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How to engage employees throughout the employee lifecycle



The Department of Human Resources has to focus on the consistent effort to engage employees at every stage of the lifecycle to assure that the employee is satisfied and that will lead to the employee staying longer at the company. 
The stages that have to be followed are Attraction, Recruitment, Onboarding, Development, Retention, Separation. Understanding each stage and putting it into practice is crucial for a business to develop and expand in regard to the employee’s productivity.

As Kazlauskaite ( 2008) said, the Human Resources central point of action is to focus on how in a highly volatile marketplace they can increase the productivity of an organization taking this challenge to increase the revenue and decrease the costs. 


The stage of hire includes Attraction and Recruitment. Analyzing the way employees speak about their job and company is a clear indicator of their engagement levels. Engaged employees attract candidates while disengaged employees detract. 
Michael N. O’Malley (2000) says that it is not easy to find and keep good employees but for that the image of the company and what it has to offer to future potential employees has a big part in the employee cycle. Attracting the perfect employee means that Human Resources has to discuss some aspects when they do the recruitment. Two of the main factors an employee is searching for are an Attractive Salary and Flexible Work Hours. Beeson (2020) states that “Organization personality and salary can play important roles in influencing applicant attraction and job choice.” That being said, a potential candidate will always look for the most attractive salary scheme. There are a few more that can play a big role in the attraction of employees part such as Company Pension, Subsidised Café and Healthy Food, Clear Career Path, Opportunities for Promotion. Some companies provide a Cycle to Work program which not only helps the employee but also contributes to a clean environment and which promotes a Think Green move that some people are casing for. 

The Recruitment part where the potential employees are facing the image of the company which is the recruitment team has a high engagement. When employees like their company, job, and colleagues, they are more likely to refer or recommend a friend or other connection for a position. Presenting the company and its values they have will make the candidate to understand what is the company’s goal. Transparency is the key on recruitment day. All the details should be clear, the salary transparent, and the duties discussed. Deep diving into applicants’ professional background and relating it to the role, and avoiding abstract questions for the sake of seeing how they react are some of the ways to make a perfect recruitment day. ( Joe Lepper,2022) 

Talking about Onboarding. The highest level of engagement is when employees start at a new company. Capitalize on that eagerness to have an immediate impact. Connect employees. Engaged employees enjoy helping new employees transition into their roles. Matching new employees with an onboarding buddy and providing onboarding checklists and valuable resources also creating a timeline for any necessary training contribute to a successful onboarding of the new employee. 

One of the Variable Engagement is that Engaged employees not only seek, but request, learning opportunities. Employees should have a way to innovate and collaborate introducing, thinking, and implementing new ideas. Caporarello L. (2019) states that “Employees value learning and development as key factors for attraction, retention, and engagement. Yet organizations are not always doing enough in order to support and facilitate employees learning through the so-called organizational learning mechanisms.” Humane Resources has the duty to participate in a continuous development scheme for the employees adopting new methods and implementing new learning instruments that will help the growth and continuous development.

Companies see higher levels of engagement when they recognize employees on a continual basis and give employees a way to acknowledge their peers. People managers need tools to drive and sustain engagement. Dibble S. (1999) states that “Employees, especially the most capable ones, have an increased confidence in their ability to work under conditions that fill their own needs.” This does not exclude their need of being appreciated. The topic of acknowledging and rewarding the good work of an employee should be one of the priorities when it’s discussed the way a company shows that they acknowledge the good work which has been done. Some of the ways this can be put into practice are to provide some packages for the employees of the month.

Thinking about the separation, the most common idea is that when an employee leaves, he takes the image and the experience the company left him to from the first day to the last of the employment, being a valuable resource for advertisement. But this can be a good or a bad one, depends what sort of experience the employee had throughout the entire time of their contract. Employees who leave can provide valuable feedback on how to address gaps in engagement. Employees who leave often remain in contact with their colleagues and can be a great source for rehire. The employees who leave the company can be a great source of advertising, and also they could be future potential employees if they chose to re-join the company. In each case, the relationship between the company and the employee should be a pleasant one with good marks to be left. Leaving feedback will help the company to work on the missing items in their system and also will help in the process of recruiting of new employees. 

Throughout the entire process which involves the interaction with an employee, the Human Resource has to create a plan from the begging to the end of an employment contract that will provide facilities for the entire period of the contract. From the day of Attraction until the day of Separation in the Employee Cycle, Humane Resource has to have a great model of engagement strategy to create a good environment for the employees and also to increase the revenue and productivity of the company. 
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