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[bookmark: _Toc134460483]Introduction
Employee engagement is developing the enthusiasm and involvement of the employees to maintain their roles and responsibility in the workplace. This study is trying to explore the impacts and importance of employee engagement and employee lifecycle maintaining procedures in different industries. Moreover, this paper is discussing the adverse effects of employee engagement on the employee's lifecycle to maintain sustainability in the working environment. This study is also discussing recent industry trends and evaluating the performances of the employees that provide support to the different industries to identify their issues or problems. The employee is the most positive things in an organization (Wood et al. 2020). The end of this paper is trying to identify the different skills to improve employee engagement that fosters the development of the organization and boost the revenue of the firm. 
[bookmark: _Toc134460484]Discussion on context
[bookmark: _Toc134460485]The internal and external factors to improve the employee's lifecycle in the working environment
The jobs that has assigned to the individual workers or the team need to have assigned with adequate resources so that they can complete the task in time. Employees in case found critical jobs daily assign to them with inadequate resources demotivates and subsequently resign from the work environment. Irresponsible employees have also terminated from the organization in case found not completed their assigned work in time (Cattermole 2019). The cultural barriers in case found between the employees need to solve for the smooth running of the company (Bianchi et al. 2022). The relationship has also been strengthening by strong communication skills that enable the employees to draft their tasks appropriately without any interference. Employee lifecycle is improved by the growth opportunities in the career of the individual workers through the training and proper mentoring process. There are several external factors that the employees face during the working such as the obligation from their families (Ashok et al.2021). In fact, most girls are being restricted to work outside of their homes enabling low productivity of the individual and degrading the growth of the industry. the external factors can be best defined in terms of social, political, economic, technological and cultural in an organization of an employee. 
[bookmark: _Toc134460486]Understanding of employee lifecycle and employees engagement 
Employee lifecycle
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Fig 1: Stages of Employee lifecycle
(Source: Employeecycle, 2023)
The lifecycle of the employees consists of six distinct stages for engaging the employees in the respective organization. Recruitment is the initial phase of the employee lifecycle and is an attraction that involves advertising the brand in a strategic way so that a large number of job seekers apply for the company. This is the main task of the Human Resource team is to properly advertise the brand that addicts job seekers to work for the company (Vardarlier, 2021). The job seeker looks after the top companies that have good reputations in the market and proposes higher salaries in the market. Second, is the recruitment of the employees in the lifecycle which involves the resource team's need to take appropriately skilled workers that can complete the organization's task by aligning with the objectives. The human resource team must ensure the hiring of people that can do suitable work for the long term in the company. The recruitment phase starts with the application phase followed by the skill test and last is the interview process.  On boarding is the third phase of the lifecycle of the engagement of employees that involves providing adequate resources so that the employees can do the assigned work within the stipulated time. Fewer amounts of resources result in incomplete task completion and thus demotivates the working of the employees (Amin et al. 2021). The fourth stage of the lifecycle represents the development of careers of the individual employees in the organization and it achieves by imparting regular proper training to the old and new employees and providing individual mentors to each employee for their skill development. Several companies due to low workforce and high load of the work cannot provide proper training that decreases the engagement of the employees in the organization (Ybema et al. 2020). The second last stage of the lifecycle is the retention of the employees in the company and that has achieved by providing adequate feedback in terms of a rewards system such as increasing the rank and salaries of the employees and recognizing the valuable work done by the employees. Small corporate companies has being observed as not recognizing their employees' work and not contributing valuable feedback that results in resignation and lowering the workforce in the organization (Ali et al.  2020). of The last stage of the lifecycle includes the separation process which is the termination or resignation or retirement of the workers from the organization. The worker in case found not suitable to provide profit to the organization substantially tends to terminate (Christensen et al. 2022). Second, in case the worker has not found satisfactory with his or her job due to inadequate resources or any other response then he or she resigns from the workplace. The last way to get an exit from the cycle of employment ship is retirement attaining old age (King et al. 2021). The company gives valuable feedback to the persons that retire from their companies. . 
Human relation theory has adopted by companies for enhancing the engagement of the employees in their organization. This theory aims to create a sustainable work environment that fosters the development of better relationships between the workers and the organization (Huang et al. 2022). Satisfaction of the employees, the productivity of the workers and the process of managing the workplace are the key attributes that define human relation theory. This theory encourages individuals to participate in the work of the organization and boost their productivity along with leveraging their skills.  
Work Engagement theory involves maintaining the roles and responsibilities of the employees in the workplace for positive outcomes and sustainable progress of the business in the organization (Ababneh, 2021). This theory helps to improve the employee retention rate and enhances the objectives that procure the growth of the business firms. 
[bookmark: _Toc134460487]Reviewing the recent industries trends and analyzing the performances of the employees
Tesla is one of the largest companies in the world that faced several issues due to poor communication among the employees of the organisation (Sun and Bunchapattanasakda, 2019, p.66). During the development of the Fremont car assembly plant, Tesla faced issues due to a high number of injuries among the employees. However, Tesla rectified their mistake instantly by implementing transparent communication as part of their engagement strategy to improve the safety of workers. The management of the company asked employees to report every injury without any exception to take necessary measures instantly and prevent such accidents in future (Kwon and Kim, 2020, p.100704). 
The management of Tesla started to perform every task on the production line with the workers and employees who have injured to identify the safety improvements, which can made (Lee et al. 2020, p.36). Because of this initiative of Tesla, the number of accidents reduced drastically by more than 55% from 2018 to 2019. As an organisation, Tesla puts a lot of emphasis on increasing employee engagement to reduce issues and accidents within the workplace for the safety of workers and employees. The initiative drastically improved employee engagement within the workplace of Tesla, which improved the productivity of workers and employees as well (Chanana, 2021, p. e2508). 
[bookmark: _Toc134460488]The adverse effect of employee engagement on the employees' lifecycles
There are different negative outcomes of employee engagement that lead to stagnation of the organization and cause disruption in the organization. Sometimes, it has observed that the employees are not properly engaged in the organization due to low availability of resources resulting in a loss in finance and time of the organization (Solberg, E., Traavik, L.E. and Wong, S.I., 2020). Numerous cases depict that the employee lifecycle has affected by high employee engagement. The large number of employees in the organization has a high chance of leaking information from the organization thus bearing the loss of the company (Triana et al. 2021). High chance of revealing the confidential policies of the company that leads to failure of the company. A large number of employees in the organization lead to improper mentoring and coaching those results in the negligible career development of the individual (Abalkhail, 2022). Large employee engagement affects the leaders most such as the health and well-being together with the self-awareness and the personal sense of accountability.
[bookmark: _Toc134460489]Skills required to enhance the employee's engagement
There are different skills required by the employee to enter the organization and do work along with the organizational goals and objectives (Meijerink et al.  2019). A personal development plan has been developed that ties in with the organization's goal and a critical analysis is done below. 
[bookmark: _Toc134286747][bookmark: _Toc134460490]Personal Development Plan
	OBJECTIVES
	SUCCESS CRITERIA
	ACTIONS
	IMPLEMENTATIONS

	Time management
	The assigned task needs to complete on time
	Developing small strategies in sequential steps to complete in time 
	Sticking to the daily schedule

	
Communication skills
	Effectively communicate with the consumers and other stakeholders
	Communicate daily with the strangers 
	Bridging the communication gaps. 

	Leadership skills
	Develop effective leadership quality in the organization
	organizing the small team and leading it appropriately
	Controls the procedures that align the goals of the organization

	Emotional skills
	develop confidence and remove hatred for others
	Completing the task on time and being punctual to the job 
	Cutting down the cultural differences.


Table 1: Personal Development plan
Source: (Self Developed)
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Communication in the organization
Communication in the organization helps to boost the service of the organization thus enhancing the revenue and finance of the organization (Gomez et al.  2019). Employees effectively communicate with each other to narrow the gaps and work effectively to produce sustainable outcomes for the organization.  Hence, communication skill is an important factor to translate into a positive environment in the organization.
Leadership Style in the Organization 
Leadership style is an important technique to control the working process in the organization. The managers and the line executives take the responsibility of leadership roles to execute the smooth working of the organization. Leadership skills have been learning by separating the task and distributing it into small teams and controlling each team and its task processes (Marques-Quinteiro et al.  2019). Implementation has been bringing into the leadership style by developing the style of monitor ship in the organization,
Time management in the organization
The engagement of employees can increase through good time management in the organization. Individual workers including me need to manage their time effectively to complete the task for smooth development of the organization. I have to speed up my work and complete it in time to gain a competitive advantage for the company in the market. Time management is an important skill to adhere to employees so that the task has been complet in time (Schroth, 2019). Time management has done individually or collectively within the organization. 
Emotional intelligence in the organization
Emotions play a great role in the business organization for their development of stakeholders of the organization and running the company in the market effectively. The employees have expected not to sow their anxiety and depression in case any hard work comes in the path of their working time (Digby et al. 2021). They must control their emotions and search adequate path for transforming the hard work into easy mode and delivering it properly. The employees have expected to keep calm when dealing with the consumers and give all solution that leads to the development of the organization.
[bookmark: _f44rvk58h427][bookmark: _Toc134460492]Conclusion
Study highlights the different internal and external factors that affect the engagement of the employees in organizations. The skills required to enhance the productivity of the employee is highlighted in this work project. Tesla is the chosen company and with respect to this employee, analysis has done. The employees follow a personal development plan that provides the key skill need for positive outcomes of the organization. 
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