully finishing a shift leads to the workers not receiving the recognition they deserve. Even if they enjoy their position of providing outstanding customer service, they may feel underappreciated and disillusioned with the industry as a result.
	Unhealthy and toxic business environments are another major challenge that causes high employee turnover in hotels. The hospitality industry is known for its hectic pace and high level of expectation (Blythe, 2021). A toxic working environment may develop if there are breakdowns in communication and unsolved issues in interpersonal relationships. The signs of a toxic work environment include lack of motivation among employees, poor management and leadership, exclusive behaviors among employees, and poor communication among the employees and their managers. A toxic and unhealthy environment promotes apathy and increases the likelihood that employees would lose interest in their jobs (Blythe, 2021). If staff lose enthusiasm for their jobs or do not believe they are encouraged to go above and beyond, customer service will undoubtedly suffer. As a result, the company's reputation and future prosperity may be at risk. An employee’s physical and mental health may be negatively affected by working in an unhealthy environment. Employees will probably conclude that quitting is their only alternative due to this. 
	Minimal opportunities for growth are another significant factor that leads to increased turnover among employees in the hospitality industry. It is common for younger individuals to enter the hospitality industry and achieve success after establishing themselves. Despite this, many individuals look elsewhere to continue their careers. This is due to various factors, but one of the most significant is that they have few growth opportunities (Blythe, 2021). Many individuals want promotions or other progression opportunities at their place of employment. If these options appear limited, individuals are more likely to look elsewhere for solutions. This can affect employee retention rates in the hospitality industry, as many companies view their staff as part-time workers who will eventually depart the organization (Blythe, 2021). Ironically, this mentality can affect self-fulfilling prophecies, causing employees who may have desired to advance in their hospitality profession to leave the company.
Employee turnover is a great challenge that requires within the hospitality industry and requires effective measures to curb it. According to Baharin and Hanafi (2018), the average length of employment for employees in the hospitality industry is one year. A high staff turnover rate can have a range of detrimental repercussions on an organization in the hospitality business. Regularly finding, hiring, and training new personnel is an expensive endeavor. According to estimations by Big Hotel, the hospitality industry loses a total of £275 million per year due to a low employee retention rate (Rasheed et al., 2019). This does not account for the number of hours that business owners and managers would squander on training personnel who would leave the company shortly after completing their training. Customers are negatively affected as well. They visit businesses in the hotel industry with the expectation of receiving the most satisfactory degree of customer service imaginable. Probably, the staff will not be able to provide the usual level of service if they are obliged to operate the company with fewer personnel than usual while searching for new hires or training new employees frequently (Blythe, 2021). This can harm a company's reputation, resulting in a loss of income if customers opt not to return.
	To effectively curb the problem of employee turnover in the hospitality industry, various strategies can be undertaken. Firstly, the hotels should establish favorable policies and expectations to accommodate all employees (Blythe, 2021). This can be achieved by making it clear and easy to the prospective employees what is expected of them whenever they start working. Employers must reveal the nature of the roles of the employees. Similarly, hotels may consider implementing aiding policies (Blythe, 2021). These could restrict the number of hours in every shift or the number of days consecutively worked. This may necessitate taking a little more time with your scheduling. However, it will have good long-term benefits on your workers' physical and mental health. 
	Another key strategy that can help solve the challenge of employee turnover in the hospitality industry is creating personality development plans. One of the most prevalent reasons people leave the hospitality industry is that they perceive their advancement chances to be limited. This is not required to be the case (Blythe, 2021). If hotels communicate well with their employees, they can also learn about their dreams and career goals. Hotels with capable employees should actively assist them in reaching their objectives. Employees are much less likely to depart if they believe you invest time in their professional development.
	Creating a positive working environment is another significant measure that can help solve the high employee turnover rate in U.K. hotels. A person's mental and physical health can benefit significantly from being a member of a harmonious environment (Santhanam et al., 2017). It is assumed that all jobs and workplaces involve stress and that a toxic workplace increases productivity. Establishing and maintaining a culture of respect and support should be a key objective. Having a zero-tolerance policy for workplace gossiping or bullying and encouraging open communication can aid in preventing the escalation of confrontations. This impacts the general mood of the workplace and the personnel (Gong & Wang, 2019). This kind of culture and atmosphere will safeguard the well-being of employees. This will boost their performance and reduce the likelihood of their remaining with your hospitality firm.	
	Lastly, managers and owners of the hotels should always ensure that they effectively recognize and value their staff. Studies have revealed that employees perform well in their responsibilities and positions when they feel valued, secure, and well supported (Deery & Jago, 2015). To achieve this, employers should take time and inquire about the welfare of their employees and recognize their demands, such as the need to have breaks and overcome various stereotypical challenges (Blythe, 2021). Importantly, employers should always ensure that they reward employees for their well-done jobs. 
	In conclusion, over the past several decades, the United Kingdom has faced tremendous challenges and changes, which have considerably impacted the employment lifetime within the hospitality business. The unsuitability of the employees to the roles and responsibilities delegated to them is one of the significant causes of employee turnover in the country’s hotel industry. The second cause of employee turnover in the hotel sector is the unsociable working hours of the workers, which is likely to make workers exit their workplaces. A high employee turnover rate is also attributed to minimal chances of growth in the workplace. Unhealthy and toxic business environments are another major challenge that causes high employee turnover in hotels. Strategies have been developed to effectively curb the high turnover rates among employees in the hospitality industry. Hotels should have employee-friendly rules and expectations. This can be done by clearly communicating what is expected of new hires. Managers should also create positive working environments where all workers can comfortably exist. Additionally, managers and owners of the hotels should always ensure that they effectively recognize and value their staff.
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