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Employee engagement in human resources, in general, aids in making sure that all workers are enthusiastic and have the authority to do their best work. Successful businesses and satisfied workers are usually the results of employees who care about their jobs beyond merely being paid (Sato et al., 2019). Engaged workers have been shown to not only be more productive and satisfied in their employment but also to be more loyal to the firm and more eager to contribute to the success of the organisation. The success of every organisation is directly tied to the employee life cycle. After all, there is an opening to enhance the employee experience at every stage of a worker's tenure with a firm (Soane et al., 2017). Employees are aware of where they are in the course of their employment timeline when a firm has a life cycle programme in place, and managers can use information acquired during off-boarding to help guide future HR choices.

Employee involvement in human resources also helps in ensuring that all workers are completely dedicated to the company's aims and values and continue to feel encouraged and motivated to contribute to the company's overall success (Tabassum et al., 2017). The goal of any employee engagement strategy should be to improve the lives of the workers directly or indirectly involved. HR has to continuously train workers to keep them enthusiastic. Assure that there are well-defined ways for employees to advance in their careers (Marchington et al., 2016). Participating workers are aware of their responsibilities. Both individual and group objectives have been established. A company's human resources department is crucial to the success of any employee engagement strategy, but these strategies may and can be implemented by any department (Johnston et al., 2012). Human resources departments should prioritise employee engagement because of the positive effects it has on retention, morale, and output. Improving employee engagement requires some core role that should be performed by every HR department.

Executive Leadership and Human Resources should take on the role of CEO regarding employee engagement, with a focus on finding and supporting innovative ways to get more people involved in the workplace (Gallagher, 2016). Furthermore, HR is in charge of conveying and elaborating on the company's expectations to its workforce.

Training and human resources should also be accountable for educating managers on effective methods of employee motivation (Friedman, 2012). By promoting open communication, identifying and eliminating impediments to engagement initiatives, celebrating achievements, and looking beyond data to the people behind them, human resources professionals may set a strong example in their position as advisers for enhancing employee engagement.

Activities and human resources play a critical role in employee engagement, which is crucial to the success of any firm, but they must also play the part of engaging humourists by injecting energy, excitement, and inspiration into the process (Torrington et al., 2020). HR may create an engaging environment where employees feel appreciated for their unique contributions and where teamwork is celebrated by creating, executing, and arranging employment engagement events.

Measurement, the Human Resources division is the gatekeeper for company commitment. Human resources should not ignore the importance of the conversations and strategies that have a direct impact on employee engagement in favour of relying simply on data, analytics, benchmark targets, and ranking figures (Torrington et al., 2020).

The positive effects of employee involvement extend well beyond increased productivity and reduced accidents in the workplace (Friedman, 2012). Because of the interwoven nature of many of these characteristics, employee engagement may serve as a strong indicator of an organisation's future success. The following are some of the advantages of employee engagement:

Better Employee Health, disengaged workers are more prone to have physical and mental health problems, which may further reduce productivity as well as raise expenses (Gallagher, 2016). Conversely, workers who have a positive outlook on their occupations seem to be more likely to feel well overall and have the stamina to engage in healthful activities like exercise.
Increased Productivity, it is no secret that firms benefit from the hard work of individuals who are passionate about what they do. According to Gallup, engaged workers are 17% more productive, which may have far-reaching effects on the company's bottom line and survival (Marchington et al., 2016). 

Greater Employee Commitment, employees that are invested in their work and the success of the company as a whole produce more and care more about the company's future. That implies they are more inclined to invest in activities that are harder to quantify but have a greater overall effect (Tabassum et al., 2017). Examples include making improvements to existing procedures and training new workers.

Better Customer Service, customers would notice that greater care was taken in how they were treated by personnel who were more invested in the company's vision and aims. Plus, their enthusiasm for the company will rub off on consumers. Customers' engagement with a brand is closely correlated with the quality of their experiences, which in turn may boost their loyalty.

Improved Collaboration, the ability to work together efficiently and foster a feeling of camaraderie amongst employees is directly correlated with their level of engagement with their organisation and their teammates (Soane et al., 2017). It is a virtuous cycle that begins with this action and leads to more participation from their peers. 

Lower Absenteeism, the capacity of a business to accomplish its goals may be severely hampered by absenteeism. Gallup found that organisations with strong employee engagement had 81% fewer absenteeism than those with low employee engagement. Companies can see the effects of this distinction on efficiency and output (Torrington et al., 2020).

A greater level of employee engagement has been shown to have a positive effect on the bottom line by decreasing employee turnover, increasing productivity and efficiency, enhancing customer service and retention, and delivering better profits (Shantz et al., 2016). The bottom line is that a productive workforce makes running a firm simpler and frees up resources for higher-return endeavours like innovation, process optimisation, and product creation.
An employee's journey within their organisation is broken down into several phases, and they are mapped out using the employee life cycle model. There are several compelling arguments in favour of the employee life cycle model. The most notable advantage is that it compels to assess and enhance the worker experience at every point of the process. In addition, an employee's likelihood of staying with the organisation is proportional to how satisfied they are with their whole experience. To further understand the significance of employee engagement across the employee life cycle, each phase will be described below. 

Attraction, to begin the employee life cycle process, the company must first recruit new personnel. It does not matter how novel or powerful the product or service is if the firm is unable to attract and retain the best talent (Qualtrics, 2022). Representing the firm in a positive light in the eyes of current and potential employees is an important aspect of its reputation management strategy, often known as the employer brand. The company's working environment is well-liked by those who are interested in working there, whether or not they are already employed there.
  
Recruitment, recruiting is the second phase of the employee life cycle, and it comprises actively seeking out and persuading the most suitable candidates for available jobs inside the organisation (Castellano, 2013). Recruitment may occur in response to vacancies, but it can also occur to fill whole new roles. The most efficient methods of hiring ensure that applicants have a positive experience, that vacant jobs are filled collaboratively according to clear criteria, and that valuable feedback is gleaned to better inform future recruitment campaigns.

Onboarding, the subsequent phase of the employee life cycle model is onboarding. Assuming the firm has successfully recruited top talent, the next stage is to train and educate them so that they can contribute productively to the organisation (Imandin et al.,2014). In the "onboarding" process, new hires are instructed in the ins and outs of their jobs, as well as the company's core principles, standards, and processes. New employees need to feel comfortable in their roles and with the company before they can contribute effectively in the long run.  

Development, Throughout the employee life cycle, this is the development phase. Through consistent, positive reinforcement of their team member's professional development, managers may hasten their employees' skill acquisition and improve their chances for future promotion.

Retention, the fifth stage of the employee lifetime model is retention. The company's culture may be more influential than ever before (Handa et al., 2014). It is expensive to replace departing workers, thus the organisation must maintain a favourable culture. By emphasising retention, businesses may reduce this risk and increase employee longevity and pleasure on the job.   

Separation, in the employee life cycle, separation is the last stage. Most people's tenure in the labour market will come to an end at some point, either because they retire, change jobs, or leave the workforce for other reasons (Hamidu Magem, 2017). It is essential to put as much thought and preparation into the process of leaving as was put into the process of entering. If a key member of the team leaves, it might have a major effect on the others. 

For example, HBO's Corporate Social Responsibility division collaborates with the company's workers, talent, and non-profit partners to address industry and community-related social concerns. Workers are motivated to make a difference in the world by receiving encouragement from their superiors and acting on their convictions.

Maslow's hierarchy of needs is a concept that is familiar to most business professionals. The impact on human resource management has been as pervasive as the mandatory tea break in most business courses (Kovjanic et al., 2013). According to the idea, people are driven to take action when they make progress toward satisfying one or more of five needs: physiological, security-related, relational, evaluative, or autonomous (fulfilment). Employee motivation increases when these demands are met. According to Ladyshewsky et al., (2017), a person cannot be completely engaged or pleased in their work until their basic needs are met. Employees have the most fundamental needs to be and feel secure in their employment, as well as to have job security and a liveable salary. Workers need to feel like they belong at work (a feeling of belonging) and that their contributions are valued (Shyam et al., 2015). Employees, therefore, need to develop, advance, be innovative, and take initiative.

For example, Google provides its employees with bicycles and electric automobiles, as well as game rooms, organic gardens, and environmentally friendly furniture for use in meetings and around the office. The company's goal is to enhance the quality of life for its workers, so it's always looking for new methods to boost the happiness, security, and health of its employees, who are known as "Googlers."

To make an employee feel appreciated, involved, and motivated at work, a model of employee engagement may be used as a guide. Having strong values is essential to the success of any business (Shirin et al., 2017). Policies must be put into action, and the correct actions must be taken by managers and top-level leaders for this to succeed. The company's goal is increased output and profitability, and the employees' enthusiasm is what will get them there (Shantz et al., 2016). Maslow's model serves as a gentle reminder that leaders and their organisations benefit most when they adopt an "outward mindset," viewing the world through the eyes of those with whom they interact. 

Employee engagement is more important than the employee experience. By addressing issues like position clarity, meaningful feedback, belonging, learning, and growth, well-designed employee engagement systems boost performance and enhance culture. Employee life cycle diagrams are useful for visualising and planning an employee's journey through an organisation, providing them with the information they need to ensure a positive experience at every step of their employment. To keep workers engaged in their jobs, it's important to tend to their fundamental psychological requirements. Passionate about their work, they inherently seek methods to enhance performance and exceed. Employee engagement research in HRD has contributed to expanding the breadth of employee engagement theory from a psychological point of view, as we found when we looked at the theory's evolution through time.
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