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[bookmark: _Toc102563845]Introduction 
Personnel resourcing is the process to manage the necessary workforce to perform the activities properly to reach the destination (Bortnyk, 2020). The human resource management of an organisation has to play this major important role for the organisation to ensure the most effective workforce and take necessary action plans for their development so that they can contribute to the organisational development with their knowledge, skills and experience to make the target realistic. The employees in the organisation overcome different stages in the organisation that start from the attraction and end with the sedation. In every stage, the organisation need to provide a different stage to retain the employees with a specific strategy to retain them for a long time (Roelfsema et al., 2021). Employee retention means the way of influencing the employee to stay in the same organisation for a long time by providing all of the possible opportunities to make them satisfied. Employee retention is very important for any organisation to get a continuously developing product that is much needed to get the competitive advantages to reach the destination which is very challenging. This paper will discuss the current challenge for the hotel business to manage the employee turnover within the employee lifecycle and the benefits of retaining the top talent performer to develop the team and their impact of them on the organisation. 

Review the analyse the current challenges facing hotels in managing their employee turnover in the UK
Employee turnover means the measurement of the number of employees left from the organisation in different periods. More employee turnover reduces the employer's brand and the organisation loses their strength to get the best productivity from the group activities which is never acceptable by any organisation (Hall et al., 2021). To reduce the employee turnover rate, the HRM should implement the best strategy in every stage of the employee life cycle to overcome the challenge of this stage and retain them for a long time to get continuous development of the organisational performance. In the employee life cycle, at every stage, the organisation face various difficulties to retain them and need to observe their demand to provide sufficient opportunity that can bring their satisfaction to stay in the market. The employee life cycle can be a structure with six stages (Ghani et al L., 2022) 
Attrition: When an organisation feel the necessity for the workforce in the organisation to perform the activities or entering in a new market to achieve a better position in the market. for collecting the employee, the organisation prepare a job advertisement circular and engages all of the opportunities to attract them to apply for the post so that the organisation get the huge option to select the best workforce (Pohorielova, 2021). It is the most important stage in the employee life cycle which bring the opportunity for the organisation and the HRM team should provide great importance to this stage it also depends on the employer's brand which can attract the people to apply for the post to provide their knowledge and experience for the organisation to get a sustainable carrier. Many HR leaders discuss the importance of the employer brand that can be developed by ensuring the best working culture where the people found safety and security to work for a long time and the salary structure to compare with their available opportunities (Mehmood et al., 2017). In this stage, the HRM of an organisation faces a bit of challenge to ensure all of the combinations attract the people and recruit them in the proper way to retain them for a long time. In the hotel business in the UK this stage brings a huge challenge for the organisation to attract the top talented employee. 
Recruitment; The second stage of the employee life cycle is recruiting where the organisation face the challenge to recruit the best workforce for the organisation to get the best productiveness from them with few efforts (Pucik et al., 2017). To make an effective team in the organisation to get the most effective outcomes the HRM should manage the best people to recruit and need to take necessary action for their development to participate actively with the team members. The hotel business of the UK provides the most evaluation in this stage as the skills of the employees are the main determinant of the organisation's success which is mostly seen in the hospitality business. The effectiveness of the HRM team can help the organisation to get the most experienced and skilled employees who applied for the job and bring a strong relationship for their development and finally influence them to stay in the organisation for a long time (Alshammari, 2020). The process also impacts the employee turnover that is directly related to the employer brand. 
Onboarding: After recruiting the new people of the organisation it is very important to welcome the employee to the organisation and need to introduce them to the team members and the organisational culture (Aibaghi-Esfahani et al., 2017). The HR team face a challenging situation in this stage as it is the most important stage to convince the employee for a long time to fix their attitude toward the organisation and increase their eagerness to stay in the organisation for a long time. The HR team need to use an effective approach to represent all of the structure that can bring the mental satisfaction to think that they get the best opportunity in their carrier and have to show the best effectiveness to stay in the organisation by getting continuous development. The hotel business can be impacted rapidly with a skilled employee who stays in the organisation for a long time and strengthens their relationship with the customers to make them loyal (Katou, 2017). So it should be on board very carefully to influence the new workforce to convince them for staying in the organisation to future resiliency within the organisation. 
Retention: The key stage of the employee life cycle is to retain them in the organisation to get their continuous development performance (Cavanagh et al 2017). In this challenging market, it is very critical to retain the top performer to the organisation as the rival organisation tries to convince the star performer of the opponent organisation by offering various opportunities to attract them to take the decision to jump. Retaining the star performer is very challenging where the HRM should provide more concern to the workforce by providing proper evaluation and respect to bring their satisfaction and influence them to stay in the organisation. The star performer can attain more satisfactory outcomes which are higher than the other employee and there has a great impact on the organisational succession by participating in the development of the team and future resiliency of the organization (Malek et al., 2018). So the HRM should develop the relationship with the employee and need to try their best to fulfil their demand of them to increase their eagerness toward the organisation. 
Career development: When the organisation can manage the workforce to stay in the organisation it should focus on the professional development of the employees which will never end to make them more effective and productive (Ashton, 2018). In the UK the hotel business is getting more popularity and the organisation face challenge from the new enters which can not possible to overcome without having a skilled performer who can provide the best services to satisfy the customers. The strategy of developing the professional skills of the employee is also very challenging for the organisation to ensure the most effective strategy to remove the shortage of the employee and continue the development process with their satisfaction. In this stage of the employee life cycle, the employee provides their best effort as they think of the organisation as their own home to achieve success by overcoming any critical issues and managing the team with the best performance (Jang and Kandampully, 2018). 
Separation: Separation is the last stage in the employee life cycle which can occur for different reasons. The employee who is getting older and thinking to retire from the work or the employee get a better opportunity to attain their goals (Bibi et al., 2018). In this stage, the organisation face many difficulties to fill up the space with the best alternatives. It also impacts the team activities which reduces the resiliency within the organisation which is very critical to handle with the new employees. If the organisation loses any star performer for the reason of retirement or moving to other rival companies, it is very critical to cover their role and it is not expected by any organisation (Sato et al., 2019).  
The HRM need to take necessary action plan throughout the employee life cycle to retain the employee for ensuring future resiliency in the business organisation and develop the team performance (Gordon et al., 2018). There have so many impacts on the top talent employee like-
Managing the team: The top talent employee has the experience in the importance of team performance and the knowledge to manage the team members to remove any conflict in the organisation to get their highest productivity by active participation (Papa et al., 2018). The top performer or the organisation can ensure a work friendly environment to convene the newcomers to retain them. 
Implement the strategies: The top performers actively participate in the organisational activities and plays the most important role to implement any strategies to get the desired outcomes (Cattermole, 2019). They have also the skills and knowledge to overcome any challenges of the opponents and attain the best outcomes with the strategies. In the hotel business in the UK the organisation need to implement the strategies very carefully to get complete advantages. 
Get loyal customers: The top performer of an organisation mainly get more evaluation for their extraordinary performance (Gladka et al., 2022). They are highly appreciated for their connectivity with the customers to prepare the products or serve them to the customers to make them satisfied which is the regular work of the hotel business. By retaining the top performer an organisation can increase the number of loyal customers to increase the sales and revenue. 

[bookmark: _Toc102563852]Conclusion 
Every organisation want to reduce employee turnover by retaining the workforce in the organisation to get more productivity and better outcomes. In the hotel business employee turnover impact rapidly that reduces the local customers. The employee mainly connected with the customers and provides their best effectiveness to ensure the best service to make them loyal. The HRM team face various challenges which are gradually getting difficult in every stage of employee retention and need to provide the best efforts to satisfy the workforce to retain them in the organisation. Though the HRM face a very difficult situation in every stage of the employee life cycle they should be managing all of the situations effectively to retain the workforce, especially the top and star performer for the organisational development. the top performer of the organisation play the most effective role in the organisation and always get various offers from the rival company for their extraordinary performance. So the HRM should strengthen the relationship with them and should evaluate their opinion and expectation to retain them. 
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