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Introduction 
Employee engagement has gained significant attention in recent years as organizations recognize the importance of engaged employees in driving business success. Employee engagement refers to the extent to which employees are involved in, enthusiastic about, and committed to their work (Walden, Jung, and Westerman, 2017). Engaged employees are more productive, motivated, and committed to their organization, leading to increased job satisfaction, reduced turnover, and improved business outcomes. However, engaging employees is not a one-time task; it requires a continuous effort throughout the lifecycle, from attracting and onboarding new employees to retaining and developing existing employees (Nayak, Nayak, and Jena, 2020).
This essay will explore the key steps organizations can take to engage employees throughout the employee lifecycle. The function of human resources in employee engagement will be examined in the first portion of the essay. Additionally, the advantages of engaging a team will be explored. After that, the employee lifecycle will be defined as the various stages of an employee's journey with an organization, including attraction, onboarding, development, retention, and separation. Some examples of team engagement will also be provided. Further, an employee engagement model with its implementation will be discussed along with several industry examples. 
The role of human resources in engaging the employee
Employee engagement is an important part of any business. Engaged employees are more motivated, perform better, stay with the company longer, and ultimately contribute to higher overall performance (Riyanto, et al. 2021). The challenge for HR professionals is how to engage these employees on an ongoing basis and foster an environment where people feel supported and valued. 
Reward System
One way that HR can create a positive atmosphere of engagement is through reward systems. Rewarding good performance encourages staff to continue putting forth their best efforts while providing incentives for continued success (Hoang et al. 2021). Bonuses, awards ceremonies, team-building events, recognition programs, extra days off, or flexible hours can all be used as effective tools to show appreciation and encourage staff participation. 

Regular Feedback
Another way to increase employee engagement is through meaningful work assignments and regular feedback. Providing challenging tasks that are also relevant to their roles helps employees develop job satisfaction, leading to higher motivation levels (Rivaldo, 2021). On the other hand, jobs that lack variety or challenge may lead to boredom or even burnout if not managed properly by HR. Regular feedback on performance provides both encouragement and direction when needed, so employees know what is expected of them going forward. 

Promoting Communication among Departments
Finally, fostering communication between departments can create stronger connections among colleagues, promoting collaboration instead of competition within the workplace (Fu et al., 2019). Hosting regular meetings between managers and teams gives everyone a chance to ask questions or share ideas while getting a better understanding of what others are doing around the office – this kind of dialogue can create opportunities for cross-collaboration across departments and build team spirit within the organization.
How to engage and advantages of engaging a team:
Engaging a team can be a great way to get a job done in an efficient and effective manner. With the help of teamwork, members of a group are able to work together to achieve the goal of completing a project or task. This is done by breaking up tasks into manageable pieces, assigning different roles and responsibilities to each member, and creating clear expectations for all involved.
There are many advantages to engaging a team for any project or task. Firstly, having multiple people working on something at once allows the job to be completed more quickly than if one person were attempting it alone (Kaushik, M. and Guleria; N., 2020). Secondly, with more minds at work, it increases the chances that someone may think of creative solutions that would only have been reached if only one person was assigned the task (Papagiannidis et al, 2020). Finally, when everyone is invested in completing a project successfully, there is increased motivation from each member, which makes the overall result better than if only one individual was taking on the task.
In order to successfully engage a team and use these advantages, it is important for the leader of the group to set clear objectives for each team member (Contreras et al., 2020). They should provide structure by assigning specific roles and responsibilities and setting realistic deadlines that allow for successful completion. Creating an environment where ideas are encouraged, and constructive feedback is welcome is also essential. Finally, it is important that all members feel they are respected and valued by their teammates and their leader so they will remain committed throughout the project. Engaging a team in any project or task, not only will it lead to increased efficiency but it will also create an atmosphere of cooperation and camaraderie among its members that could potentially benefit them beyond this single endeavour.

The employee lifecycle 
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Figure 1: The Employee Lifecycle
The employee lifecycle covers the seven stages that an employee experiences while working for a firm (Itam, Misra and Anjum, 2020). It is a continuous process that starts with attracting potential candidates to the organization and ends with the separation of an employee from the organization. Following are the stages of the employee lifecycle:
Attraction
This stage involves creating a positive image of the organization to attract potential candidates. This can be achieved through effective branding, social media presence, and employee referral programs (Florea, 2011). The goal of this stage is to generate interest among potential candidates and encourage them to apply for open positions.
Recruitment
This stage involves finding and attracting suitable candidates for open positions. This can be done through various methods such as job postings, employee referrals, campus recruiting, and social media (Fernandez and Castilla, 2017). The goal of this stage is to identify the best candidates for the open positions and bring them on board.
Onboarding
This step entails assimilating new staff into the company and providing them with the necessary training and resources. This includes orientation programs, training sessions, and introductions to key stakeholders (Scott et al., 2022). The purpose of this phase is to make new staff feel at ease and confident in their new role and to ensure they possess the abilities and information required to do their work well.
Development
This stage entails offering chances for staff advancement and growth through learning, mentorship, and other activities. Employees can benefit from this by learning new skills and advancing their careers within the firm. The goal of this stage is to keep employees engaged and motivated, and to help them reach their full potential.
Retention
This stage entails keeping staff interested and motivated to stay with the organization. This can be done through various methods such as employee recognition programs, flexible work arrangements, and opportunities for career advancement (Zaharee, et al., 2018). The goal of this stage is to reduce employee turnover and retain top talent within the organization.
Separation
This stage involves the process of ending an employee's employment, whether it be voluntary or involuntary (Gerpott, Lehmann-Willenbrock and Voelpel, 2017). This stage involves exit interviews, final paychecks, and the transfer of responsibilities to other employees. The goal of this stage is to ensure a smooth transition for both the departing employee and the organization.
Examples of engaging a team 
Regular check-ins are a simple but effective way to engage the team. Organisations must schedule regular one-on-one meetings or team meetings to check in on progress, provide feedback, and address any concerns. This helps build trust and fosters open communication between team members and management (Dinh et al., 2021). It also allows employees to express their thoughts and make ideas, which can help improve the work environment and drive results.
Employee recognition is a powerful tool for engaging the team. Organisations should implement a program to recognize and reward employees for their achievements and contributions to the organization (Darma & Supriyanto, 2017). This can be done through awards, bonuses, or public recognition. Employee recognition helps build morale, boost motivation, and create a positive work culture. It also shows employees that their hard work is appreciated and valued, which can help retain top talent.
Team building activities are a fun and effective way to engage the team. Organisations should organize fun and interactive activities to foster teamwork, communication, and collaboration (Breitbach, Reeves, and Fletcher, 2017). This can be done through team lunches, sports events, or team-building exercises. Team building activities help build relationships, break down barriers, and improve communication. They also provide a fun and relaxed environment where employees can get to know each other and bond, which can help foster a positive work culture and improve team performance.
Employee engagement model and its implementation 
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Figure 2: Employee Engagement Model – PEARL
PEARL is an acronym that stands for Purpose, Engagement, Autonomy, Relationships, and Learning, and it is a comprehensive model for employee engagement. This model provides organizations with a framework to create a workplace culture that supports employee engagement and satisfaction, leading to increased productivity and success. By implementing the model, organizations can create a workplace culture that supports employee engagement and satisfaction, leading to increased productivity and success. Following are the steps to implement the PEARL model:
· Define purpose: The first step in implementing the PEARL model is to clearly articulate the organization's purpose and how it aligns with employees' values and goals (Giddens and Morton, 2018). This aids staff members in comprehending the value of their work and how it impacts the overall success of the firm.
· Foster engagement: Engagement is a critical component of the PEARL model, and organizations can foster engagement by creating a workplace culture that promotes meaningful work, open communication, and growth opportunities. Encouraging employee involvement in decision-making and providing opportunities for employees to provide feedback and ideas can also enhance engagement (Chanana, 2021).
· Promote autonomy: Autonomy is the ability of employees to make decisions and take ownership of their work, and it is a critical factor in employee engagement and satisfaction (Lin and Ping, 2016). By providing employees with the freedom and resources to make decisions and take ownership of their work, organizations can increase motivation and job satisfaction.
· Strengthen relationships: Positive relationships among employees are critical to employee engagement, and organizations can foster these relationships by promoting collaboration, teamwork, and inclusivity (Luu, Rowley and Vo, 2019). Providing possibilities for team-building activities and encouraging staff to collaborate on projects, and promoting open and honest communication can strengthen relationships among employees.
· Measure impact: Regularly assessing the impact of the PEARL model is critical to its success. Organizations can measure the impact by conducting employee surveys, focus groups, or one-on-one interviews to understand the level of employee engagement and satisfaction (Miller and Miller, 2020).
Industry examples 
Many technology companies like Google and Apple have implemented the PEARL model to drive employee engagement and satisfaction. These companies provide employees with a clear sense of purpose, opportunities for growth and development, and a supportive workplace culture that promotes positive relationships and autonomy (Mazzei, Flynn, and Haynie, 2016).
Healthcare organizations like hospitals and clinics have also successfully implemented the PEARL model to drive employee engagement and satisfaction. These organizations provide employees with a sense of purpose by emphasizing the importance of their work in improving patient outcomes. They also provide opportunities for growth and development through training and learning programs.
Financial services organizations like banks and investment firms have also successfully implemented the PEARL model. These organizations provide employees with a clear sense of purpose by emphasizing the importance of their work in helping customers achieve their financial goals (Grewal et al., 2017). They also provide opportunities for growth and development through training and learning programs.

Conclusion 
The essay concluded that the employee lifecycle is a continuous process that starts with attracting potential candidates to the organization and ends with the separation of an employee from the organization. The stages of the employee lifecycle include attraction, recruitment, onboarding, development, retention, and separation. To engage the team, organizations can implement regular check-ins, employee recognition programs, and team-building activities. Moreover, the PEARL model provides a framework for employee engagement, with the acronym standing for Purpose, Engagement, Autonomy, Relationships, and Learning. The steps to implement the PEARL model include defining purpose, fostering engagement, promoting autonomy, strengthening relationships, and measuring impact. 
By implementing the PEARL model, organizations can create a workplace culture that supports employee engagement and satisfaction, leading to increased productivity and success. Many technology companies, such as Google and Apple, have implemented the PEARL model to drive employee engagement and satisfaction. Additionally, Healthcare organizations, such as hospitals and clinics, have also successfully implemented the PEARL model to drive employee engagement and satisfaction. Further, financial services organizations, such as banks and investment firms, have also successfully implemented the PEARL model.
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