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Employee lifecycle refers to the various stages that an employee needs to go through in an organisation (Ayodele, 2022). These stages consist of attraction, recruitment, onboarding, development, retention, and separation. The lifecycle of an employee is influenced by the proceedings that take place in a business, which is in turn influenced by several internal and external factors in the business environment. 
Challenges faced in the internal and external business environment greatly influence the business to create strategies that help them in properly recruit, build the team and retain the employees in the process. In the hospitality industry of the United Kingdom, there are several challenges faced by businesses in managing their employees. This has several impacts on businesses. Organisations face a number of challenges in their business proceedings (Stańczyk and Hyb, 2019). 
These come from both the internal and external business environments. These challenges have several impacts on the employee lifecycle. This study will go through the impacts of the challenges on the employee lifecycle. Besides this, it will also cover the several benefits of retaining the workforce and developing a strong team within the business organisation. 
The thesis statement of the study is that the employee lifecycle at an organisation depends upon the internal and external factors of the business environment. 
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The human resource department at an organisation builds and manages the workforce (Islam et al., 2020). It is one of the prime internal factors that impact the employee lifecycle at an organisation. Efficient human resource management (HRM) at an organisation positively impacts the employee lifecycle. With efficiency in the recruitment practices, an organisation enables itself to create the best workforce in the company making it achieve the highest level of efficiency in its practices.
 Good HRM at an organisation contributes a lot to the personnel development of an organisation. It makes an employee contribute with their best efforts to the growth and development of the organisation. The maintenance of a healthy human resource department is one of the biggest challenges for not only the hospitality industry but also for every industrial sector. A good HRM lowers the employee turnover at an organisation (Aburumman et al., 2020). This helps the company to develop a strong team of talented individuals that helps to make quality growth in its business operations. 
Human resource management holds high importance for an organisation for effective recruitment practices in the company (Abdeldayem and Aldulaimi, 2020). It is one of the biggest challenges for every organisation in the hospitality sector to have a quality HRM. The lack of which has adverse impacts on the employee lifecycle at an organisation. 
Inefficient human resource department causes poor recruitment practices within the organisation (Hmoud and Laszlo, 2019). This makes the workforce at an organisation poor in its performance which makes it fail to deliver effective results for the growth and development of the company. 
The development of the personnel takes place in a bad shape, which severely affects the performance of the organisation and hinders its development. Companies in the hospitality sector rely a lot upon the performance of each individual in the workplace. Poor management by the human resource department increases the employee turnover at an organisation, which adversely impacts the organisation’s performance. The team development at a firm takes place in the bad shape that slows down the operations of the business. 
Legal factors of the business environment shape the functioning of the businesses a lot (Nkwabi and Mboya, 2019). Organisations in the hospitality sector, consider the legal implications of the business environments to form their strategies for recruitment and other functions, which impacts the employee lifecycle. 
Good and business-friendly legal guidelines of the states positively impact the employee lifecycle. Organisations enable themselves to follow the best practices that help the employee to have a good experience at every stage of their lifecycle in the workplace. It is an important macro-environmental factor that shapes the strategy and decisions at the company and enables it to move forward at a good pace. 
Legal obligations from the state are one of the greatest challenges for companies in every sector (Asiyah and Nur, 2020). It is important for the organisations to understand them and make their functioning accordingly so that they can lower the employee turnover, increase their retention and contribute to their development. 
Complications in legal conditions in the environments disrupt the functioning of the businesses (Barakat et al., 2022). Macro-environmental conditions shape the businesses and their functioning a lot. Bad conditions in the legal environments adversely impact the employee management at a workplace which in turn impacts the lifecycle. Organisations form strategies to mitigate the unfavourable legal factors in the business environment, to carry out their operations smoothly.
 Failing which, the personnel development gets affected a lot which adversely impacts the operations of the businesses. Organisations face high employee turnover due to the lack of good management in the workplace (Dwesini, 2019). This makes the organisations lose a talented workforce which adversely impacts the development and growth of the organisation. Due to the lack of good employee retention, the performance of the organisations gets decreased a lot which decreases the capability of the organisations to create a resilient future to withstand the shocks from the internal and external forces. 
Handling the competition in the industry is a huge challenge for every organisation (Tang and Chen, 2020). It is an important factor that determines the growth and stability of a company among its competitors. Organisations form their strategies following several conditions in the competitive market (Baxter, 2019). 
These strategies constitute the ones that are formed for the workforce development and management at the organisation. Competition in the industry influences recruitment and employee management strategies a lot. These impact the employee lifecycle at an organisation. Companies which good strategies made for the management of employees and handling of the competition positively impact the employee lifecycle. There are several players in the hospitality industry of the UK, operating at various scales. Effective strategies of the company made for the management of the workforce, positively impact the employee lifecycle and contribute to the personnel development. This also helps the organisation to lower the employee turnover and increase the employee retention rate at the organisation. 
Competition in the market shapes the strategies of the businesses a lot (Bruijl, 2018). It impacts the employee lifecycle of an organisation. Competition in the industry drives the organisation in its movement. It is one of the most important external factors that influence the decision making processes at the organisation in the areas of recruitment and management of the employees. 
Its impact can be negative on employee lifecycle. The lifecycle process goes through six stages. It is greatly influenced by the way an organisation is functioning. Ineffective strategies formed to handle the competition adversely impact the employee lifecycle. Following this the employee turnover in the organisation increases. This negatively impacts the performance of an organisation. The efficiency of the organisation in order to become future resilient decreases, which makes it vulnerable to absorbing the shocks from the internal and external forces. 
The external factors of the business environment determine the strengths and weaknesses of an organisation in relation to the operations it makes (Karyono and Agustina, 2019). Companies in the hospitality industry have their strengths and weaknesses in the competitive market. 
It greatly determines the opportunities it can provide to its employees and the impact on the employee lifecycle at an organisation. The hospitality industry had to face a number of challenges from the internal and external business environment. Mitigating the challenges is important for the organisation in order to provide ample opportunities to the employees for a healthy lifecycle. Having this done, an organisation enables itself to provide good personnel development to its employees, which increases the performance of the organisation. This reduces the employee turnover at the company. By retaining the top talents at the organisation, a company increases their capabilities in becoming future resilient and handling the shortcomings of the internal and external forces with great efficiency. 
Organisations need to provide good opportunities for the growth and development of the employee in order to increase their performance in the organisation (Gyansah and Guantai, 2018). These indirectly depend upon the conditions of the organisation in the market. If the organisation fails to provide a good number of opportunities to its employees, then the employee turnover at the organisation increases. 
This decreases the performance of the organisation a lot (Afzal et al., 2019). The personnel development of the employees depends a lot upon the opportunities it is providing to the employees. The lack of it causes greater employee turnover at the workplace. It is a great challenge for the organisations in the hospitality industry that they are providing a good number of opportunities to their employees.
 Ineffective strategies in this segment increase the employee turnover at the organisation. This hikes the production costs of the company in its operations and adversely affects its performance (Kurniawaty et al., 2019). The development of the workforce decreases with the increasing number of employees leaving the organisation. Lack of opportunities at an organisation causes an unhealthy employee lifecycle that decreases the performance and the efficiency of an organisation to a great extent. 
Organisations around the work always aim to increase the profitability of the firm with righteous means (Mukhezakule and Tefera, 2019). Good organisational culture matters a lot in this respect. It is important for the companies in the hospitality industry that they are following the best practices in the development and management of the workforce that help them positively impact the employee lifecycle. 
Understanding the various changes that take place in the business environment, and maintaining stable profitability is a great challenge for every organisation. Efficient strategy regarding the same positive impacts upon the employee lifecycle at the company. This helps the organisation to reduce employee turnover a lot. With this, the retention of the employees increases at the organisation, which helps them to increase their performance at great levels. It is also important to strengthen the organisation to meet and counter the challenges it faces from the internal and external forces. 
Organisational culture defines the behaviour of an organisation (Wagstaff and Burton-Wylie, 2018). The principles that are followed by it are shaped by a number of macro-environmental factors that determines the way the organisation needs to behave to maintain profitability and stability in its operations. 
Companies in the hospitality industry face challenges in shaping their organisational culture so that they can mitigate the challenges at the macro-environmental level and effectively manage the employees at the same time. The lack of it adversely affects the employee lifecycle at the organisation. It affects the personnel development of the individuals at the company which decreases the performance of the organisation. The lack of good organisational culture increases the employee turnover at the organisations (Mashile et al., 2021). This makes the companies lose top talents from the organisation which adversely impacts their approach to creating good teams at the company. This in turn makes an organisation lose its capability to make itself future resilient and handle the shocks from the internal and external forces. 
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The employee lifecycle goes through six stages. These are attraction, recruitment, onboarding, development, retention and separation. Organisations in the hospitality sector face a number of challenges from the internal and external forces, which shapes their operational strategies. These have a number of impacts on the employee lifecycle at the organisation. The lifecycle of the employees at an organisation determines a lot about the efficiency of the workforce. 
Depending upon the challenge and the way it is mitigated, these have their impacts on the employee lifecycle. The internal and external factors influence the decisions of the company regarding the recruitment and management of the employees. Depending upon the impact on the employee lifecycle, it has its effects on the performance of an organisation.
External factors include the competition in the market and a number of other factors at the macro-environmental level. These influence the organisations in the formation of their strategies. Positive impacts on the employee lifecycle make the personnel development of the individuals in an organisation take place in a healthy way. It makes an organisation gain efficiency in their performance. 
Besides this, it helps to reduce the employee turnover at the organisation which is essential for every organisation. With better retention of the employees, organisations can enable themselves to form great teams at the workplace with the top talents, which also increases their ability in their future resiliency. 
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