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Human resources are accountable for filling available positions with the most qualified individuals. Following hotel employee initial orientation, the HR professional's primary responsibility is to regularly keep all workers apprised of the company's core principles. Engaged workers are a valuable asset to any company. It can potentially affect the individual worker and the company as a whole (Verive,2016). The payoff for getting this right is high: higher output, better customer service, lower employee turnover, and fewer absences due to illness or other reasons are just some of the benefits. Human resources have always functioned as a neutral third party between management and employees.
Consequently, HR may serve as a go-between for management and workers by helping to foster an engaged workforce and tracking its effects. Human resources also play an essential part in connecting the company's leadership, business goals, workers, and the corporation. Therefore, human resources have a significant role in boosting employee enthusiasm (Nosratabadi,2020). This essay will closely examine the part HR plays in fostering enthusiasm among workers. Human resources (HR) often coordinate the yearly performance review process in successful businesses. Human resources may use performance management to increase worker engagement by explaining how their work fits into the more excellent picture (Gladka,2022). Employees are more invested in the firm and their work when they can see how it relates to the big picture and how they can make an impact.
"Employee engagement with team " defines how invested an employee is in their work. Given the correlation between employee engagement and positive outcomes like work satisfaction and morale, it may be a game-changer for businesses. There is a need for all corporate stakeholders, leaders, and managers to take on the duty of increasing employee engagement. Human resources, however, is in a prime position to ensure the significant factors are addressed because of the many areas it controls that directly affect employee engagement. Human resources are the lifeblood of high-performing firms because of their emphasis on people and their mediating function (Paauwe,2020). According to executives from across the world, one of the top five worldwide company strategies is increasing employee engagement. Engagement is a critical connection to customer happiness, corporate reputation, and total stakeholder value, and it can significantly affect staff retention, productivity, and loyalty. To gain a competitive edge, businesses increasingly look to human resources to design policies that foster employee engagement and loyalty.
Effective HR marketing strategies for the attraction phase of the employee life cycle include audience segmentation, performance marketing, and a multichannel approach to reach the audience (Presbitero,2018). Employer branding goes beyond advertising available positions online or sending periodic emails. It's about fostering an environment that encourages and supports employees to fully immerse themselves in their job, maximising their potential while with the company. It's becoming increasingly common for companies to use remote workers, which can make staff members feel more isolated from one another (Cattermole,2019). Consistent and regular internal communications are crucial for keeping employees informed, engaged, and informed. Human Resources is usually in charge of these kinds of announcements. However, they frequently receive help from other divisions. Whether it's an announcement of new corporate policy or an update on the firm's progress, spreading the word may do wonders for morale.
The attraction where, think about how HR  may best promote the individual company as an employer to people who fit the ideal candidate profile. This means we need to have a clear idea of the candidates we are looking for before we can start crafting messages and selecting distribution channels (Sato,2020). Siemens, for instance, is attempting to shed its image as a manufacturer of mundane consumer goods like washing machines, mobile phones, and other electrical gadgets. Instead, they want to recruit digital talent by projecting the image of a corporation with a strong digital focus. 
Making employee appreciation a central component of the corporate culture will pay dividends even if only a small percentage of executives and managers do it regularly. Consistently recognizing employees' contributions may boost morale and encourage other workers to do their best. The HR department may play a role in getting workers to acknowledge and value the efforts of their colleagues. Whether it's through implementing a digital system enabling employees to publicly thank one another, introducing an awards program, or coaching employees on how to offer feedback, recognition is a crucial component of an engaged workforce (Presbitero,2018).
The second phase of an employee's life cycle is recruitment. Whether they are researching the company online or applying in person, candidates should have a positive experience every step of the way. There are also notices of Employment Opportunities (Sato,2022). Knowing your ideal prospect and writing job descriptions to attract them is a tried-and-true method of attracting qualified applicants. Pay more attention to the roles, experiences, and traits of your ideal applicant than the specifics of the position itself. Be mindful of the terminology you use since it will significantly influence the kind of applicants you receive.
With proper employee onboarding, recruits may quickly become productive team members (Cattermole,2021). The basis of the employer-employee connection is formed during the onboarding phase of the employee life cycle.
Employee retention is one of the most extended phases in the employee life cycle model. To keep staff on board, must keep them actively involved (Thompson,2019). That helps establish a steady, adequate staff while reducing the time and resources spent on hiring new people.
The Development opportunities and employee retention go hand in hand. If employees believe they have little room for advancement in their current position, they will go elsewhere (Rabiul,2021). McKinsey found that one of the leading causes of job turnover in the years after a pandemic was employees' inability to grow in their careers (Cattermole,2017). Therefore, it is essential to know your staff's capabilities, figure out how to use those strengths, and give them plenty of chances to grow professionally.
The Separation success of your new hires depends on your ability to personalize their onboarding experience to meet their specific requirements. New hires should be given ongoing assistance and direction as they adjust to their new positions as part of the onboarding process (Tulller, 2021). Nonetheless, HR compliance and the organization of recruit documentation are also essential aspects of this. Researchers and consulting businesses have created different definitions of employee engagement. They've also developed typologies for spotting and classifying varying degrees of interest among staff. While there is some overlap between employee engagement and job satisfaction, the two are not interchangeable. A person's level of happiness on the job is more important than their level of engagement in furthering the organization’s aims (Nosratabadi,2022). There should be an apparent connection between the company's overarching corporate goals, team objectives, and employee objectives. When all employees are on the same page with the company's long-term objectives, it's easier to establish clear priorities and direction at the team, department, and individual levels. Employees' personal goals and the company's performance are intertwined, fostering a sense of pride and responsibility among workers. As the driving force behind performance reviews, HR has a say in how the system is implemented. Human resources can ensure performance management is used to increase workers' enthusiasm for their work, rather than just a means of measuring and controlling it (Verive,2016).
The first is to ensure that the people you're hiring are a good fit for the company's culture. Even if a potential employee has the right set of talents, it may be challenging to train them to fit in with the organization’s culture. Therefore, HR has a duty to ensure that the business culture is effectively articulated and preserved during the employment process (Ten Hoeve,2020).HR also plays a guardian role by regularly disseminating the company's values and guiding principles to employees. A shared comprehension is necessary for all employees and supervisors. More importantly, the company's vision and values must be kept front and center to serve as the driving force behind its day-to-day activities (Vermeeren,2019). Human resources should serve as an organizational leader and advocate for employee engagement. The importance of recognizing employees has been emphasized repeatedly to increase loyalty and productivity in the workplace (Gladka,2022). A strong emotional connection with one's employer is crucial, and it is more likely to occur when workers feel their efforts are recognized and appreciated. This is the main distinction between engaged and pleased workers.
Small gestures like this may go a long way towards fostering a positive work environment where workers feel valued and appreciated for their contributions in and out of the office (Strohmeier,2017). Getting involved in one's work and enjoying one's employment are generally synonymous. However, recent studies have shown that although many of the same factors contribute to employee engagement and job satisfaction, there are also important distinctions. According to some experts, employees' attitudes and actions are the essences of employee engagement. Employees who are engaged may describe themselves as engrossed in their job. They feel a feeling of urgency and enthusiasm (Cattermole,2019). Workers fully invested in their work exhibit tenacity, initiative, and flexibility in taking on additional responsibilities as they arise (Wong,2019). Employees fully invested in their work go above and above in areas like customer service and product development. Satisfied employees feel happy, comfortable, and fulfilled, whereas engaged employees feel focused with a feeling of urgency and concentrate on how they approach what they accomplish (Thompsen,2019). Whereas elements like income, perks, and job security can substantially impact how engaged an employee is, the person's management can only adjust them to a limited extent.
Human resources may make a real difference in ways other than influencing the primary determinants of employee engagement. The ability to gauge employee satisfaction is crucial to the success of any business. Here are some methods that human resources might help quantify the results of the company's engagement efforts. An excellent place to begin is with a regular staff survey that asks employees about their thoughts on various topics, not only employee engagement. As well as providing longitudinal data to evaluate the effects of engagement initiatives over time, survey findings may be used to compare with the efforts of rival organizations (Ghatak,2022). Human resources are frequently in charge of conducting departure interviews with employees. These may be a gold mine of qualitative information on where employees feel discontent and why they decide to leave. Exit interviews may tell you a lot about the health of employee engagement. Employees who leave can give constructive criticism without worrying about losing their job. Human resources should examine the information gleaned from departure interviews and report to upper management on any trends that could be damaging morale.
Overall, if a firm is going to conduct a company-wide poll on employee engagement, HR should take the reins (Cattermole,2019). It has become clear that employee engagement significantly affects recruitment, retention, absence, and illness rates. These numbers, which HR already keeps track of, may be interpreted as a snapshot of employee engagement inside the company. Human Resources must monitor these numbers and provide regular updates to management on progress and underlying trends that may suggest a more severe problem.
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