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Introduction
Human Resources sets up, maintains, and oversees a wide variety of procedures, all of which must be compatible with one another and with the Employee Life Cycle as a whole. In addition, it ought to reflect well on the organisation as a whole (Jung et al., 2018). Employees and employers alike might benefit from keeping tabs on their work history at the company, as it provides a clear path through the various stages of one's employment and allows for in-depth statistical analysis. The employee's time spent working for the firm (Alagaraja et al., 2015). During the stages of an employee's life cycle when HR functions overlap, talent management software may be used. For this reason, the HR life cycle or HR cycle may also be used. Employee life cycle management is a major HR duty since people are a company's most valuable resource (Anthony et al., 2017). When a company has a life cycle programme in place, workers know where they are in their employment timeline, and managers may utilise information obtained during off-boarding to inform future HR decisions.
Main Body
Human resources play a crucial part in encouraging employee engagement, which is why it is beneficial for businesses. It has the potential to improve things for both the worker and the company as a whole. Employees that are fully engaged in their work are those who are making the most of their talents in stimulating environments with supportive co-workers and bosses (Bakker et al., 2018). Human resources must have a broad perspective of the contract between the company and its workers if employee engagement is to be maximized. Human resources are responsible for making sure workers receive the training, resources, and working conditions they need to excel in their employment (Byrne et al., 2016). HR plays a crucial role in ensuring the primary factors are addressed because of the many areas it oversees that have a direct influence on employee engagement. HR is the driving force behind employee engagement in all high-performing firms due to its people-centric approach and mediation function. There is a mountain of evidence for this, most of it coming from Gallup, which has been a leader in showcasing the value of employee engagement (Carasco et al., 2015). Despite this mountain of evidence, Gallup reports that just 15% of workers globally are actively engaged in their jobs. Human resource professionals are in a special position to address this issue. Human resources have always functioned as a neutral party between upper management and the workforce. As a result, HR may serve as a go-between for management and workers by helping to foster an engaged workforce and tracking its effects (Soane et al., 2012). Human resources are particularly essential because of the function it plays in fostering the company's culture and making sure that the company's leadership, business goals, and workers all have a direct line of communication. Human resources, then, may play a significant role in boosting employee enthusiasm. 

The employee lifecycle is crucial when discussing the method of engaging a team and the benefits that come from doing so (Zigarmi et al., 2015). Engaged employees make for a more knowledgeable, invested, and productive workplace, which in turn helps the company as a whole achieve its objectives. The following are some of the advantages to the company that employee engagement may provide if it is executed correctly:

When workers are invested in their work, it shows in how they interact with and care for consumers. A good customer connection is built on pleasant customer experiences, making the consumer feel appreciated, and a friendly attitude (Osam et al., 2017). Employees will pay greater attention to their superiors when they see that they care about their concerns. Staff enthusiasm for their work and overall involvement in the company rises as a result. There is a correlation between an employee's willingness to show up and participate in the workplace and their dedication to quality and safety (Shuck et al., 2012). There is a direct correlation between an employee's mental state and the likelihood of an accident occurring on the job.

Employees that are fully involved in their work show a high degree of organisational loyalty since they are the ones who are most committed to the company's goals. Employees that are invested in their jobs feel that their efforts are respected and recognised (Sarti, 2014). They will be less sociable and more productive in the workplace. Employers may reap the advantages of employee involvement in the form of higher production and efficiency. Employee morale is high, and they are more invested in doing good work for the company. increased profits, more creativity, and less absence and illness are all possible outcomes (Rana, 2015). Implementation of a system that encourages employees to provide suggestions for improving work procedures. more happiness and a sensation of being more invested in, dedicated to, and fruitful in one's profession. Active teams are more robust and more prepared to deal with adversity.

The two key advantages that a firm will get from mapping the employee journey, in the same manner, the company map the consumer experience are greater talent retention and an improved reputation. Time and money lost due to employee turnover may be mitigated if the company's resources are used efficiently (Memon et al., 2016). Similarly, if the company has a stellar reputation, it will be able to attract and retain a more talented and dedicated crew. The following description of each step of the employee life cycle is provided to facilitate comprehension of the role that employee engagement plays at each stage. 

Attraction, attracting new workers is the first step in the employee life cycle. However unique and robust the offering may be, it will not matter if the company cannot successfully recruit and keep top personnel (EduGorilla Prep Experts, 2022). The company's reputation as a desirable place to work, among both present workers and prospective ones, is part of its reputation management strategy, which is also known as the employer brand. People who are interested in working for the firm, whether they are already doing so or not, have a favourable impression of working conditions inside the organisation (Ganesh et al., 2022). 
  
Recruitment, the second stage of the employee life cycle is recruitment, which entails aggressively searching for and winning over the most qualified people for open positions inside the organisation. Job openings are one cause of recruitment, but new positions may also be established (Grace Donaldson, 2022). The most effective recruiting strategies guarantee a rewarding experience for job seekers, encourage group efforts to fill open positions based on well-defined standards and provide actionable insights to enhance future hiring efforts.   

Onboarding, the onboarding process comes next in the employee life cycle model. Once the company have hired the best people, the next step is to make sure they're acclimated to the company culture and know how to do their jobs effectively (Leong Chan et al., 2022). During "onboarding," a company's newest employees are trained on the entries and outs of their positions, as well as the values, norms, and procedures that are essential to their success. Long-term contributions and engagement need to make new personnel feel welcome in the team and well-acclimatised to the nature of both their work and the business.  

Development, The employee growth stage in the employee life cycle model. As a leader, the manager can assist accelerate their team's skill development and provide them with a clearer route to advancement within the organisation by continuously encouraging their professional growth throughout this time (Rahul Ghatak, 2022).

Retention, Employee retention is the fifth and final phase of the lifecycle model. The impact of the company's culture may be felt more than ever. Employee turnover is costly; thus, it is important to keep the culture of the company positive (Shraddha Kakade, 2022). Companies may mitigate this threat and boost employee longevity and job satisfaction by focusing on retention.   

Separation, Employee separation is the ultimate phase of the employee life cycle. Whether it is via retirement, a move to a new job, or a decision to leave the workforce for personal reasons, most workers' time in the workforce will eventually come to an end (Sprigg, 2022). It is crucial to give the process of leaving as much attention and strategic planning as the process of joining. The departure of a team member might have a significant impact on the remaining members. The company's management and HR department should help the departing worker plan a smooth departure that will have little impact on the business (Jung et al., 2018). For instance, It can provide my staff members with a pay and benefits package that is on par with the market average. Also include workers in the decision-making process as much as possible.

The Zinger model is based on the idea that all workers need a base set of resources to function properly. At this point, it's crucial to focus on improving health, capitalising on strengths, finding purpose, and reviving drained energies. The company may increase employee motivation by using the following strategies (Alagaraja et al., 2015).

To enhance well-being, workers cannot give their all in the workplace if they are neglecting their health and happiness. Increased employee engagement and productivity may be achieved via the establishment of a work environment free from harassment and discrimination (psychological safety), as well as through the provision of enough time off for vacation and illness (Anthony et al., 2017).

Enliven energy, the objective is to foster a workplace in which people are both energised by and able to give their best effort to their tasks. The first one has a lot to do with how happy employees are and the second, one is up to the supervisors (Bakker et al., 2018). Make sure the company check in with their staff regularly to see how their morale is holding up. Then, a company may use patterns to spot roadblocks and wasted efforts.

Make meaning, employees who find meaning in their job are more likely to stick around for the long haul. The majority of workers value doing the job they care about above monetary compensation (Byrne et al., 2016). To keep their staff engaged, management should explain how their job fits into the bigger picture of the firm and the influence it has on the globe.

Leveraging strengths, leadership is accountable for creating environments where employees may showcase and grow their skills. Utilising workers' innate skillsets in this way increases morale and output, which helps the business as a whole.

Ultimately, the company want engaged workers because they are the ones who will help to achieve the company's aim of higher production and profits (Carasco et al., 2015). Make sure the company have well-defined goals for the company’s strategic involvement before it set out on this path. Companies may measure the progress and fine-tune their strategies by focusing on concrete measures like employee net promoter score (NPS), employee engagement and retention rates, and team key performance indicators (KPIs) (Soane et al., 2012). Contact Monkey and other such smart internal email platforms will allow monitoring and exploiting these parameters for expansion. Maintaining a record of company outgoing and incoming emails is a crucial internal email best practice. 

Conclusion
Since disinterested workers are less likely to put forth the effort and are less likely to be inspired by their jobs, it is clear that keeping workers engaged is crucial. Since workers are an organisation's most important resource, boosting their motivation takes more than just words. To install confidence in their work, employees should be made aware of the new policies being put in place by upper management. The employee life cycle diagram is a helpful tool for visualising and planning an employee's path through a business, equipping them with the data they need to guarantee a great experience at every stage of their employment there. Once HR has finalised the employee's benefits and salary, they will communicate that information to the departing worker. To protect the company's reputation and gather insight from departing workers, offboarding is essential. 
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