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A review of employee lifecycle 
A business organisation has to perform several activities to achieve its ultimate goal. For this purpose, the organisation has to recruit employees for performing the business activities. Since the employees are important for the success of the organisation, the management of the organisation has to ensure employee engagement for enhancing the performance of the employees of the organisation (Al Mehrzi, 2016). If the HR fails to ensure employee engagement in the organisation, the organisation may fail to improve the performance of the organisation. In this essay, the importance of employee engagement has been discussed slightly in the first and second paragraph with a brief discussion on it. Then the roles of HR in ensuring employee engagement in the organisation have been discussed in this essay. After that, the employee lifecycle model has been used in this essay to understand the effective methods of ensuring employee engagement in the organisation to increase the satisfaction of the employees. Six different stages of the model have been briefly discussed along with some effective methods to ensure the implication of each of the stages (Albrecht, 2018).
Employee is one of the most important assets for a business organisation, as they run the systems and activities of the organisation. For this purpose, ensuring employee engagement in the organisation has massive importance on the performance of the organisation. Employee engagement is a human resources (HR) term that refers to a worker's excitement and commitment to his or her job. Engaged employees care about their work and the company's performance, and believe that their efforts matter. An engaged employee is motivated by more than a pay check; they may believe their well-being to be tied to their performance and, therefore, crucial to the success of their firm (Bailey, 2017). 
HR has a crucial role to play for ensuring effective employee engagement in the organisation. HR's responsibility is to ensure employee engagement at all times. Engagement of employees is a relatively recent phenomenon. Prior to the 1990s, HR was primarily focused on employee pleasure, with little regard for whether the employee cared about their organisation (Eldor, 2017). HR's primary objective has always been to obtain outcomes from the workforce, but experts believe this must now alter. Today, it is more difficult for firms to keep talented employees. This is due to the fact that people no longer seek out a profession they can work at for life. They seek progress, challenges, a fulfilling profession, and a happy life above all else. If their employment stands in the way of all of this, they may consider making significant life changes (Chandani, 2016).
The main role of the HR in employee engagement is to ensure proper recruitment process, thus, this is the main stage of collecting the most effective employees for the organisation. If the employee lacks motivation to work in the organisation, the HR will fail to engage him in the organisation properly (Gupta, 2016). Besides, the HR has to make the job more meaningful for the employees. so that, they can enjoy their given tasks more. It will help the HR to ensure employee engagement in the organisation. Surveying the employees on a regular basis will help the HR to learn more about the performance of the employees, and as a result, employee engagement in the organisation will also be effective. By doing these, the HR of Holiday Inn, one of the large hotels in UK will be able to enhance employee engagement in the organisation. The performance of the employees is highly important for a hotel, as it’s related to the satisfaction of the guests staying in the hotel. At the same time, enhanced employee engagement will enhance the reputation of the hotel in the long run (Jha, 2016). 
Employee engagement cycle is the combination of different stages of an employee’s getting engaged with an organisation. There are six different stages inn this model which are- attraction, recruitment, onboarding, development, retention, and separation. When an employee first arrives at work, that does not mark the beginning of their manager's connection with them as an employee in the organisation. Even when people apply for a job or sign a contract to work for the company, this does not mark the beginning of the process (Kang, 2017). It begins the first instant that they are presented with the employer brand for the very first time. Because of this, effective HR directors are aware of how important it is to build the appropriate culture within their organisations. It is possible to see how organisational structures, systems, rules, stories, and symbols influence the way employees then interact with each other if the manager uses a model such as the cultural web model, for example (Mann, 2016). In this model, the manager would be able to see how the employees interact with each other. The next thing that needs to be done is to introduce people from other parts of the world to this culture. Prospective workers will have selected the company for a variety of factors, including the pay, the title of the position, and how well it fits them. But they will have also chosen to apply because the organisation connects with them in a way that is distinctively their own.
The process of hiring new workers is the next phase of the employee lifecycle (Mone, 2018). It makes no difference whether human resources accomplish in the traditional way or uses tools to assist the organisation in managing the recruitment process; this remains an important consideration. This is due to the fact that potential employees' impressions of the firm will be permanently shaped by the manner in which the company treats them during the hiring process. When an organisation utilizes fewer channels, the likelihood of successfully recruiting exceptional talent decreases (Motyka, 2018). Going wide is a fantastic strategy, but human resources should never overlook the worth of the company's existing talent pool, some of whom may be eager for a promotion or a step in the opposite direction. In addition to this, HR is responsible for assessing the usefulness of employee recommendation programs. It's possible that using multiple accounts to post will work like magic here. A good advertisement for a job should include more information than just a list of essential qualifications and experience (Nazir, 2017). It encourages people to get interested in the employer brand and draws their attention to it. The HR department is responsible for ensuring that the job advertisement includes a description of the available benefits, which may include medical coverage, staff discounts, and even time off for volunteering.
When beginning a new work, it is only natural to feel a sense of excitement. There is a feeling of hope and possibility that can be felt. Because of this, now is the perfect time to make people feel welcome, comfortable, and as though they have already found a place to call home within the organisation (Osborne, 2017). If the company get this right, it will be able to give new hires the impression that they have the opportunity to leave their stamp on the organisation. During the onboarding process, the company will assist newly hired employees in becoming acclimated to the company's culture and becoming an integral part of the team. Making ensuring that the company is recognizing and articulating the basic values of the company is one way to accomplish this goal. A thorough evaluation of the staff's performance might help the company coax the most out of the team. Even while it may be premature, particularly in the first few weeks of employment, to worry about performance immediately, the system ought to be implemented so that employees are aware of what is expected of them and how they will be rewarded for good work (Popli, 2016).
The employee engagement cycle is currently in an important stage like this one. This is due to the fact that if workers have been employed by a company for an extended period of time, there is a real chance that their employers may begin to take them for granted. Because of this, it is essential to tackle difficult problems as soon as they arise, such as those involving rewards and recognition. Then, over the course of time, it is essential to ensure that employees are aware of what they should be doing to assist in the achievement of their objectives, as well as what HR should be doing in order to keep accurate records of their aspirations, progress, and achievements (Rao, 2017). It is a good idea, throughout the course of time, to think about ways to improve employee retention and to boost retention rates. When the company sees that some of its workers aren't totally content in their jobs, it's usually a good idea to look into measures to enhance employee motivation (Rothmann, 2016).
After ensuring that the workers have found a comfortable routine and are content, the HR should think about how strategic professional development can assist the manager in getting the most out of the workforce. Learning opportunities such as conferences, seminars, and "lunch-and-learns" help employees stay current with emerging trends while also expanding their knowledge base. These learning opportunities can be offered either internally or externally. If they are able to share what they have learned with the rest of the team and make improvements based on what they have learned, it is beneficial for everyone involved (Saks, 2019). 
Eventually, the employees plan to move on. At this point in the life cycle of an employee, there are a lot of different elements at play. Ex-employees might, for instance, relocate or hunt for professional chances that they can't get at the company, they might retire, go off to work for themselves, or even be persuaded away by a competitor company to work for them instead (Saks, 2022). Other possibilities include: At this stage, reflecting the performance and effect of the employee leaving the organisation is absolutely necessary. If a company has a solid offboarding procedure, it can better understand the areas in which the experience of its employees can be improved. It is also possible that it will bring up important questions regarding how work contracts or gardening leave policies are drafted (Sun, 2019). The phase of the employee life cycle known as "separation" does not only have an impact on the employees who are leaving the company but also on those who remain. If the HR makes them feel as though they will be supported long after the team member has left, or if the HR gives them the opportunity to be involved in the process of recruiting new team members, HR can assist relieve the pain they are experiencing. 
Employee engagement has to be used in the organisation for achieving the ultimate goal of the organisation. Employee engagement is a human resources (HR) term that refers to a worker's excitement and commitment to his or her job (Vorina, 2017). Engaged employees care about their work and the company's performance, and believe that their efforts matter. An engaged employee is motivated by more than a pay check; they may believe their well-being to be tied to their performance and, therefore, crucial to the success of their firm. For this reason, business organisation has to enhance the engagement of the employees in the organisation. On the other hand, without the prior support of the employees of an organisation, the organisation can never achieve the ultimate goals, as only strategies can never achieve the goal alone. Using the employee lifecycle will enhance the organisation to enhance the employee engagement in the organisation, and as a result, the organisation will be able to achieve its ultimate goal. Each of the stages will help the company to enhance the motivation of the employees (Whittington, 2017). 
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