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Human resources are defined as a group of people that makes up the workforce, organization, business, and industry. All businesses sector needs human resources to run the business efficiently. Human resources are also known as manpower, labour, or in other words, people (Di Vaio et al., 2020). It is not limited to employment, budget maintenance, employee satisfaction, transfer, company culture, training, and managing benefits. In the business sector, human resources are essential. These people look after the whole colleagues present in the office. Hence, they also play an integral role in retaining employees and enhancing any organization's efficiency and effectiveness (Snell & Morris, 2018). 
Human resources play a crucial role in engaging employees in the workforce. Hence, this department has to ensure that employees with the appropriate skills, talents, tools, and environment to perform the assigned tasks. Also, engagement with employees is essential to ensure that work is needed, hence making career progression (Roziq et al,. 2021). Another role that human resources play in engaging employees is providing them with tools by the company, telling them about the organization's vision, aim, and different tasks. If employees are introduced to a new environment, help they gain different skills to help enhance the company, which will benefit them (Gherman et al., 2016). There is a need to increase and enhance employee engagement through socialization, giving attention to each employee, serving the employees (through any means), training, conducting different sessions, and listening to employees. Connecting and linking with employees is another essential function to engage them in the workforce (Stahl et al., 2020).
Employee engagement has a history from the 1990s. Hence, this has engaged in new importance since 2000 by Melcrum publishing, which conducted a survey which suggested that employee engagement is a new challenge or factor in HR; hence it has gained new interest. Furthermore, employee engagement as a team includes a good link between employees and employers, leading to a healthy work environment. It is crucial for the success of any organization as integration between employees plays a significant role in employee engagement. The organization has enhanced performance with profit and high employee satisfaction with engaged employees. The CEO of Johnsonville named, Ralph, found that employees in his organization were uninterested in work as he was the only person who was excited in the workforce and performed many tasks to succeed. He suggested that a leader plays not achieve success but sets an environment that hears and listens to employees, enhancing the organizational performance (Sadri & Singh, 2014).
The employee life cycle refers to the HR model, which recognizes the different stages of an employee's advances or schedule in an organization or workforce (Turner & Valencia, 2019). It is the role of the organization's human resources to keep continuing the employee's progress and track as it gives steps of an individual's career in an organization (Sato et al., 2020). 
The first step of the employee life cycle is attraction. It refers to the strength and innovation of any product. That lures any individual due to diversity or specification from another workforce. The organization’s growth strategy can be implemented through hovering brand awareness in popular industry magazines, websites, and blogs. It is crucial to be known in the market for the great culture (working environment), offer employees different benefits and compensation, and seek out the company’s softer benefits with lunches, outings, celebrations, Etc. Attraction is the first phase in the cycle. Hence, a good image needs to externalize in the market. For example, Google aims to provide freedom in the work environment and not tied to work at a desk. Google wants productive and outspoken employees; hence, many people are attracted to apply to Google. Google also provides different perks, including healthy meals, free health, subsidies, environment with different games and attractions for the employees to rest and take a break. Furthermore, while advertising the company, the work culture must help increment specific skills that do not bind employees. Thus, attraction is the primary step that the organization takes to make the business work and gain profit (Amarakoon & Colley, 2022).
The second step is recruitment. Hence, the employee lifecycle’s second phase is recruitment, which refers to the period when the organization seeks and recruits the best talent for the organization that runs and maintains the performance of the business. Furthermore, this phase results when a vacant place to employ other people or a position is created to make the work easier (Oaya et al., 2017). This phase can be employed by applying referrals from the existing teams as the individuals of the business do know the better fit for the role. Another way is to apply on the recruitment websites for the role, and people will see and then the organization can interview them to observe them. Hence, employees also asked for help in suggesting suitable candidates for the role in the organization. For instance, Nestle recruits people occasionally; hence the company posts it on its website and social media platforms and contacts their mates for individuals that fit the role in the company; hence individuals are called for interviews and screening. Hence, recruitment is applied in my team; hence social media will firstly come in handy, and I would suggest posting on social media platforms as people are more engaged on social media platforms to reach individuals. Then they can apply for the role or the position. Furthermore, recruitment will help any organization to work more efficiently. Many organizations also send open positions to different universities to have a wide range of options for selecting the best candidate (Bans-Akutey et al., 2021).
Moving forward, onboarding is the third step hence of the employee lifecycle. Onboarding occurs when a company has recruited a suitable candidate. This period is complex as new hires need to adjust to the environment and also, in the starting, learn about the regulations and everyday tasks related to the position. Hence, to implement this procedure, well-described job tasks are needed, also telling about the company's aim, objectives, vision, and mission. It is also crucial to lay the candidate's expectations and follow up from the employee to the department's leader. The onboarding process is applied by many companies like Zapier, which is famous for its remote work environment with automated workflows (Scott et al., 2022). The new employees spend their first week familiarising themselves with the company and the team, learning the tools and systems and getting used to the expectations laid out. Another example is Buffer, a prominent company in its genre, as it is transparent and tells salaries, profits, additional costs, and revenue. The employee's onboarding process revolves mainly around 45 days of boot camp as contractors. As new hires may feel abandoned by the people, the introductory emails and interaction with the department are done. I would engage this process by first giving the employee interaction with the surroundings, emailing the basic needs and tasks starting from easy, and making the employee interact with other mates. The starting period for many new hires will be the hanging for the employee to adjust to the environment (Kumar & Pandey, 2017).
After onboarding comes the development phase, the fourth stage of the employee lifecycle. Hence, this phase means encouraging and promoting the employee's professional development in the team and helping them to enhance their skill progress which will provide a promising career in the organization. This stage can be employed by encouraging external learning and providing them with conferences and sessions that will benefit from increasing their talent, which will merit the organization. Also then helping them to practice those skills to evaluate their talent, skill, and knowledge. If the team members work satisfactorily, reward them for their hard work and efforts. Furthermore, I would conduct seminars for the individuals to learn, guiding them to the correct path, helping them with skills and applying and encouraging them to work hard (Zurdo et al., 2015). In the end, rewards are essential for the efforts done by the employee. For example, Amazon provides extensive training to its employees to build confidence and increase their capabilities. Hence, in 2012, Amazon released the Career Choice program for the employees to asses to educational benefits of the company. It will also help them earn certificates and degrees as long as employees take courses. It helped empower employees to pursue professional educational dreams also. It will value their experience while also applying somewhere else. Hence, development seeks to develop and advance the employees, which will further help the organization and profit. In addition, the development stage is crucial for harvesting the optimistic company in that the employee comes first (Venkatesan, 2017).
The fifth stage of employee lifestyle is retention. The organization emphasizes keeping employees' energies and ensuring they are happy and satisfied with their roles and the business environment. The company's culture impacts this stage if the surroundings of the company are hostile; hence the employees will leave the company. Hiring appropriate people is essential to apply retention in the work environment with good screening. Then help new hires and the team build good relationships. Communication should be part of the work culture; hence employees can communicate with each other. Hence conducting different seminars and outings to motivate the employees of all positions (MANDHANYA, 2015). Applying retention strategies in my organization, employees with great loyalty and different outings and seminars with great known people will also be conducted, and communication in the environment will be integral (Ma et al., 2018). For example, Amazon's own Zappos applies retention strategies to define the employee's track. Also, Zappos promote individuality and creativity. Zappos identify employees for their performance to be able to self-manage the work to bring creativity in them. It is essential to promote the company's value with its name, increase strong trust and provide freedom to manage their work as employees want. Another example is Cadence, that focus on sustainability, pay equity, and diversity. It fosters the inclusion of people with different backgrounds. Thus, the company has been awarded Great Place to Work worldwide, Fortune's list of the 100 Best Companies to Work For, and World's Best Multinational Workplace. The company uses the "One Cadence—One Team" slogan, and 92% of employees are proud to be called that (Covella et al. 2017).
The last stage of the employee lifecycle is separation. It refers to the conclusion or the end for the employees, whether due to retirement, new employment, or other reasons (Cattermole, 2019). Hence, the separation process is equally essential to the onboarding process. It is a strategic approach, as when a team member leaves, it impacts the whole team. Hence, the strategies of strategic separation include accepting the leave first. Then understanding the reason with remaining positive towards the dispersion also, asking the feedback as the individual has been working and wishing the person luck, as the leader needs to reaffirm the commitment and remind that departure is hard, but the team will recover (Gathiira et al., 2020). If an employee wants to leave my organization, it is vital to understand and accept the leave. Also, I will say that leaving is disappointing for that individual. However, the team can cope and wish that individual luck for future endeavours with some souvenirs after the individual’s journey in the company. For example, Flour Milling firms in Uasin Gishu County have good working conditions and work culture; hence still individual left the organization, but the company did not have the reason for it but did accept the separation. In addition, separation is the process that the company faces at all costs, and the employee lifecycle starts again (KWAMBOKA, 2016).
In conclusion, the employee lifecycle is an ongoing process as one individual leaves. Another person is hired then the employee lifecycle process is implemented on that person. Hence, the employee lifecycle has 6 phases: attraction, recruitment, onboarding, development, retention, and separation. Each phase has different implementations to be employed. Many examples include that this cycle is helpful to accomplish. The organization primarily maintains this cycle which human resources also help to continue. It is an impressive model to plan and implement each stage for the employees in a distinct organization.
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