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The essay aims to explore the various stages of an employee's lifecycle and how Human Resources can influence the workforce by engaging workers at every stage. Today's competitive environment demands that companies develop and implement effective employee engagement strategies. Human Resources Department plays a vital role in this process and must understand the various steps involved in making sure that workers are engaged. According to Grant (2012), employees who are engaged are more productive and contribute to the company's goals. 
An employee's engagement is a psychological and emotional connection that they have with their employer, which can result in increased productivity and job satisfaction (O’Malley, 2000). This type of engagement goes beyond merely being satisfied with their current job. It also involves a level of dedication and motivation that the employee has for their work. Employees should be engaged from the very beginning, as organizations can achieve a more positive work atmosphere and boost their productivity (Agarwal and Farndale, 2017). Various methods can be used, such as providing growth and advancement opportunities, regularly communicating with staff members, and honouring and rewarding staff members' achievement (Meyer and Allen, 1997). According to Teo et al., (2020) employees who are highly engaged are more likely to work hard and meet their job requirements. This is why it is important that organizations take the necessary steps to develop a positive work environment. An organization's ability to retain and attract talent is linked to its success. 
A commonly used model is Towers Perrin, in which engaged employees are more productive and contribute to the company's success than those who are not. This is because they are more committed and motivated to work harder. Being engaged can also help an organization maintain its competitive advantage. It can prevent costly turnover and ensure continuity among staff members (Luthans et al., 2010). Throughout an employee's career, Human Resources professionals play a vital role in developing and implementing strategies that can help employees feel valued and included. These include developing effective communication and recognition programs, as well as providing a conducive work environment. In addition, Human Resources must regularly train supervisors so that they can effectively engage their teams.
 For instance, in a large hotel, they must create a culture of inclusion and feedback mechanisms to encourage employees to feel valued and included, as well as promote work-life harmony. This initiative-taking approach can help boost employee productivity, satisfaction, and overall company performance. 
The employee lifecycle starts with recruitment and ends with separation. Throughout this process, Human Resources departments can provide employees with the necessary resources and support to make the transition into their new organization as smooth as possible. In addition, performance management techniques can help improve employee growth by providing feedback and coaching (Barger, 2017). HR can help promote employee engagement by addressing the different concerns and needs of staff members at various stages. One of the most critical factors that Human Resources departments must consider when it comes to hiring and retaining employees is the candidate's compatibility with the company's culture. By identifying people who share similar beliefs and behaviours, the department can improve employee satisfaction and engagement. HR professionals can help employees develop a more committed and motivated work environment by carefully screening applicants. This can help them align their personal goals with the company's culture. New employees should have a smooth start to their employment as it can help them develop a stronger connection with the company. In addition, HR departments should offer orientation programs to help new hires understand the company's goals and values. They can also establish a buddy system or mentor system to help new hires feel more supported. In order to retain and motivate employees, training and development must be included in the company's overall strategy. According to studies providing opportunities that promote learning and development can result in a more satisfied workforce. Moreover, such initiatives can help employees stay updated with the most recent industry practices and technologies, thereby improving their performance and productivity. To ensure that they can retain the best talent, organizations need to develop a comprehensive strategy to attract and retain them. They should also consider the diverse benefits that they can offer their employees. Some of the strategies that businesses can use to retain their employees include benefits, and maintaining a healthy work-life balance, among others. The onboarding and recruitment process play a vital role in employee engagement.
 To attract and retain the best talent, the HR department should devise effective strategies that foster a culture of trust and accountability. 
The process of completing the recruitment process is also crucial to making new employees feel connected to the company (Wright & Gardner, 2003). According to studies an effective onboarding program can boost employee retention and engagement rates. It can also help new employees feel more connected to the company during their first few months of employment. A positive first impression can have an enormous impact on an employee's engagement. According to studies conducted by Kline (2005), it can help an employee feel valued and included in the company's culture. This is especially true when it comes to onboarding and recruitment. Human Resources plays a vital role in making sure that the organization's environment is welcoming. They can help employees feel motivated and connected to the company by emphasizing the organization's goals and values. This can foster a culture of engagement (Dess & Shaw, 2001). It is especially important that employees have clear goals and expectations. This can help them become more committed to their work and improve their performance. Having a clear understanding of one's responsibilities can help motivate and inspire employees (Locke & Latham, 1990). Having clear goals and expectations can also help employees feel like they have a purpose and direction in their work. This can help them improve their performance and make them feel valued and included in the company. Being honest and open with employees is particularly important to maintain a positive work environment. This can be done through the establishment of various communication channels such as team meetings, one-on-one conversations, and suggestion boxes. To find out what topic’s employees would like to learn more about, HR professionals can send out an engagement survey. These types of workshops and learning sessions can provide employees with valuable professional and personal knowledge. Being open and transparent with employees helps them feel valued and understood. This approach also allows them to collaborate and solve problems, and it enhances their contribution to the company's success (Downey, 2014). A comprehensive orientation program is important to engage new employees. According to Burke & Hutchins (2008), these provide new hires an overview of the company's values, expectations, and culture, which helps them feel connected to the organization.
 An organized onboarding process can help companies establish a foundation for employee success. Human resources play a vital role in employee engagement.  They can help improve the quality of life for their employees by providing them with numerous opportunities and resources, such as career advancement (Hays, 2009). They can also develop a positive work environment through the establishment of competitive pay and benefits packages. Through development and training initiatives, employees can acquire new competencies, gain a sense of growth and progress in their careers, and ultimately contribute more effectively to the overall success of the organization (Lengnick-Hall et al., 2009). There are various strategies that can help them retain their employees, such as providing them with career advancement opportunities and creating a supportive work environment (Luthans, 2007). 
One of the most crucial factors that employers consider when it comes to hiring and retaining employees is offering a competitive compensation package. This can be done through the establishment of performance-based bonuses and health insurance plans. This approach not only draws in top candidates during the recruitment process, but it also motivates workers to perform at their peak and maintain their loyalty to the company. According to Delaney and Huselid (1996), employees will feel valued and appreciated by offering competitive benefits and compensation. One of the most critical factors that employers consider when it comes to retaining talented workers is employee retention. The goal of retention is to maintain the employees' motivation and enthusiasm to stay with the company. This can be achieved by offering competitive pay rates, promoting career advancement, and fostering a favourable work atmosphere. To effectively implement this process, organizations must thoroughly analyse the data of their current employees. In addition, it is important that the company regularly engages with staff members to ascertain their satisfaction and ensure that their requirements are being met. When an employee leaves an organization, it is referred to as separation. Having a well-defined separation process can help employees get the help and support they need to successfully transition out of their current workplace. In addition to these, organizations should also avoid damaging their relationship with their former employees. 
Interviewing departing employees can provide organizations with valuable data on the reasons behind their departure, as well as identifying areas for improvement. By developing withdrawal plans and promoting employee retention, firms can foster a committed and energized workforce that contributes to organizational success. One of the most effective ways to encourage team building is through regular team building activities (Hays & Hill, 2019). This can be done through the establishment of a constructive work atmosphere. In large hotels, the HR department can also implement various strategies such as training programs and feedback mechanisms. These strategies can help create an encouraging work environment for employees as they go through their employment journey. A well-designed wellness program can help employees improve their performance and develop healthier lifestyles. It can involve various activities and resources, such as mental health support, fitness tests, and incentives for good habits (Johnson, 2020). Companies can promote a more enjoyable work environment by taking a more active role in the well-being of their employees. This approach can help boost staff satisfaction and engagement, as well as show their commitment to promoting healthy lifestyles. Establishing a well-designed wellness program is vital for creating a culture of trust and commitment and guaranteeing the well-being of workers at every juncture of their employment journey. Employees should be engaged from the very beginning of their employment to ensure that their work environment is conducive to productivity and fosters an optimistic work atmosphere. Various methods can be employed to achieve this, such as providing growth and advancement prospects, regularly communicating with and assessing staff members, and honouring and rewarding notable contributions (Bakker & Albrecht, 2011). Human resources are also a vital part of employee engagement as it can implement programs and initiatives that help workers feel like they belong and have a sense of purpose in their work. By actively engaging staff members from the moment, they sign on, a company can create a culture of loyalty and motivation (Macey & Schneider, 2008).
In conclusion, an organization that has an above-average engaged workforce can improve its productivity, profitability, and customer service. Its employees are more engaged and stay physically and mentally present at work. 
Pride in one's work can result in better innovation, reduced workplace accidents, and better customer service. Companies can save money annually by improving their operations. In addition, it can help boost a firm's reputation as a place of satisfaction. The bottom-line results of an organization can be affected by the reduction of absenteeism and the improvement of safety standards. The people who are part of an organization can make an enormous difference in its performance.
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