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Introduction 
Hotels in the United Kingdom face a large number of challenges, one of them being significant turnover in their staff. Despite the tourism industry booming, hotel owners are still struggling to maintain staffing levels. It is widely reported that the U.K. hotel industry is in crisis. With over 7% of all hotels currently operating under administration or liquidation, for the first time since 2010, market share is also declining, both due to a shortage of suitable skills and new construction that has continued to reduce industry workforce accommodation space. This report will explore some of the current challenges for hotels in managing their employee turnover in an attempt to find solutions that may help resolve this issue (Yacoub and ElHajjar, 2021). In light of the current challenges faced within the hospitality industry, it is important to take a deeper look into how these changes may be impacting an employee's lifecycle. A key consideration when an organization faces some degree of uncertainty is its employees – they are the ones that provide support and results, so anything affecting them must be taken seriously. Employee Lifecycle in a turbulent world of change, the employee lifecycle is a challenge for managers to keep the employee happy and loyal to the organization. There are various stages of the employee lifecycle, and each person has a different role within the organization (Abuelhassan and Elsayed, 2020). The term employee lifecycle is used to describe an individual's transition from job to job, from employer to employer, or from career stage to career stage. The course an employee takes through the employment lifecycle can be a direct and straight path or can be circuitous with several detours. In the period from 2006 till now, the hospitality industry has been going through changes and challenges (Paraskevas and Brookes, 2018). The economy has resulted in an increased number of hotels going bankrupt, causing employees to lose their jobs. Unemployment rates are high, but at the same time, employees do not want to lose their jobs in this unstable environment.
The workforce has also been changing. There is more variety than in past decades. The generation from the baby boomers to the generation after them have been known as Generation X and Millennials, which have also experienced a different economic climate in the workplace. Companies nowadays are looking for those people that can keep up with the fast pace of change, and companies are striving to be more competitive in the marketplace (Fathy, 2018). These changing needs have been the main cause of the change in the employee lifecycle. For managers, those changes have resulted in the need to have a better understanding of how each generation works, their personalities, and behaviours. This means that a manager needs to provide a quality work environment where they can perform well but also be able to cope with changes (Nwokorie and Igbojekwe, 2020). Considering that up to 90% of the hospitality industry is made up of millennials, and they are expected to make up more than a third of the workforce by 2020, it is important for businesses in this sector to promote workplace inclusion and consider strategies for future resiliency. When it comes to responding to the specific needs of millennials and taking the steps necessary to retain a talented and engaged workforce, some of the most successful organizations in this industry are those that have established employee resource groups; essentially groups for staff members which are made up of or include members from underrepresented groups. A large proportion of the U.K. hospitality workforce is employed in retail, warehousing, and distribution. These roles are not demand-led, however, so although they may offer lower rates of pay than their shift-based staff counterparts, a significant number of these roles remain unfilled, creating a gap between supply and demand (Marinakou and Giousmpasoglou, 2019). The gap between supply and demand in the hospitality industry is particularly prevalent in the bar trade. There are currently 6.5 million people with drink-related problems across the U.K. population. As the global hospitality industry continues to undergo significant change and a shift in motivation is observed, employee engagement and motivation are important factors. Creating a positive, productive, and competitive workplace culture that attracts, retains, and supports top talent is not an easy task. But it's certainly doable if someone has a willingness to work on team development. group of people (not necessarily one person) working together towards achieving an objective is called a team. Interacting positively and productively with your colleagues and helping them achieve their full potential (Holland and Clayton, 2020). This can include formal, constant coaching, smaller informal meetings, and real-time feedback on performance at the workplace, known as team development.
The following are some ways the business can retain top talent and develop a strong team in the hospitality industry. Leveraging Strategic Sourcing, hiring on performance, Training Leadership, and Tapping into Digital Tools for Talent Management. An area that many employers are dealing with is retaining top talent and developing new people into a strong team (Sheehan, et. al., 2018). Keeping top talent at a company is a key component to the success of that company, and many companies have to deal with losing top talent, as well as training new employees every single year. In the hospitality industry, which usually deals with high turnover rates, this can be especially difficult. On the other hand, developing people into a strong team involves getting new employees involved and ready to be part of their future in their new company. There are many ways that employers can deal with these problems and create a successful team. Leveraging strategic sourcing is one popular method for both retaining top talent and developing team members. Strategic sourcing is all about finding the top talent out there and keeping them (Choy and Kamoche, 2021). Studies have shown that it costs 2 times more to replace an employee than it does to keep them, so companies should try to do both as much as they can. The first step in strategic sourcing is to find people who are valuable members of the company. Studies have shown that there are seven characteristics that make a person valuable: education level, experience level, management level, technical skills, personal skills (like time management), professional experience (like working for other companies), and relationships built with others in their field. Once the company has found employees with these characteristics, it should try to retain them with as many resources as possible (Dwesini, 2019). One popular method is to offer lifelong learning opportunities. People are more likely to stay at an organization if they feel protected and their futures are safe. Making sure that employees can grow and develop in the company makes them feel like they won't lose their jobs, which makes them more likely to stay with the company. This brings the topic around to the development of employees as well. When a person feels like they have a future in the company and will grow at their job, it gives them an incentive to stay with that company (Yang, et. al., 2019). This also ensures that teams are built with people who want to be there and are invested in staying for the long-term success of both themselves and the company.
To maintain a competitive edge in today's talent-focused market, companies must maintain a consistent focus on retaining top talent and developing the team. The goal for both of these processes is to create a stronger, more engaged workforce that leads to increased revenue potential. This blog examines the impact of retaining top talent on the business and how developing the team can effectively contribute to this end goal (Aburumman, et. al., 2020). In order to compete with other companies in today's market, many businesses have looked to hiring top people as a keystone strategy for financial success. Companies like Google, Apple, and Netflix have continuously hired employees at high rates year after year because they know that their employees are critical components of their success. This understanding has also expanded to other industries as well. In order to maintain a competitive edge, it is important for businesses to attract and retain top talent in the form of recognizable brands (Abo-Murad and Abdullah, 2019). This can be done in a variety of ways, from offering competitive compensation packages, perks, and benefits such as flexible schedules, free on-site childcare, medical insurance coverage, and travel assistance. Many businesses have benefited from their ability to attract top talent by incorporating these strategies into their culture. However, it is important for companies to understand that retaining employees can have a direct impact on the business because by retaining them, they provide valuable knowledge through their daily interactions with customers and business partners (Kurdi and Alshurideh, 2020). This is important because it allows both current and potential customers to experience the quality of the company and its products without having to change their lifestyles.
In order to attract and retain top talent, there are a variety of benefits that businesses can offer. Many businesses have partnerships with Relocation Companies that help move employees around the country in a safe manner, which has become a very popular strategy for many companies. This allows businesses to keep their employees happy without having to relocate them out of state at a significant cost (Goh and Okumus, 2020). Additionally, companies strive to create an environment that is conducive to retaining employees by offering competitive compensation packages and workplace benefits such as flexible schedules, free on-site childcare, medical insurance coverage, and travel assistance. It is important for businesses to focus on the retention of their team members for a number of reasons (Marinakou and Giousmpasoglou, 2019). Businesses benefit from retaining quality employees because they do not need to invest in a lot of training and development, which is costly. The process of developing and retaining top talent can be effective when deciding how to lay out the tasks and create a strategy for a business because it makes sure it has gathered feedback from its employees (Qadri, et. al., 2022). This can be done by putting together teams and groups that will help decide goals and objectives, so they have had input on the direction the company is taking in terms of products or services it wants to offer.
Among the most problematic problems for such hotel industry continues to be turnover. Whereas the high turnover of many overtime workers is infamous, those of waitstaff are considerably more difficult due to the disruption that their departures bring. The migration of people across into service within an organization is referred to as employee absenteeism. It may be chosen or forced upon you. Accordingly, additional attrition can be divided into preventable and controlled turnover, mostly on the theory that employees depart a company for a variety of reasons which might not be governance (Baharin and Hanafi, 2018). Contrarily, several of the largest problems in the twenty-first century, especially in the tourism sector, has been highlighted as retaining employees (Kumar, 2021). Turnover is a continual and ever-evolving effort to maintain competent workers due to the hotel industry's unavoidable by-product of transferring staff. It is inferred that the hotel sector's ecological and sustainability initiatives make a significant contribution to modernizing the H.R. system. The hotel sector may better manage employee difficulties and employment worries through effective H.R., which eventually helps them to form a good attitude as well as an unwavering attachment to longer stays (Kotera, et. al., 2018). Approximately 72 million employments should be available in the hotel sector during the next ten years. 
Conclusion
Hospitality sector has become the most widely recognized sectors in the world because it has become a source of economic growth of the country. The reason behind this growth of sector is because of increase in the tourist attraction. This company's phenomenal expansion is essential for the nation's economic stability since it might lead to numerous job opportunities and overseas investors. The top talent employee retention is necessary to make the hospitality facilities and operations effective. It's been established that the hospitality sector has an unacceptably high turnover rate. As a response, along with cutting wasteful spending and enhancing employee training and skills, employee engagement is already among the main factors for organizational success.
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