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           The employee life cycle model recasts engagement not as ad hoc initiatives to be undertaken only when morale is low but as a planned experience woven into the course of each person's career at your company. The employee life cycle model is a management tool depicting an employee's journey through the hotel industry. The employee life cycle model is designed to cover an employee's time working for a firm and to structure that time into a framework that offers a distinct approach to employee engagement at each stage (Torrington et al., 2020). There is a deliberate parallel between the customer journey and the employee life cycle model. The foundation of any employee life cycle plan should be the belief that employees' experiences are equally important to those of customers.
	Employee life cycle management is considered a crucial function of the H.R. department because it deals with the most asset of the industry: its employees. Establishing a life cycle program gives employees a consistent series of steps throughout their company careers (Tambe et al., 2019). It enables employers to analyze data -- such as what workers reveal during offboarding -- which can lead to HR improvements (van Donk & Esser, 2018). Digital HR technologies are available to support the entire employment cycle of employees, including in the cloud (Amstrong & Taylor, 2020). Key players in this market include Cornerstone OnDemand, Oracle, BambooHR, SAP SuccessFactors, and Saba Halogen.
	The widely accepted ELC model categorizes employee interactions with a company into six distinct phases. These six steps show a never-ending loop.
I. Attraction
	Employee attraction is the first phase of the employee life cycle. Your company will fail if you cannot attract and keep talented people, despite how unique and powerful your product or service may be. As a result, the attraction phase is critically important to any business's expansion plans. There is only the attraction phase before an actual opening in the company. Your company's reputation as a desirable workplace must be promoted to current workers and external stakeholders. This is known as the employer brand (Rana & Sharma, 2019). As a result, prospective and current employees, clients, and other stakeholders have a favorable impression of working for your company.
	Improving your company's reputation as an employer is the focus of attraction, engagement, and retention strategies that make up employer branding. Gain prominence in your field by promoting your managers' participation in industry events, the pursuit of public speaking engagements, and publishing articles in trade periodicals or websites. The goal is to raise awareness of your company's desirable location to work within your chosen field (Murton et al., 2010). Get a reputation for having an excellent workplace culture; your employees will be your biggest advocates. If your company has a beautiful culture, your current employees are more likely to spread the word about what a terrific place it is to work. To attract and retain top talent, competitive pay and benefits are essential. This doesn't mean you have to pay more than the market rate; it also means you can't pay less. Make an effort to provide "soft benefits" or perks that are not directly related to work, such as team meals, birthdays off, and other celebrations.
II. Recruiting
	The timeframe during which top candidates are actively sought out and recruited to join the company. Recruitment occurs when a post is either already vacant or is newly created. The most effective recruitment strategies ensure that candidates have a positive experience, that hiring teams work together according to established guidelines, and that data is gathered to help them make better decisions in the future.
           The current staff should be a good source of recommendations. One of the most effective recruitment forms is a recommendation from an existing employee. Since they are already involved in the field, they may know several people who would be ideal for your advertised position. However, be wary of adding members of the same immediate family to the team. These recommendations usually come from people who share your values (Horn, 2009). Explore numerous online tools for hiring. Your prospect pool will be much smaller if you solely use one primary website or media outlet to look for new employees. Think about the places where your ideal employees hang out. This may be a conference for industry professionals or a subscription to a somewhat obscure but rapidly expanding trade publication to which many up-and-coming figures in the field already read regularly. 
	Give detailed descriptions of the people and things you're trying to find. Publishing ambiguous job postings is a surefire strategy to reduce the likelihood of finding the best candidates for a role. Being general can help you find more qualified applicants, but it's essential to be specific about what you're looking for so that you don't waste anyone's time. Get your workers involved. Asking current staff for input on ideal position qualifications is a great complement to actively soliciting referrals from them (Gallagher, 2016). If you think it's necessary, your team members can also help you evaluate applicants by reviewing their resumes and other credentials. Having an employee who performs a similar function sit in on interviews might help you determine which candidates will be the best cultural fit for your company.
III. Onboarding
	This is a pivotal phase in ensuring new personnel are productively integrated into your organization's culture. It's the time spent teaching new workers the norms and expectations of the company, as well as the ways they should act to succeed in their roles. Scientists have shown that new employees contribute more quickly to the organization's goals if their managers do an excellent job of making them feel welcome and giving them the tools, they need to succeed in their new positions.
	Use a job description. Aim for a one-page summary highlighting your most relevant experience and talents and briefly describing the essential tasks associated with the position. Talk about the mission and values of the firm. One of the critical parts of the onboarding process is introducing the new employee to the company's core beliefs and mission. Get a feel for what the values mean to them and any concerns they may have so that you can ensure their perspective is in line with success (Johnston et al., 2012). Clearly state what it is that you anticipate will happen. Even though the job description will include some of the information, it is still essential to walk each new hire through the expectations you are asking of them and explain why they are crucial to the company's success (Pinna et al., 2018). Maintain consistent follow-ups. Finishing the initial week of training and abandoning the new hire to fend for themselves is a recipe for a steep drop in productivity. After a few weeks, it's a good idea to sit with each new hire individually to see how they're adjusting and hear any difficulties they've had integrating into the team.
IV. Development
	Following the initial stage of the employee, the life cycle model is the stage of employee growth. At this point, you should be actively fostering your team's professional development, which will serve as a catalyst for the change of their skills and allow them to advance in the organization.
	It is important to support employees' pursuit of knowledge outside of the office, which is why many companies pay for them to attend educational events like conferences and seminars. One option is to pay for their travel expenses, but another is to provide all employees with a budget for attending events of their choosing (Ghatak, 2022). Managers should help their staff take stock of their strengths and pinpoint areas where they can improve by conducting a thorough skills assessment. If you want your employees to feel more comfortable speaking up, consider pairing them with a manager who has earned their trust in a mentoring role (Friedman, 2012). Prompt your staff to take charge of their growth by encouraging them to create a strategy for improving their skills and advancing their careers. 
	Provide group assistance or a template for each team member to create their straightforward strategy. It would help if you recognized workers who take the initiative to further their education outside work hours, as many people engage in this informal development daily (Stahl et al., 2020). If you learn that a team member is doing anything like this, make it a priority to learn more about it and express your gratitude to that person. A few words of encouragement can do wonders for a person's morale.
V. Retention
	This is where you lay the groundwork for retaining your best people by providing them with the satisfaction and challenge, they deserve in their current positions. At this point, the impact of the company's culture can be felt more than ever. If your company culture is toxic, you should expect a high turnover rate, forcing you to spend money constantly on new hires (Crane & Hartwell, 2019). The best method to mitigate this threat and boost employee longevity and job satisfaction is to strengthen the retention phase.
	Get the best individuals on board. To keep your best employees around, you must first attract and recruit them. To what extent you were able to keep the best people on your team is a direct reflection of how thoroughly you screened and interviewed potential hires during the attraction phase.
Develop strong bonds with your coworkers. Maintaining employee engagement and loyalty requires establishing and maintaining a rapport based on trust, openness, and mutual respect with each team member (Cattermole, 2019). Share your organization's goals and your team's aspirations with the whole group. One of the first steps you can take to increase your company's employee retention rate is to ensure that every team member is on the same page with the company's goals and objectives (Marchington & Wilkinson, 2016). You need to keep them apprised of their place in the company and how their contributions contribute to the business's larger goals. 
	Encourage regular feedback and mood checks from staff. In smaller businesses, a weekly face-to-face meeting with the team is often helpful in discussing their progress and identifying any challenges or concerns. Pulse surveys of workers are another practical method. A shorter employee survey tool or an online feedback mechanism can be implemented if you want to gauge team morale and seek constant effective feedback regularly (Dirani et al., 2020b). Identify the factors that drive your staff members to succeed. Given that no two workers are identical, there is no universal formula for inspiring productivity in the workplace. The key to employee engagement and retention is gaining insight into what moves and inspires each team member in the hotel industry.
VI. Separation
	Whether through retirement, a career switch, or a personal decision, most workers' time in the workforce will eventually end. It's crucial to give the process of leaving your job the same kind of attention and strategic planning as you gave to joining your team. A departing member's departure may impact others on the team. The departing worker's exit should not cause too much trouble for the company, and the managers and HR departments are obligated to make that happen.
	 Grasp the justifications for the resignation. The stated reason for quitting and the valid reasons for leaving work are not always the same. Find out the real reasons for the breakup and work to prevent such situations in the future. Keep a good attitude. When a star employee leaves, it's natural to feel sad, but that doesn't imply finding a worthy replacement is impossible. Get people's frank opinions by asking for them. An exit interview is a terrific way to get candid feedback from a departing employee about their experience working for your company. Remind them to maintain forward momentum. When a team loses a key member, morale often suffers. Focus on assuring the rest of the team that they still have your support and ensure that even though their absence will be felt, the team will be stronger for having experienced it.
	 Delloite Model is the umbrella under which tens of thousands of qualified experts at separate businesses worldwide work together to serve a select group of clients with audit and assurance, consulting, risk and financial counseling, risk management, tax, and associated services. Motivate staff by fostering an environment where they can contribute meaningfully, are valued, and are given opportunities to grow (Oktanofa et al., 2022). Establish an environment where employees can't resist coming to work each day. Specifically addresses five essential principles in the hotel industry: work that matters, trust in management, a supportive workplace, opportunities for advancement, and a fun place to come to work (Chaudhary, 2019). This model accounts for factors including employee independence, the availability of well-defined objectives, the provision of appropriate resources, the availability of on-the-job training and assistance, and the importance of the organization's mission and purpose.

	 In conclusion, the employee life cycle model helps you imagine and prepare for an employee's journey through your organization, giving you the perspective, you need to ensure a positive experience at every point of your tenure there. Attracting and keeping a great team is far more likely if you give your all at every turn. Better talent retention and brand enhancement are two primary benefits that can be achieved by mapping the employee journey in the same way you map the consumer experience. Turnover costs a business a lot of time and money but can be mitigated if the right resources and efforts are put in place to deal with the problem. Similarly, a more reputable company is more likely to attract and hire talented new employees, who will be more invested in the hotel's success.
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