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How to engage employees throughout the employee lifecycle


HR can use a framework called the "employee life cycle" to look at the stages employees go through during their time working for an organization. The employee life cycle model, which typically consists of five to six stages from initial attraction to eventual separation is a good tool for enhancing HR's understanding of how employees interact with their employers in various career stages.
The definition of employee experience is not as linear and simple as it may present. This is the result of a deficiency of in-depth research, As the academic discussion around employee experience has only started recently and the concept is not deeply rooted in the scientific literature (Geogardias, 2015) (H., 2013). Morgan also shared this view and argued that employee experience must be evaluated for better employee satisfaction.
The employee life cycle can be used by HR professionals to make sure that the employees are always engaged and work at their best. HR can view the employee experiences as clearly and preciously as the marketers view customer satisfaction (Jason, 2013). This allows them to properly determine if their efforts will have the biggest impact, whether it be reshaping your organization's culture and brand to attract the best talent or revamping your organization's onboarding process. A customer journey map reveals why the customer drops out and where they drop out as well as the precautions n necessary to guide their experience from the first time of interaction to the final consumption of the product as well as giving a good review (Shuck, 2019) (Huckabee, 2019). In a similar vein, conducting an in-depth analysis of the employee life cycle reveals the factors that are hurting the employee experience as well as the best methods for engaging your entire workforce.
HR uses a variety of methods to survey employee lifecycle at every stage of their journey because the factors leading to employee interaction vary for each team member and change over time. This is precisely what surveys of employees' life cycles can accomplish (Bryne, 2022). Life cycle surveys let them know how employees feel about the company at crucial points, like when they were hired, promoted, or decided to leave.
Team members will be honest about how they feel about the business when management uses a worker engagement solution that hides all responses completely and keeps them anonymous and confidential. By increasing employee engagement, human resource managers use this data to improve the brand's image and attract the necessary talent.
At your company, every aspect of the worker life cycle is important to a team member's journey (Jefry M. Saltzman, 2020) (Ayodele, 2022). Here is a primer on each of the six stages, including suggestions for how to improve each one and which questions to include in your own employee life cycle survey.
The recruitment process is not the beginning of an employee's relationship with your company. It all starts when they first learn about the brand. Skilled workers won't work for a company that is not willing to represent them. Employer branding has real power: After reading negative reviews about a company, 55% of job seekers will stop applying, and a huge 92% of people would think of quitting their current job provided an opportunity with a company with a good employee reputation.
For employees, the most important thing is to feel appreciated. Consider the most recent time you received praise at work. It should not come as a surprise that appreciation has the greatest impact on employee engagement, and businesses with a culture that places a high value on appreciation are 79% more likely to place a high value on their employer brand (Turner, 2019) (Gupta, 2019). This was true whether it came from a coworker, a manager, or even a company leader.
However, there are times when expressing gratitude will not motivate employees to join your business. To establish a reputation as an employee-friendly organization, management must incorporate recognition into each team member's daily routine.
Establishing a straightforward employee recognition platform that encourages frequent social and financial recognition is a good place to start. Employee engagement and retention go up by 41% and 34%, respectively, in businesses that regularly practice recognition. The staff as well as management on the team ought to be encouraged to participate (House, 2015) (Geogardias, 2015) (H., 2013). Programs for peer-to-peer recognition that do not include one are less successful. Additionally, employees retain the most praise from managers and other leaders.
Social recognition can be given by any team member, whereas financial service is typically the primary responsibility of human resource management and leadership. On the other hand, a platform with a system of rewards based on points can get every employee involved. The team can buy rewards from your platform's catalog by exchanging points with one another (Catermole, 2019) (Ghatak, 2022). Workers will enjoy choosing rewards that are important to them, such as gift cards, memorable experiences, or things they've always wanted, and word will spread about the company's good employee management system, which will be attracting more exceptional talented workers.
Equally appealing incentives should be used in conjunction with recognition, which is a powerful tool. They are obvious incentives for example salary, health insurance, and retirement funds to less obvious ones (Nosratabadi, 2022). Profit sharing, tuition reimbursement, and even more freedom over when and what. Employees work in many different ways to encourage potential employees to join the organization and keep them motivated.
If HR doesn’t know why employees have stayed with the company, it's hard to convince prospective employees to join the company. Management will be able to focus even more on what it is that keeps employees engaged and show it off to the world once HR knows what it is (Thompson, 2015). To collect this data regularly from all the employees, management must make use of an engagement platform that includes employee life cycle surveys. In surveys, HR must ask employees what primary factors encouraged them to the company, what are the things they enjoy most about it, and what they believe can improve their experience.
The evaluation and selection of candidates is only one part of the recruitment process (Mackey, 2020). It also gives candidates a chance to learn greatly about the company and make decisions if it's a good choice for the employees. All the relevant stages of the employee life cycle can be greatly affected by recruiting employees who are in line with the company culture. By using the suggestions to create a successful recruitment strategy that attracts the right candidates is a good decision for the company.
Recruiting diverse candidates is the first step in creating a diverse workforce. By taking steps to avoid bias at the time of the interview process management can avoid wrongdoing. It is also helpful if management wants to give diversity and inclusion a higher priority when hiring. You can train a variety of interviewers on how to overcome their own unconscious biases and the topics that they should avoid during interviews. Also, management shouldn't limit themselves to just a few ways to recruit. Instead, learn about all the methods today's multicultural workforce uses and then use those channels to talk to future potential candidates (Gilad, 2019). Last but not least, to maintain your organization's vitality and freshness, prioritize incorporating new perspectives and asking candidates questions that reveal their diversity of thought.
After hiring, the most important step is onboarding, which includes everything necessary to make your candidate a well-trained, high-performing employee. Onboarding involves a lot, and it's not easy. It involves communicating the nuances of the employee's new position, handling administrative tasks, and introducing them to your organizational culture. However, it has the potential to determine whether a team member succeeds or fails and eventually leaves early.
After two weeks or a month, onboarding shouldn't stop. Even though this will probably be the most intense phase of onboarding, employees will feel lost if the process is stopped abruptly. Instead, include onboarding features like regular check-ins and training refreshers or updates that last at least the first year the new employee works for your company (Gillien Jones, Roe Gorrel, 2018). Employees will remain focused and engaged throughout their employment, including the initial phase.
It can be challenging to retain an employee after they are hired. Your company must earn the trust of your employees by demonstrating that it is worthy of their continued loyalty. Fortunately, your business should prioritize a number of the most effective strategies for attracting and recruiting talent in addition to those for increasing employee retention. By emphasizing the quality of team leaders, practicing recognition, and creating a winning culture, retention can be improved. 
It is important to ask the right question in the employee lifecycle survey and to make sure that the responses remain unanimous. By asking employees where they see themselves working for the company in five years or if they would recommend it to a friend looking for work, we can identify their satisfaction level. It is a good way to measure company progress on employee retention. To determine if HR is successfully identifying the factors that improve retention in the company, management can also obtain information on the retention attributes discussed above through employee life cycle surveys.
Everything that can assist the employees in maturing within the given organization, from advancing in their fields to acquiring new skills, is included in the development stage of the employee life cycle process (John R. Mattox, Mark E. Vanburean, jean Martin, 2016). This phase of the worker life cycle can have the potential to propel the business to new heights. Investing in your team's professional development is a win-win situation because it creates a workforce that consistently delivers for your clients and gives them the confidence to do things, they never thought were possible. Every other part of the worker’s life cycle is impacted by the improving workforce development process. Workers are more likely to stay in a company that shows its trust and belief in them in a tangible way and all employees have the desire to join a company that helps them grow. Even workers who want to leave the company will always keep in mind the assistance they received and will try to repay you in any way they can.
An approach to continuous learning that sees every day and task as an opportunity to learn something new or improve a skill is the first step in workforce development. Give employees the freedom to look for growth opportunities, such as paying for a seminar or advanced degree tuition. Management should also use guidance and daily meetings where employees can share their hard-earned experiences to spread knowledge within the company (Phin, 2018). If management rewards employees who have achieved their predetermined development goals, they will continue to be motivated and learn more. A platform known as a learning management system (LMS) makes it simpler to organize and share online training content in a range of forms. Consider putting helpful technologies in place as well. Your staff may work on their growth whenever it is convenient for them because they can access it from wherever. After that, your business may keep track of its development and decide whether or not your development objectives are being accomplished. By enabling management to organize courses and even create learning pathways to assist employees to gain skills in the way that suits them best, an LMS also makes it feasible to provide staff members with personalized learning experiences.
Although the life cycle of employees is a useful tool, it can be overwhelming to comprehend each stage. Fortunately, with the help of solutions, HR and managers can enhance the employee experience. The first step is to listen to your employees and consider their suggestions. Achievers listen to Team Manager, it is an employee solution that uses workers review at every stage of a worker’s journey within the company to provide top leaders with extensive insight into the health of their company, HR experts with the knowledge to identify issues, and opportunities, and managers with the motivation to take immediate action. The Listen suite is based on workforce and data science and uses an always-on, adaptable, and action-oriented voice.
Once management knows how the life cycle works at the company, they will want to begin changing it for the best and the most effective way to do that is with recognition at each stage. Recognizing achievers and giving awards to the best employees makes it easy and enjoyable to show appreciation to others in the workplace. There is no one-size-fits-all method for inspiring employees to perform at their best, especially during turbulent times. Even though businesses may believe they have engaged employees, they should not simply take engagement levels at face value and instead carefully consider what it is that they are engaged with. Employees may appear to be engaged to keep their jobs in the current economic climate, but in reality, they are simply "not bothered about their work.
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