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Employee engagement is an important task in the growth and development of an organization (Adekoya et al., 2019); it describes how invested, and commuted employees are to their work and their organization. Abel (2013) describes it as the emotional, and psychological connection employees feel towards their workplace and their impact on the organization’s success. To understand how to engage the employee in the workplace, the role of human resources management must be well understood; Alonso and Kok (2018) stated that employees engagement is one of the tasks of human resources management, Bakar et al. (2016) noted that an effective human resources manager must then learn the art of engaging employee and also understand the benefits of engaging employee effectively. One of the tools for effective employee engagement is through the employee’s life cycle. Kibui (2015) stated that a manager must learn how to attract, recruit, develop, retain, and separate various categories of employees to ensure effectiveness. Several employee engagement models have been developed in this regard. Kibura (2011) describes this model as an effective tool for gaining a competitive edge and advantage over other organizations. Employee engagement is important for an organization because it can improve productivity. A better approach to understanding employees engagement is to understand the role of human resources in engaging the employee
Human resources are one of the important sectors in an organization;. At the same time, other parts focus on the production process, human resources focus on an employee who is a resource that makes the business operation possible (Kusluvan et al., 2010). Human Resources plays a crucial role in employee engagement; they create and maintain a positive working environment, develop and implement policies and programs that support well-being, and ensure that employees feel valued and supported (Kumar and Pansari, 2016). Some specific ways that HR can contribute to employee engagement include; Onboarding and communication. Employee development, recognition, rewards, work-life balance, employee well-being, and culture, among others (Paluku, 2016). 
HR is responsible for designing and delivering an effective onboarding program that helps employees feel welcome, informed, and prepared for their role (Sandya, 2016). HR can also facilitate regular communication between employees and management and encourage open and transparent feedback (Sofian, 2016). HR can also design and deliver training programs and help employees identify professional growth and development opportunities. HR can create recognition and rewards programs that acknowledge and celebrate employee contributions. Flexible work arrangements such as remote work options that help employees balance their work and personal work should be created by HR. HR can also implement employee well-being programs and designs, such as health insurance and wellness initiatives, to support employee health and well-being. HR can also define the culture that promotes the organization, which makes employees feel connected to the organization and its values. HR, therefore, plays an important role in engaging the employee in the organization. This is because they offer numerous advantages.
Rich et al. (2016) stated that job engagement greatly affects job performance, directly related to the employee working in such an organization. There are, however, numerous advantages of engaging a team in the workplace, which affect both the employee and the organization at large. There is increased productivity since the employee is motivated, encouraging better performance and increased efficiency. Another important benefit is that employee retention will be improved because of motivation and engagement; employee tends to continue with such an organization, thus reducing turnover and cost associated with recruiting and training new employees (Anitha, 2014). Customer satisfaction increases when employees are well engaged; employees tend to give high-quality customer service and satisfaction. Better collaboration and teamwork are also made possible since employees are well-engaged. Other advantages and benefits are increased innovation, better financial performance, and enhanced reputation. Since this employee engagement is more important, understanding the employee lifecycle will help the human resources manager to engage his workers/employees effectively. 
The employee lifecycle refers to the stages an employee goes through from the time they are hired until they leave the organization (Shyam and Ramachandra, 2015). The typical stages of the employee lifecycle include; recruitment (which describes the process of attracting and selecting new employees to join the organization), Onboarding (these describe the process of orienting and integrating new employees into the company culture, work processes, and system), performance management (the process of setting expectations, providing feedback and coaching, and evaluating employee performance on an ongoing basis), career development (these processes support the employee in developing their skills and knowledge, and helping them to grow and advance within the organization), engagement and retention  (this process promote employee engagement and commitment, and reducing turnover by creating a positive and supportive work environment), the final stage is a separation where employee exit the organization voluntarily or involuntarily through resignation, retirement, or termination (Tulpule and Pandya, 2020). The various employee stages are discussed extensively below.
Gladka et al. (2022) describe attraction as an employee’s life cycle as attracting new talents to join the organization. This stage of the employee life cycle involves several activities and tactics designed to generate interest in the company and the opportunities it offers ad to identify and select the best candidate to join the organization. The strategies may include creating a strong employer brand, utilizing online job boards and social media, employee referrals, college recruiting, hosting events, and networking opportunities. Einarsen et al. (2018) stated that an organization with a positive image and reputation will easily attract new employees. Online mediums can also reach a wider audience of potential candidates. Referral systems have also proven to be effective systems in attracting more employees. Some have partnered with universities and colleges to attract new graduates and other emerging talent to their organization; they can also host events and networking systems to generate interest and build a relationship and potential candidates. Another important process in the cycle is recruitment.
Recruitment is attracting, screening, and selecting a potential candidate to fill job vacancies within an organization. It is a key stage in the employee lifecycle, and its goal is to identify and hire the best possible candidates for the organization. The recruitment process typically involves several steps: job analysis and posting, sourcing and screening applicants, interviewing, reference checks, making an offer, and Onboarding.   The HR will identify the skills, qualifications, and experience required for the open position and make a post regarding it on various platforms and channels. He also conducts an in-person interview to ensure that the candidate fits the organization’s culture and values. The reference is also checked to avoid compromising the company’s reputation and standards. He finally integrated the employee into the organization, orientating, training, and supporting them. The development stage is the next in the employee cycle (Cattermole, 2019).
After recruiting employees, they must be developed to help the organization's growth and advancement. This stage focuses on helping employees build their skills, knowledge, and capabilities and providing opportunities for professional growth and advancement. Employees are engaged in programs that align with their career goals and needs. This is one of the major employee engagement procedures in the employee cycle. Certifications and structures are put in place to achieve this, and the employee themselves will see the need to remain in the organization since they are experiencing growth and development as individuals in their career system (Ladyshewsky et al., 2017). Retention is therefore important if this quality employee that has been developed over the years will contribute greatly to the advancement of the organization.   
Retention promotes employee engagement and commitment and reduces by creating a positive and supportive work environment. The goal of retention is to retain high-performing and valuable employees and valuable employees and to minimize the cost and disruption associated with employee turnover. Tabassum et al. (2017) stated that retention strategies may include employee engagement programs, flexible work arrangements, competitive compensation and benefits, promoting a positive workplace culture, and employee development and advancement opportunities. However, this stage does not eradicate the employee's separation from the organization.   
Separation refers to ending the employment relationship between an employee and an organization; This can occur due to various reasons such as; voluntary resignation, retirement, termination, layoff, and mutual agreement, among others. In addition, it involves administrative tasks such as finalizing payroll, completing exit interviews, returning company property, and so on. HR must thus learn how to engage employees effectively (Saks and gruman, 2014).  
Employees can engage their team by using various means such as; offering opportunities for professional development, fostering a collaborative work environment, encouraging employee well-being, providing recognition and rewards, promoting work-life balance, and encouraging employee involvement (Imandin et al., 2014). The goal is to understand your employees' specific needs and motivations and tailor your engagement strategies accordingly. The employee engagement model is a tool to achieve this.
The employee engagement model refers to a framework or approach organizations use to understand, measure, and enhance employee engagement in their workforce. A few models are available, including The Three-Component Model, The Engagement-Profit Chain Model, The Job Characteristic Model, and The Multivariate Model. The three-components model uses employee engagement from three perspectives: emotional attachment, intellectual stimulation, and job involvement. The second model posits that engaged employees lead to better customer satisfaction, which drives better financial performance for the organization (Bbreevaart et al., 2014). The Job Characteristic Model argues that employees are most engaged when their work provides meaningful outcomes, autonomy, and opportunities for personal growth. At the same time, The Multivariate Model takes a holistic approach to employee engagement, considering factors such as job satisfaction, organizational culture, leadership, and work-life balance.   
One example of the Model Job Characteristic Model would be applied in the technology industry in the following ways. Providing meaningful work that aligns with the employee's personal values and interests and has a tangible impact on the company’s mission and goals. A tech company can also encourage autonomy, especially among employees. They can also offer opportunities for growth by learning new skills, training, and tech development programs. Inclusivity can be promoted within the organization, and diversity can be promoted, employee must be recognized and rewarded for their contributions and creating a culture of collaboration and teamwork. 
Overall, employee engagement is important for organizations because it can lead to improved productivity, higher job satisfaction, and reduced turnover, ultimately contributing to the organization’s success. By working closely with management, HR can help create a positive and engaged workplace that supports employee well-being and contribute to the organization’s success. Employee engagement is a key factor in creating a positive and productive work environment, leading to better outcomes for employees and the organization. Organizations must have a well-defined employee lifecycle in place as it helps ensure that employees are supported and managed effectively throughout their time with the company. This can lead to improved employee satisfaction, engagement, and retention and better business outcomes. All stages in the employee cycle have a significant role to play in building the business. For example, the attraction stage identifies and attract a pool of highly qualified ad motivated candidate which are well-suited to the organization’s need and culture. The recruitment process is also an important aspect of the employee lifecycle; an effective recruitment process can help the organization attract and retain top talent. retention is described as an ongoing process that must be sustained by creating a supportive environment. Separation is inevitable. The employee engagement model helps an organization identify key drivers of engagement, measure engagement levels, and strategies to improve engagement over time. By regularly seeking feedback and making improvements, companies can build a positive and engaged workforce that drives business success.
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