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This essay is going to discuss the role of the Human resource management (HRM) department in engaging employees throughout the employee lifecycle in depth. It will talk about the advantages of the need to optimise every stage of an employee life cycle and explain how HRM department can optimise them. There are 6 stages of an employee lifecycle such as attraction, recruitment, onboarding, retention, development, and separation. The best way to make sure a team stays hardworking and on side is to make sure to map out and optimise staff engagement at every stage of the employee lifecycle. The advantages of engaging a team will be significant and you will see a big impact on tasks being done and staff completing their jobs and roles more swiftly and in a timely manner. This can be done in many ways and the HRM department play a big role in this. HR management department is all about how people are employed managed and developed within an organisation (Armstrong and Taylor, 2020). The role of human resources is to have a clear view of the employer-employee contract and be able to ensure employees have the right skills, tools, and environment to perform their jobs to the best of their ability. Hr will also continuously help employees develop their skills and ensure the working conditions for all employees meet certain criteria to maintain employee engagement. 
Employee engagement is a fundamental concept in the effort to describe the relationship between an employer and its employees. It’s measured in how well an employee invests their emotional, cognitive, and behavioural energies towards the organisational outcomes. Employee engagement is fuelled by energy so its important to keep an eye on certain things in employees in work such as behaviour, emotions and physical energy at work. HRM are required to monitor these certain aspects of an employee and are always at hand to communicate with them to help them with any issues they may have in work to make it a better atmosphere. Good communication is required from the HRM department which enable them to hear voiced concerns from employees. Hand in hand this will help the HRM department create a better place to work for future employees who wish to work for the organisation. 
There are 6 stages of the Employee lifecycle; the attraction phase which is where you’re trying to attract candidates interested in your job openings and its mission. “The employee and employer relationship doesn’t start at the moment they arrive at office or when they sign any contract it starts when they are exposed to your brand and organisation” (Personio, 2021). This is why it’s important for HRM to incorporate that culture in work where employees are happy and positively talk about their employer referring to aspects such as good pay and benefits as well as a healthy organisational culture. “It’s about creating a culture that attracts the right people and helps them to engage in their work so they can perform at their best while working for a certain organisation” (Verlinden, 2022).
The Recruitment phase of the employee lifecycle is where it shows how transparent and simple it is for an applicant to apply for the job role advertised. For example, using simple words and making sure the recruitment process is simple. This will allow people to stay focused whilst applying and not lose interest if the application process is too complicated or asking for too much. Results show that job applications any longer then 15 minutes would cause applicants to lose interest (Verlinden, 2022). Hence why this process needs to be as fluid and simple as possible. HRM needs to be able to keep the process inclusive and fair across all its stages of applications. HRM should also provide the newly hired employee both general orientation which is related to the organisations mission, vision, values, policies, and job specific orientation such as his/her job duties and current priorities of the department in which the employee belongs, in order for the employee to develop realistic job expectations and reduce any conflict that might arise at a later stage (Kompaso and Sridevi, 2010).
The onboarding phase is a term used by human resources professionals where HRM will swiftly process an employee by providing all the tools and enough information as possible, for the employee to do their job as best to their ability and become a productive member of a team (Bell, n.d.). The onboarding process is to be able to facilitate the new employee and make them aware of the companies’ policies, goals processes and introduce them to the organisations culture. Advise them on their job role and make them feel as comfortable as possible into their new role. Onboarding affects business results and when it goes wrong it means a loss of time and financial losses (Davila and Pina-Ramirez, 2018). Hence why the first few months of a employee starting a new job is considered to be the ‘honeymoon period’ for them as they will be figuring out to what to do and what to avoid (Davila and Pina-Ramirez, 2018). This is considered to be the point where an employee will show their highest levels of engagement dependant on whether the organisation has made them feel valued and supported.
The retention is phase is where HRM need to continuously keep current employees engaged, make sure they are developing and taking advantage of the career paths available. Providing them with the information needed as of when needed rather than leaving them alone once they are on their journey with an organisation. They need to be made aware at certain stages what is available to them and what they can take advantage of. Otherwise, employees will feel isolated and feel the company is not what they expected it to be. Would be useful for HRM to maybe get an insight from employees regularly such as survey’s or questionnaires even regular feedback to help todays challenges (Questback, n.d.).
Development phase of the employee lifecycle should include offering new employees’ development opportunities or crafting a career path for when they start. As a jobseeker is always looking for ways to develop their skills and progression opportunities within the organisation. This is where HRM should be encouraging and clearly showing new employees a path and helping them throughout the whole journey right from the start. If HRM advertises the job opportunity as progression available and also providing certain trainings available to help them develop within the company an employee is more likely to stay loyal and work to full potential. Organisations are slowly starting to move away from regular employee performance reviews as they are able to gather more valuable feedback from employees after trainings or promotions as it shows they are helping develop their staff (Questback, n.d.).
The last stage is separation and the most important as most organisations and most HRM take this stage very lightly. This is the most important as HRM often close the loop on an employee’s experiences and miss out on opportunities to gain valued feedback remains. HRM make sure they gather the feedback and improve the experiences as the employees feedback will be given and valued by future employees. Past employees might be asked about the organisation by other employees or potential employees to make a decision on whether to apply for the organisation or not. So HRM by taking these steps will show how they value employees and prove they are committed to improve employer brand and employee retention. This stage when done right ensures a cordial relationship between the organisation and now former employee (Introdus, 2021).
Few Employees engagement indexes for example highlights certain aspects of how an employee would feel if HRM’s engagement tactics are up to date. Employees want to be able to feel comfortable in sharing their views on how to do things or new ways of certain processes , they want to feel valued , be able to be involved in decisions that effect their work, confidence in their senior leaders , being able to trust the process an culture of an organisation and also being able to have a clear view of their career and where its headed with continuous development such as trainings and on hand help to be better at what they do.
Organisations would implement such employee engagement models by making the whole process transparent through all stages. From recruiting to off boarding an organisation would get regular feedback and have continuous help and support on hand for employees from senior team leaders or longer serving employees with experience. They will show the new employees how to abide by processes also advise them off the benefits, trainings, and progressions available for them. 
It’s very important to spot opportunities for innovation, then prioritise them to develop a set of realistic stakeholders focused outcomes. This would run hand in hand with the organisations policies and objectives. Also develop a theory on how to facilitate any changes and new improved communications strategies. Finally identify the capacity to implement any activities needed to keep employees engaged such as regular team meetings, daily buzz meetings and regular performance reviews. 
Regular incentives would make an employee feel appreciated, which will make them commit to the organisation. Being made to feel happy and involved would align a employee’s talent with the organisation’s goals, also actively implementing the organisation’s visions and goals along with regular incentives would make an employee continuously want to contribute there hard work and effort in order for the company to be successful.
Finally, the retention would be made so the relationship between employee and employer is left intact by taking valuable feedback, providing the employee with a gift, having a meeting with any employees leaving which would include few senior leaders for the employee to feel valued even when leaving the brand. Making sure employees leave smiling and wanting to talk about the last day at work .
Here is an industry example of a successful company who continuously works towards employee engagement and their employee’s performance and irrational loyalty helps them succeed their goals. Hyatt corporation was named in the 2016, ‘100 best companies to work for list’ which is a annual ranking of top companies with great work cultures (Net, n.d.). Hyatt is known for consistently moving up the rankings and consistently building long lasting relationships with not just their guest but their staff and people. Hyatt hotels corporation headquartered in Chicago is a leader in hospitality and is well known for its guided purpose where they care for people to do their best (Hospitality Net, n.d.). Hyatt’s employees are engaged as the support from the corporation is endless with endless opportunities, support portals, perks, employee benefits and travel discounts. An average housekeeping employee stays for more than 12 years (Chitre, 2018), this is a positive attribute from Hyatt’s side, and enough for any employee to want to start a long and successful journey with the brand. 
Employee engagement is a fundamental factor in today’s organisational success and also a key driver as it shows how much employers have invested within their organisation to help drive employees towards the companies visions and goals. Engaged employees are more productive and content by being loyal to the organisation and helping them grow. Employee engagement is important in every stage of an employee’s journey from the moment they see a job advertisement until they leave the organisation. Being supported throughout the journey is crucial as it will reflect in the energy the employees bring to work. Employees are not only attracted to companies by their pay but also by word of mouth, by how well the brand is, previous employee reviews, work culture, benefit and most importantly stability and internal growth opportunities. Keeping employees engaged and continuously providing beneficial information, promoting work life balance will in turn be beneficial for any organisation. It will reduce any burnout in employees , less workplace stress better atmosphere at work and achieved team and company objectives. From start to finish employee engagement is what defines any organisation. 
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