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Employee life cycle is a human resources model that outlines the many stages that a worker progresses through in a company, as well as the role that HR plays in maximising that progression. Keeping track of an organization's employee lifecycle is crucial since it provides employees with a consistent sequence of stages throughout an individual's tenure with a firm and allows managers to examine data.
Employee life cycle management is regarded as a critical role of the HR department since it deals with the organization's most precious asset: its workers. Establishing a life cycle programme provides employees with a regular sequence of stages throughout their employment in a company, and it allows managers to examine data, such as what employees reveal during offboarding, which may lead to HR changes.
Employee engagement has become a buzzword for business all over the world, and the notion is gaining traction as several antecedents of employee engagement are recognised, which are directly and indirectly related to a company's success. Inspired by the aforementioned favourable engagement outcomes, many business executives have begun volunteering for employee engagement initiatives since it leads to improved employee performance, lowers staff turnover and improves employee well-being(Wright and Cropanzano, 2000; Taris et al., 2003; Griffith, 2004; Michie and West, 2004; Macey and Schneider, 2008b; Robinson et al., 2004; Hakanen, 2008) and helps to accomplish ultimate business goals.
Every company has a critical difficulty in hiring bright people as well as maintaining them for a longer length of time. Employee attraction, recruiting, development, and retention procedures are totally dependent on the proper management of the employ life cycle inside a business.
The definition of "employment" is "the work that you are paid to accomplish for a certain corporation or organisation." (Cambridge Dictionary, 2019) or employment" refers to the quantity of individuals who have jobs or the ability to find work for others.(Cambridge Dictionary, 2019). As a result, the employment life cycle may symbolise the connection between the employee and the employer. The term “employee life cycle” it refers to a single person and may encompass not just their knowledge, abilities, and experience, but also their passion and devotion to working for a certain company.
Having a good employer image assists organisations to hire the most skilled personnel. Organizations must create their employer brand in order to win the "battle for talents." Ideally, branding should be viewed as a holistic recruitment strategy that presents a company attractively and keeps it at the forefront of potential applicants' minds. Human capital is critical for a company's survival and growth since it is its most precious resource. (Xie, Bagozzi & Meland, 2015). It is common knowledge that companies with superior reputations attract more and higher quality applications(Cable & Turban, 2003). Employer branding's duty is to use these perks to position the company in the eyes of potential workers as an ideal place to work and a best employer. The internet has transformed the way individuals learn about businesses and apply for employment. Acquiring and retaining talent is one of a company's most important tasks in many ways. Companies cannot develop unless they have crucial talent and expertise. However, in today's changing climate, traditional methods of recruiting, acquiring, and accessing talent are no longer successful. Companies that fail to adapt will likely lose out when it comes to attracting the talent they require.
Recruitment is best defined as the process by which an organisation attempts to source or attract the individuals from whom it will eventually make selections. It is not an option to do it wrong; if the incorrect individual is selected, teamwork suffers, while morale and motivation plummet. Productivity suffers, and there are serious problems that must be addressed - most likely by the corporation.
The interview itself is an opportunity to be adaptable and accommodating to the applicant, forming an impression of the company and how it may be to work there. The company  wants the applicant to depart feeling well-treated, having had a positive experience, and recommending both the process and the organisation to their friends and colleagues. Reputation management, particularly online, is an important piece of the engagement puzzle; forward-thinking businesses are considering how they manage their online reputation. In general, candidates want to feel stretched during an interview but not made to feel inadequate, so make the interview demanding - but not too difficult!

 The ideal method to conduct an interview is to ask a pre-planned set of job-related questions. This also provides a positive experience for the candidate and increases engagement.
On- boarding- at this time, the candidate's engagement is at its peak, and it is critical to sustain that level throughout the on-boarding process, which begins as soon as the business decides to give someone a position. The majority of employees will be thankful just to have a job. Indeed, in some labour markets and economic conditions, competition for talents is not as fierce. A lack of attention on finding the finest people, on the other hand, might mean that there is an opportunity cost in running the organisation with the greatest possible employees as engaged as they can be and therefore delivering to their fullest potential. Organizations that do not prioritise onboarding miss out on a chance to reassure potential employees that they made the correct decision.
Career development-Learning, of course, goes hand in hand with professional advancement, therefore earning is one of the top aspects of a company that people value. People who learn and grow tend to perform better and become more adept in their current roles. They also progress to a different function or take on more responsibility, which means that the business not only has a larger pool of resources to choose from, but also has a higher chance of retaining that employee. Clearly, the ability for individuals to grow and develop is a vital motivation and will assist immensely in boosting retention, especially if the company see people departing to further their careers. If individuals can find development and advancement where they are, there is no reason for them to look elsewhere.
Retention-In terms of employment retention, there are some distinctions between Generations Y and Z. Many Generation Y want significance in their jobs and professional possibilities because they feel it will provide them a reason to work beyond a title or a wage. On the other hand, Gen Z emphasises that compensation is the most important factor in selecting an employer. (Tysiac, 2017; Dutton, 2017). The most important professional goals for all generations, however, are work-life balance and employment stability . To keep both generations, the organisation can utilise typical retention strategies such as financial standard compensation, bonuses, individual and group motivations, profits and equity sharing, commissions, and so forth. Pay is the most important factor in retaining employees, and the employer views it as a significant investment. One of the biggest reasons individuals change occupations is to earn more money. As a result, the organisation must examine wages because it may help an organisation retain adequately qualified people.
Separation  is the last stage of the employee life cycle, in which the employee quits because of a new job, retirement, layoffs, personal reasons, or termination for breaking corporate policy. In any scenario, the human resources department must follow correct offboarding protocols and paperwork.
The departure interview is possibly the most significant and difficult aspect of the offboarding process. Conduct an open yet professional chat that includes guided questions about the employee's experience at your farm. Keep a record of the interview's information to help you better in the future. If the employee is departing on good terms, ask them to keep in contact. Offboarding may appear to be a daunting procedure, yet it is something that practically every business goes through. It doesn't have to be bad. Putting in place the correct boundaries for offboarding now streamlines the process when workers leave.
The Deloitte model was created after extensive employee interviews. As the primary pillars of engagement, the research found five fundamental elements: meaningful work, hands-on management, a positive work environment, opportunity for growth, and trust in leadership. The model offers four important methods and activities for each aspect, which add up to the twenty deciding variables for employee engagement in a business. One guiding theme unites all of these elements: a focus on simplicity.
Meaningful work: Employees must be hired for the right job, given the tools and autonomy to do their best work as part of a supportive team, and be aware that their contributions are valued.
Hands-on management: Teams flourish when they are given clear and attainable goals, as well as frequent coaching. 
Positive work environment: Employees feel appreciated in an inclusive and varied workplace that provides flexibility and perks that promote their well-being and work-life balance.
Growth opportunity: High-performing people require freedom to develop. It is critical to reduce turnover by providing possibilities for professional growth and progression inside the business.
Trust in leadership: Organizations require a unified mission to which workers may feel pleased to contribute. Honesty, integrity, and effective leadership are vital for motivating and engaging people. Deloitte's consulting staff not only answers all of the  hard inquiries, but also provide  with concrete ideas that increase revenue and disrupt the market. People are the most crucial part of every firm, according to Deloitte. As a result, the team will provide with methods to improve customers' experiences. It will ensure that the primary processes run smoothly. Their techniques will turn technology into an ally.
Marriott International, the world's biggest hotel chain, is also routinely voted one of the greatest places to work and a company with the happiest workers. There are several elements that contribute to Marriott's success, but the company's emphasis on well-being plays a significant role. Focusing on well-being is a long-term business strategy because it makes employees feel appreciated and fosters goodwill both inside and beyond the corporation. Many businesses ignore employee well-being, but the aim is actually about people: when employees are taken care of and given the skills to take care of themselves, they can spend more energy on contributing to the company's culture, reputation, and bottom line. This is especially crucial in the service sector, where most employees interact with clients on a daily basis and spend their days catering to their needs, but the concepts apply to any company that wants to establish a culture of happy and sustainable employees. Corporate culture plays a huge role in the employee experience, and taking the time to focus on employee well-being and making sure they feel good about themselves and their situation can pay off huge rewards for organizations.
In conclusion, the employee life cycle model is an organisational model that human resources (HR) professionals may use to envision an employee's journey and comprehend how they progress through and connect with the business. The model is similar to the common customer life cycle used by businesses since it is founded on the premise that an employee's experience is equally as valuable as a customer's experience. It's a thorough picture of the employees' experiences that serves as a solid foundation for engagement tactics. These tactics may eventually benefit the company by promoting success, encouraging participation, lowering attrition, and enhancing employee morale. Each stage of the employee life cycle, such as attraction, recruitment, onboarding, retention and separation   is crucial in order to  fulfil company’s success. Employee engagement  also indicates employees' emotional attachment to a business as well as their contributions via their employment. The employee life cycle model assists firms in identifying methods to promote employee engagement through recognising, respecting, and supporting each person's progress.
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