
Personnel Resourcing and Development
BMIH5005
Employee Engagement
Tutor
Kathryn Roberts







Student Name: Elena Roxana Chelaru
Student Id: 2118844






2 | Page

How To Engage Employees Throughout the Employee Lifecycle
Employee engagement is a process in which an employee develops a relationship with the entire organisation from being hired, which plays an important role in a career. Employee life cycle refers to the cycle through which an employee has to pass from the beginning to the end of an organisation. This report will cover the role of human resources in engaging employees, how to engage employees and the benefits of engaging a team, the employee life cycle, and examples of how to engage teams.
Low employee engagement is a problem for large organisations and poses a huge problem for HR. An American study found that the world's labour force employment rate is very low due to a global labour shortage with only about twenty per cent employed (Pampouktsi, et al., 2023). And the situation in the UK is even worse as reports from five years ago showed that just over a tenth was employed as workers. Just over thirty per cent of people in the United States say they are engaged at work. A look around explains why the big challenging situation for HR is now created and why so many recruitment and training sectors have been created (Cooke, et al., 2022). Nowadays HR has many roles regarding employees in the organisation so if one is hired as HR, one has to think about different levels of employees. Reasons that will motivate employees to hire are career development, training, good pay, recognition and development which will help HR to attract better employees (Ansari, et al., 2021). However, employee engagement is an important issue as without it the organisation cannot function and it helps to bring out all aspects of HR. Gallup, also a blogger, has shown on his blog how to motivate employees and solve the UK's productivity problems (Lomas, et al., 2023). Gallup also says that businesses make room for personal development opportunities that help a business get the most out of employees. In another way, it can be said that the employed workers are those who have found the job as per their requirements (Saeed, et al., 2019), applied for the right job and skills in the right place and plan to build a career in the organisation in the future but there are many more candidates who are still not getting the suitable job (Zaid, et al., 2018). Recruiting good employees in the organisation requires a compromise between the employer and the employee and HR must ensure that the employee's skills are suitable for the work environment. HR should keep employees engaged in the organisation by developing employees that articulate their careers (Van Wingerden, et al., 2017). Because engaged employees are aware of their work and willing to fulfil their personal goals as well as the goals of their organisation. Upper-level managers should never be neglected as they assist HR in recruitment. The In-Focus report found that three-fifths of L&D leaders consider employee engagement to be a major barrier to their organisations, which is just a myth (Zhong, et al., 2016). There are some practical ways to increase employee engagement, and these range from making learning accessible to celebrating workplace success the workplace, developing communication strategies to win over and ultimately celebrating success. HR is making an important contribution to organisations by creating employee engagement and is being recognized for it.
For many good reasons, employee engagement brings many benefits, from reduced turnover to a stronger recruiting platform. If the employees of the organisation have a good working environment after getting the job, the turnover is low as they do not have the mentality to go elsewhere. In many large organisations (Presslee, et al., 2023), understaffed employees lose the mindset to work. The number of employees needs to be increased otherwise the pressure on employees in large organisations increases greatly. Every major country's stress institute spends billions to reduce employee stress so that HR is motivated to hire new employees. In addition (Tao, et al., 2022), employees also suffer from situations where they suffer from a lack of motivation and burnout increases. Employing a sufficient number of workers relieves stress of the existing workers which increases their morale among them (Rasool, et al., 2021). It is well known that more employees increase the productivity of the organisation and this will motivate HR to increase the number of employees so that the business can gain effectiveness. If employees can work with ease, then their commitment to the organisation increases, and they strive to work harder for thecompany (Lee, et al., 2020). Engaged employees will always work with the goals of the organisation in mind and build good relationships with customers by projecting positivity in front of incoming customers. When new employees are hired in the organisation (Arifin, et al., 2019), former employees find more colleagues and thus new colleagues also strengthen the spirit of cooperation among employees. Low absenteeism is a major threat to an organisation that slows down productivity. Low absenteeism is a big threat to an organisation which slows down productivity and to keep it normal (Albrecht, et al., 2018), more staff should be hired so that someone's absence can be filled by someone. Accidents happen while working in any organisation but it is mainly due to different mental thoughts about the organisation which can be corrected by recruiting new employees (Bailey, et al., 2017). Because the presence of more workers increases the tendency of workers to concentrate on work which can help avoid accidents by focusing on work. Due to a lack of employees get away from being committed to their organisation and hence they make many mistakes in their work both intentionally and unintentionally and hence need to increase the number of employees to keep them committed (Pampouktsi, et al., 2023). Newly hired employees have a better understanding of the new global context due to which they are more likely to grow more customers. When a company's operations have fewer errors and increase production, the amount of revenue that the company pays to the country's government will increase, which brings a great benefit to the country (Cook, et al., 2022). When employees work in an organisation with a positive mindset, individuals are physically and mentally healthy and absenteeism is reduced, which increases business productivity.
In the attraction stage, employees do not start a good relationship with HR from the beginning or by coming into the office, but because of the company's brand. Generally, HR uses the organisational culture that the organisation encourages employees to nurture (Ansari, et al., 2021). This makes the company known to the world and because of this many candid brands consider and want to work with it. In recruitment stage, the recruitment process of an employee is the second stage where selection is made for the department of the organisation through negotiation between HR and the employee. In the onboarding stage, It is natural that when a new person comes for an interview, a sense of possibility starts working in him. For this reason, an environment has to be created for them to feel comfortable which can be ensured through the onboarding process (Stahl, et al., 2020). In the development stage, every organisation as employees start to feel taken for granted after spending a long time. Employees need to be recognized in time and prepared in advance to help them meet their personal goals (Sayed, et al., 2019). The holding stage begins once employees are satisfied with the organisation, the next thing they think about is how to improve their careers and focus on that. The Break Up phase is the phase where employees retire that comes in the life of all permanent employees and it is essential that organisations have good off-boarding systems at this time. Workers at this stage do not just leave, they leave new paths open for those coming behind them and allow newcomers to join the workforce (Zaid, et al., 2018). The brand image of the organisation can be built by honouring and sending off employees when they leave.
There are many ways to engage a team and motivate them, and these can easily be made part of the daily routine. If any information about the organisation is kept secret from the team, at some point the team members will decide to turn away from the team. Therefore (Van Wingerden, et al., 2017), without keeping any information about the organisation secret among the team members, they have to work together by sharing all important information and thus, it is possible to hold everyone together in a team. Many times, newcomers to the team in the organisation may be excited at the moment of work because they are not aware of their work. Therefore (Zhong, et al., 2016), as much as possible within the group, guide them while working on the assignment and let them understand how to do it. Many times companies allow employees to work on projects that no one is interested in doing. So by informing the team in advance, the team members will be able to adapt themselves to the upset feeling that may arise (Presslee, et al., 2023). Remember that every team member is an individual and it is natural for them to have many weaknesses as individuals. Always refrain from blaming others if their travel expenses are high or if expenses incurred while working on projects are high (Tao, et al., 2022). However, team members do not always like someone following them while working with the team. One should always set a good example for everyone and develop a mindset of always forgiving instead of blaming employees for their mistakes. A team usually has a lot of work to do to discuss and exchange information, so they need easy access to get into the room and get work done. Asking employees a lot about what they can't articulate, which creates stress in them, and hearing ideas from them to reduce this stress. As a team manager should be open-minded with team members to understand their interests (Rasool, et al., 2021). Because there is a saying that the more team members are cared for, the more motivated they are to work. When working with teams they need to ensure that support is secure and that the opinions of others are prioritized. Team members should be encouraged to take on more tasks and be trusted to invest money in those tasks (Lee, et al., 2020). Team members should always be working so that they can break out of idleness and gain new experiences. They should be motivated to do challenging work so that their performance increases. Since team members are part of the workforce, they also want to be trained in something to advance. For this (Arifin, et al., 2019), there should be the provision of training for different levels of employees within the organisation like conducting various programs and free courses etc. 
There are a variety of employee engagement theories and techniques to prove their success. But which model is suitable depends on the business and among them, Maslow's model is more popular. Maslow's model has gained a lot of popularity due to its influence on business management (Albrecht, et al., 2018). Maslow developed a theory of levels of human need fulfilment as Maslow's model. The theory consists of five basic elements and this model will have the greatest impact on meeting the needs of employees as people. Lack of these demands may not motivate workers because workers expect job security (Bailey, et al., 2017). This model gives them freedom of action so that employees can work happily despite being busy in the organisation. Applying this model allows employees to think about careers and creativity that will drive future success for the organisation. So, it can be said that applying Maslow's five-level model will create motivation in employees (Pampouktsi, et al., 2023).
Finally, it must be said that HR has a huge role to play in recruitment where both the organisation and the employees are working towards a greater goal. In recruiting employees, employees must be screened to create a suitable work environment in the organisation. As the rate of unemployment in the country is high, employment opportunities should be increased and there should be a well-designed system to increase the workforce.
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