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Motivated workers are a valuable asset to any company. It has the potential to improve things for both the worker and the company as a whole. If you succeed, you'll reap several benefits, including higher output, happier customers, lower attrition, and fewer sick days taken (Anitha, 2014). In particular, Gallup has been in the forefront of highlighting the significance of employee engagement, and their research provides enough evidence for this claim. But just 15% of workers globally are interested in their job, according to Gallup, despite this mountain of data. The field of human resources is in a special position to address this issue. Human resources has always functioned as a neutral party between upper management and the workforce. In this way, HR may serve as a bridge between upper management and workers to facilitate, support, and evaluate the results of employee engagement. 
Human resources also plays a crucial role in connecting the company's leadership, business goals, and workers with one another and fostering a positive work environment for everyone. Thus, HR has a significant role to play in boosting employee enthusiasm. This article takes a close look at the function of human resources in fostering company loyalty (Handa, and Gulati, 2014). The term "employee life cycle" is used to describe the progression of a person from potential hire to former worker. The word encompasses a wide swath of the human resources (HR) lifecycle, beginning before an employee is ever recruited and ending with their retirement. Employee engagement and job satisfaction are mutual goals, and both must be fostered at all points in the employee life cycle. 
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If done correctly, employee engagement may have a significant effect on a company's bottom line. After all, it seems to reason that a delighted and enthusiastic staff would provide higher output and better service to customers. Employees who are invested in their work are less likely to call in sick and more likely to stick around for the long haul. A full work week consists of forty hours for most employees (Mathis et al., 2010). Nobody wants to waste a third of their lives feeling bored, frustrated, neglected, or dissatisfied. Feelings of pride in one's work, appreciation for one's coworkers, and enthusiasm for one's job all contribute to a more productive and enjoyable workday.
Furthermore, workers want opportunities to learn and grow while also feeling like they have a meaningful role inside the organization. When someone joins a team, they do so with the shared aim of helping the company succeed, but they also have their own professional and personal ambitions in mind. If an employee isn't happy in their position, they could look for work elsewhere (McBain, 2007). Executives need to keep in mind that it is not only the workers' responsibility to serve the company, but also the corporation's responsibility to serve the employees. To take up this role seriously, one must demonstrate concern for the employee's personal and professional growth.
Reduced turnover is a major advantage of employee engagement for businesses. The company could put its time and money to greater use if it weren't constantly hiring new people (Mathis, and Jackson, 2010). Therefore, it is in the best interest of a firm to increase its staff retention rate. Employees who are involved in their job, connected to their coworkers, and valued for their efforts are less inclined to look for new opportunities elsewhere. After all, workers have to take a risk whenever they switch jobs, and many of them are reluctant to give up a stable position in favor of an unknown future.
Rising levels of employee independence and initiative are a direct result of an engaged workforce. Actively involved workers are more likely to take the initiative. People that care deeply about their work actively look for methods to better themselves and their company. These people aren't ones to wait for direction before offering suggestions on how to proceed when faced with a problem. The leader's most common comment is "keep up the wonderful job!" despite the fact that employees still adhere to his or her judgment and guidance.
One of the main advantages of employee engagement for supervisors is a more self-directed work style. Workers that are invested in their jobs are also those who take initiative. These colleagues are driven to succeed by their passion for their work. The dedication of employees to their customers, co-workers, and the organization eliminates the need for managers to provide commands or criticism. This development frees up managers to concentrate on more strategic tasks, rather than wasting their time on administrative tasks like coaching or encouraging staff members. One of the most obvious advantages of employee engagement is that workers feel happier in their jobs. These days, the typical workweek for a professional is forty hours. That time should be at least bearable, and ideally, it should be enjoyable. Given the centrality of work to the contemporary person's identity, it stands to reason that a happier worker would also be happier with their personal life (Markos, and Sridevi, 2010). By reducing injury and attrition, employee involvement helps businesses save money. Employee dedication is a key factor in customer retention and growth. Furthermore, active participation by workers boosts output.
Companies should prioritize employee engagement as one of their top expenditures. There are a plethora of benefits. The dedication and enthusiasm of an employee is priceless. Employees that feel involved in the company's success are more likely to stay on board and to work hard to achieve personal and team goals while also raising the bar for the whole team.
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An employee's tenure at a corporation is referred to as their "life cycle." This is a detailed, step-by-step study of every possible interaction a worker may have with the company, from the time they apply for a job until the time they leave (and beyond). The phases of an employee's life cycle may be broken down and analyzed for insight into that person's level of commitment to their job (Cattermole, 2019). Human resources professionals may get valuable insight by categorizing employees into several phases of the employment life cycle and collecting data at each. Sequential examination of the employee lifecycle might help HR and business management pinpoint the source of a problem with employee satisfaction and implement a solution quickly. 
There are several methods to segment the employee life cycle, but one of the most straightforward is to divide it into the five stages of attraction, recruitment, onboarding, career development, and offboarding. Let's break down these five topics into their component parts.
· Attraction
Organizational culture is the result of an employer's conscious efforts to develop, promote, and live out a set of principles. This is often in line with the mission, audience, or outcomes sought by the company. These basic principles may attract a certain kind of employee; applicants will consider if the organization's beliefs coincide with their own. Doing so successfully is called "values-based recruitment," and it may lead to the employment of dedicated workers who are in line with the company's mission (Sun, and Bunchapattanasakda, 2019). Companies may also draw in qualified workers by highlighting the benefits they provide to their staff. Some examples of such factors include a pleasant work environment, appealing perks, benefits, compensation, vacation time, working for a well-known organization, and opportunities for professional growth and advancement.
· Recruitment
There is still a great deal of ground to cover when it comes to talent acquisition interventions, but it is essential that organizations include values, attractiveness, and the EVP into their recruiting efforts. At the outset, businesses need to have a regular, systematic strategy for hiring new employees (Nosratabadi et al., 2016). This entails creating job descriptions and skills that clearly define each function and how successful performance is measured. Following the establishment of such job descriptions and frameworks, recruitment advertisements and interview preparation manuals may be produced. Employer branding and advertisements should reflect the EVP and be based on the company's core values (Stone, Cox, and Gavin, 2020).
· Onboarding
To help the employee get started quickly, the line manager must create a thorough induction plan that is totally customized to their requirements. The manager in charge of the new hire's onboarding process should meet with them beforehand to go through the induction plan and make any necessary adjustments to ensure it covers all the employee is hoping to learn (Gladka, Fedorova, and Dohadailo, 2022). Starting with employee orientation training, the induction strategy normally spans the probationary term (often three to six months). The new hire will be given a thorough orientation to their new position, which will involve meeting and training with other workers, as well as introductions to management and departments.
· Career Development
Employees are entitled to consistent professional advancement that is tailored to their own goals and preferences (Stone, and Deadrick, 2015). In order to be successful, career development programs should be aligned with the performance development procedures already in place at a business. These programs often include periodic reviews of both employee objectives and performance (Macey, and Schneider, 2008). Managers may use this time to reflect on their progress toward their objectives and create a strategy for furthering their own professional growth. In the same way that businesses establish 'SMART' objectives at the beginning of the year, individuals may do the same with their PDPs (specific, measurable, achievable, realistic, and time-bound). Employees may advance in their PDPs by being provided (or enrolling in) training courses, coaching, or mentorship.
· Offboarding
When an employee decides to leave a business, they enter the last phase of the employee life cycle, which focuses on the offboarding process. Employees typically have already made irrevocable commitments to their desire to leave, making offboarding simple to forget or disregard (Pritchard, 2008). Nonetheless, this phase may provide instructive data regarding the organization's working environment and the ways in which management and HR can improve the onboarding process.
After analysing the whole process, I can manage or engage my employees through applying different strategies. And they are: 
· By trying to know them, 
· by letting them know about how the company is doing, 
· Allowing them to grow in their work, 
· Supporting them in their work & growth process, 
· providing them the authority that I`ve granted, 
· Encouraging team-works among the employees, 
· By listening & working on the employee feedback, 
· and lastly by creating a workplace free of fear.
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It's important to remember that every company is unique. Companies, even those in the same field, may differ significantly from one another in many ways. Having a reliable foundation on which to make choices is essential, which is why models for encouraging employee participation are so useful (Saks, and Gruman, 2014). A leader's ability to boost performance and morale across the organization may be greatly enhanced with the aid of the proper model. The difficulty comes from having to choose a model that is appropriate for your organization's staff.
Worker contentment is the emphasis of one important sort of employee engagement paradigm. This approach promotes a link between employee engagement and factors such as meaningful work, position clarity, assigning work that fits the individual's abilities, the resources to accomplish the job properly, and acknowledgment (Sato, Kobayashi, and Shirasaka, 2020). Such a research-based model framework for employee engagement has been shown to be effective. Employee engagement, job happiness, and the quality of the workplace as a whole were all linked in a paper by Chaudhry et al. Businesses are particularly focused on retaining their top talent and minimizing employee turnover, which has increased the importance placed on employee engagement and retention (Shen, and Jiang, 2019).
In the post-Covid era, dissatisfaction with one's job is much more pressing. Not surprisingly, job satisfaction has dropped as a result of the disruptions in work schedules and the increased focus on economic uncertainties (Kular et al., 2008). Forty-five percent of respondents in a recent study reported experiencing burnout. Of course, being happy at work and being invested in one's work are two different things (Shuck, and Reio Jr, 2014). However, some businesses might improve their employee engagement efforts by using a job-satisfaction-based paradigm. A company may choose to use this method of employee involvement if:
· The majority of jobs include some kind of routine.
· A strengths-based framework for employee growth is something the company wants to concentrate on (Schuler, Budhwar, and Florkowski, 2012).
· Workers are very receptive to compliments and other types of acknowledgement.
· Staff members are enthusiastic about taking initiative to shape and enhance their workplaces.
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