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The Employee Life Cycle (ELC) Model is a useful management tool that illustrates an employee's journey through the many periods of their employment with a company. Attract, hire, onboard, train, retain, and part ways are the six stages of this paradigm. To account for an employee's whole tenure at a company, the employee life cycle model provides a different method of employee involvement at each stage. The retention phase of an organization's employee life cycle (ELC) could be prioritized, for instance, if the company has a great and engaging strategy for acquiring new workers but their turnover rates are high in hotels (Cattermole 2019).
Not surprisingly, the customer journey model is quite similar to the employee life cycle framework. At the core of the employee life cycle strategy planning process is the recognition that a company's investment in the experiences of its workers is as vital as that of its consumers. Many large corporations place more value on keeping their customers happy and see employee engagement efforts as isolated experiments rather than strategic priorities. Managers that can act on engagement data are the ones who really make a difference to the success of their organizations and their employees.

[bookmark: _7ik08edyhu06][bookmark: _Toc117722061]Main Body
Attraction: The first step in the process of managing an employee's career is to recruit potential candidates. It makes no difference how distinctive or potent their service is if they are unable to attract and retain the best talent. Due to this fact, the attraction phase of any strategy for the development of a firm is very necessary for its success. Before there is a real opening in the company, there is just the period of attraction that takes place (Zhang et al. 2019). It's the work employees put in to make the firm seem to potential employees as a desirable place to work, as well as the employees do to ensure that current employees continue to like their work. Because of this, those who are considering working for the company, those who are already employed there, customers, and other stakeholders have a positive picture of the opportunity in hotels.
Recruitment: The second phase of the employee life cycle consists of the company actively searching for outstanding prospects and trying to get them to join the company. It is possible that a new role may be created altogether or that recruiting will be prompted by an open post. The strategies that are most successful in recruiting candidates ensure that candidates have a positive experience, that hiring teams collaborate with one another in accordance with the guidelines that have been established, and that useful data is gathered to assist the recruiting team in improving their decision-making in the future (Itam et al. 2020). One of the most successful methods of recruitment is receiving a reference from an existing member of the workforce. Because they are active in the industry, it is probable that they know a number of other people who would be excellent candidates for the job that employees are trying to fill. However, employees should exercise caution when adding new members to the team from inside the immediate circle of people who are currently working there. These suggestions often originate from individuals who have ideals similar to the own. It is a terrible idea to concentrate the candidate search on a single significant website or media source just while looking for potential employees. One needs to think about the environments in which the most desirable leads congregate. An example of this might be a meeting of industry experts or an emerging trade publication to which a significant number of rising stars have subscribed in hotels (Kwon and Park 2019).
Onboarding: When it comes to the model of the employee life cycle, the next phase is the onboarding phase. After employees have successfully acquired the best individuals, it is essential to bring them up to speed on the business culture as well as the particulars of their new position during the onboarding process. This should be done in the quickest and most effective manner possible (Jackson 2019). During the onboarding process, newly hired employees are educated about the ins and outs of their employment as well as the culture of the organization. They are also taught the attitudes, knowledge, skills, and behaviours that are necessary for them to be successful in their roles. Making new hires feel welcome in the group and ensuring that they have a solid understanding of both the nature of their job and the business as a whole are essential factors in ensuring that their contributions and engagement are maintained throughout the course of the long term. The onboarding phase of the employee life cycle at the organization should go well for everyone involved by adhering to the crucial recommendations that are outlined in the following paragraphs. Instead of a long and academic investigation of the requirements of the work, employees should aim for a one-page outline that emphasizes the most important duties of the post as well as any experience and capabilities that are relevant to it (Van et al. 2020). 
The process of onboarding new employees requires a thorough explanation of the relevance of the company's core values, beliefs, and objectives, as well as communication of them to the new employee. Assure that their perspective is compatible with achievement by providing answers to any doubts they may have and by gaining an understanding of the significance of the values for them. The job description will contain some of the details, but it is still vital to guide each new recruit through the expectations they are asking of them and explain why they are crucial to the success of the organization. Some of the specifics will be provided in the job description. It is dangerous to complete the onboarding step within the first week of a new employee's employment and then leave that individual to fend for themselves since the new employee's productivity will immediately drop. After a few weeks have passed, have one-on-one conversations with each new employee to find out how they are adjusting to their new role, discuss any challenges they have had in integrating into the team, and so on (Nurdin and Yusuf 2020).
Development: The next phase in the employee life cycle model is the growth phase, which focuses on the development of the employee. During this phase, employees will provide the framework for a culture of ongoing professional development within the team. This culture will act as a catalyst for the improvement of the team members' abilities and a road for progress within the company (Augustine 2019). It is impossible to emphasize the benefits that will accrue to the skill development of the team if employees send them to applicable conferences and seminars (many are available as virtual offerings online). For this reason, it is beneficial to either send them on a regular basis at the cost of the business or to give all workers a budget that is paid by the company for participation in activities that are organized by the employees themselves. Both of these options are useful. The most valuable skills and areas of knowledge that workers possess should be determined by managers in conjunction with the employees themselves (Schwartz et al. 2019). 
They will be better able to discover and prioritize areas for development if employees have them reflect on their own performance and report it to employees. This is not only an effective strategy, but it is also a terrific way to foster open communication and constructive feedback from the workers. Encourage the employees to develop personal strategies that will assist them in maintaining their concentration on their task (Islam et al. 2022). The enhancement of their talents and advancement of their careers should be the primary focus of this plan.  Employees might collaborate with them on this process, or employees could provide them with a general framework to follow so that they may devise a strategy on their own. It is likely that a significant number of the staff members working for business participate in a variety of regular, informal development activities outside of the workplace. Keep the name in mind the next time employees hear the name of one of the workers at the company (Rana and Sharma, 2019).
Retention: The fifth phase of the employee lifecycle model occurs when an employee is retained. Here is where employees put in the work to keep the top employees happy and challenged in their existing roles, which will increase the likelihood that they will remain with the firm (Agarwal 2021). At this time, the company's culture is crucial. Toxic business cultures lead to high rates of employee turnover, which in turn drives up the cost of hiring and orienting new staff members. Improving the retention phase may help employees mitigate this risk and provide more sustainable and fulfilling career paths for the staff. Attracting and recruiting outstanding talent is the first step toward keeping them. Whether or not employees were successful in keeping the top employees on board is a direct result of how well employees vetted and interviewed job candidates (Crane and Hartwell 2019).
Get to know colleagues and nurture such relationships. The best way to keep the staff interested in their work and dedication to the company is to establish and nurture a relationship built on trust, honesty, and mutual respect with each member of the team. If employees want to see an increase in employee retention, the first step is to ensure that all employees are on the same page with the company's aims and values. They need to understand their role inside the company and how their efforts fit into the grand scheme of things (Lee et al. 2019).
Meeting with employees face-to-face once a week to discuss their accomplishments and problems is common practice in smaller organizations (Fortier et al., 2019). Collecting a sense of the mood of the workforce via surveys is another useful technique. If employees want to frequently assess team morale and look for continuous useful input, a shorter staff survey instrument or implementing an online feedback system like Sprigg's Continuous and 360 Degree Input tool may be extremely helpful. No two employees are alike, therefore there is no fool proof method of encouraging everyone to work more. Finding out what motivates each team member allows employees to include them more completely in the task and, ideally, keep them around for the long haul (Kikuchi et al. 2021).
Separation: The termination of an employee's employment is the last stage of the employee life cycle. Whether it's for retirement, a promotion, or personal reasons, most people will quit their professions at some point (Sivathanu and Pillai 2018). Much thought and preparation should go into the process of leaving as into the process of entering. It is the responsibility of the management and HR to ensure that the company is not unduly disrupted by the employee's departure. If employees follow certain basic procedures, employees may mitigate the damage caused by the unexpected departure of a key employee (Olson and Shultz 2019).
It's true that losing a great performer might be disheartening, but that doesn't mean employees couldn't bring in another top performer to make up for the difference. Employees' personal perspectives of their time spent working for the company may be gleaned via exit interviews (Williamson and Foley 2018).
Motivate the staff to keep moving ahead. Low morale is common when a firm loses a valuable employee. Maintain the focus on telling the remaining members of the team that employees will always have their backs and that, despite the loss they represent, the team will emerge stronger than before (Çop et al. 2021).
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The employee life cycle model is a helpful tool for anticipating and planning for the future interactions of employees at each stage of their tenure with the company. This ensures that each stage of an employee's tenure with the company runs smoothly and without hiccups. If employees give it the best at every opportunity, building a strong team and keeping it together will be much simpler for employees. Planning out the employee journey in the same way that employees plan out the customer experience is one way to improve the reputation of the firm as well as the rate at which it retains its employees. It is possible for the company to reduce the amount of time and money lost due to employee turnover by allocating its resources and efforts more effectively. In a similar vein, a business that has a better reputation is in a better position to entice and recruit brilliant new workers, who, in turn, will be more involved in the success of the business.
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