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Throughout this entire essay, a detailed assessment of employee engagement during overall employee lifecycle will be discussed in. Employees who make significant contributions their thoughts, feelings, and activities to the achievement of the company's objectives are said to be engaged in their job. The business firms and HR departments are required to search for deeper significance in their actions. For this reason, it's important to emphasise that employee engagement is a cornerstone notion in the quest to characterise the nature of the business's connection with its staff, in both qualitative and quantitative terms. By investing more of one's own mental, emotional, and physical resources into a role, workers who report high levels of engagement in their work are more likely to succeed in their positions. 
The connection between a company and its staff is a key factor in employee motivation. Increasing employee buy-in to the company's mission and values may be accomplished through fostering a more positive and supportive work environment. Thus, it is possible to assert that the HR division may have a significant bearing on boosting employee enthusiasm and commitment. A fantastic method to boost employee engagement is to provide them well-defined internal chances for advancement. Some employees may believe that advancement in rank and salary is their sole path to fulfilment in their careers. Companies and HR departments alike have a major challenge when trying to increase employee participation in their workplace (Chandni and Rahman, 2020). Given that Gallup, a US-based research organisation, reports that employee engagement is dangerously low, and the management members can see why. According to the company's annual study on the state of the workforce, just 15% of workers throughout the globe are fully invested in their jobs. Looking at employee engagement rates across all industries in the UK, the numbers are even more dismal. According to Gallup's 2017 'State of the Global Workforce' study, just around one in ten (11% to be exact) British workers are really invested in their jobs. In the United States, where things are generally better, 33% of employees report feeling interested in their jobs (Shen and Jiang, 2019). Data like this makes it clear why employee engagement is a priority for management and human resources departments. And that's why there are so many different types of employment, consulting services, and even tools and studies devoted to the topic of employee engagement. Human resources plays a critical part in boosting morale at all organisational levels. There are dedicated positions and programmes for boosting morale and productivity among workers, but ultimately, all HR professionals should be concerned with this issue. 
In addition to helping each individual worker, teamwork is enhanced when people are invested in their work. This is due to the improved output that results from having an engaged workforce. If everyone on the team is enthusiastic about their task, everyone will do their best. When workers are invested in their jobs, they work faster and better. Simply said, they have skin in the game and their success at work matters to them on a personal level (Turner and Turner, 2020). They are dedicated to the accomplishments of the group as well as the overall goals of the organisation, and they accept individual accountability for the quality of their output. Talking about accomplishing goals, employee enthusiasm is crucial. It's only natural for a manager to stress the importance of the team's objectives to the Human Resources staff. While this is true, HR leaders still can't ignore the need of a motivated workforce to achieve their goals. Workers who are actively involved in their jobs are no more likely to experience stress than those who are not. Where things diverge is in the response to stress and the results that follow
Long before a candidate is ever considered a serious prospect, they are attracted to the company. The potential employee is researching the business online through review websites including Glassdoor as well as LinkedIn to get a feel for the organization's growth and the perks of working there (Bailey, 2022). Other important considerations include the recommendations of those they know and trust, as well as their own experiences with the organisation (whether as consumers, investors, or employees) in question. Through the "Attraction" phase, businesses may better engage prospective employees by capitalising on workplace and product branding based on a firm understanding of who they are as people and what they would like to gain from working for the company. In order to stay connected with new recruits throughout the hiring process, HR executives must pay attention to a broad range of methods of interaction and provide customized choices. The new hire checklist, the induction paperwork, and appeasing the regulatory authorities are simply the commencement of a productive relationship during the onboarding process. The goal is to leave a positive impression on new employees by providing them with a memorable and interesting onboarding experience (Kwon and Kim, 2020). Work experience helps employees grow into more valuable assets to the firm. It's true that "opportunities for personal improvement" is a major factor in whether or not an employee would stay with a company. Engaging in the process of learning gives individuals a feeling of accomplishment and significance that extends beyond the monetary gains they may experience. Employees are more inclined to stay with a company over the long run if they are given the tools, they need to form true connections with both their colleagues and the company as a whole. Employees may be kept around with the assistance of financial incentives and other advantages, but the most important aspect of successful retention techniques is genuine employee gratitude (Sharma and Kumra, 2020). At first appearance, there doesn't seem to be much of a purpose to continue talking to a departing employee if they're doing so voluntarily. The fact that existing and prospective new personnel may benefit greatly from the suggestions of content professionals (or unionized employees) is a crucial factor in this. The deep connections that alumni employees maintain with their large personal networks, relatives, as well as previous colleagues allow them to continue recommending people for employment. Maintaining regular, low-key touch with them will then keep the brand relevant in their minds and set businesses up as the default suggestion choice for HR executives.
A fantastic method to boost employee engagement is to provide them well-defined internal chances for advancement. Some employees may believe that advancement in rank and salary is their sole path to fulfilment in their careers. People who are trying to climb the corporate ladder could be tempted to search for every advantage they can get while doing so, such as adding more impressive skills and experiences to their resumes. An business may assist its personnel acquire marketable abilities by designing and delivering training programmes and certification courses (Ahmed et al. 2020). An additional benefit of investing in this area is that it helps workers understand the steps they should take to rise in the organisation. Worker confidence and openness to new opportunities both improve when responsibilities are distributed among team members. Managers should remember that the staff they are delegating work to are still learning the ropes, and they should make clear expectations before handing off any projects. Creating a culture of educated risk-taking, which may emerge as innovation that provides enormous advantages to the firm, is one of the many benefits of cultivating a "failure-tolerant" leadership style (Jha et al. 2019). The performance review has evolved significantly over the last several decades from its previous form as a top-down, yearly event that was unpleasant for both managers and workers. The majority of businesses now engage their staff in frequent, transparent talks that culminate in the establishment of specific, measurable objectives for each worker. Involved workers are more likely to be invested than those who aren't in the end result of the goal-setting process. Self-accountability increases when workers have a role in creating objectives. There is a positive effect on the employee-manager relationship as a result of this participation.
By building trust between management and staff, open communication in the workplace boosts productivity and morale while reducing the strain of labour. This includes not just facilitating communication between upper and lower-level management but also fostering openness and communication inside teams and between departments. Communicating ideas and encouraging teamwork may unite employees around a common objective and give them a sense of agency in contributing to the company's success. Companies' methods for keeping tabs on progress toward goals may differ, but in recent years, many of them have shifted to paperless, web-based dashboards (Johansen and Sowa, 2019). The tone for future performance conversations may be established by providing a visual picture of the expectations placed on the employee. When workers accomplish their objectives, it gives them a wonderful feeling of accomplishment on a personal level and a sense of pride in their contributions to the organisation as a whole. People who work for a company are one of its most significant assets, therefore it's important that the HR team is always looking for new methods to help them develop professionally. Investing in their workers' education is one of the finest methods for HR to achieve this goal, and it also increases employee engagement and retention (Saks, 2022). In order to improve their performance in their current roles or to advance in the organisation, many companies are opting to invest in their employees by providing them with professional certification programmes.
There is a wide variety of reasons, such as having meaningful work, having supportive management, having promising career paths, receiving enough training, being fairly compensated, and having a stake in the organization's success. To put it simply, if human resources managers want to see high levels of employee engagement, they need to master the HR basics. Employee engagement is not quite as straightforward as it might appear at first look since it influences every aspect of human resource management. To rephrase, "engaged employees" are individuals who are happy in their occupations, feel valued by their employers, are able to put their abilities to good use, like their relationships with co-workers and superiors, and see opportunities for advancement. Human resources have to have a birds-eye perspective of the contract between the company and its workers if it wants to encourage high levels of employee engagement. One of the greatest methods for businesses to boost output is to increase employee involvement. An estimated 70% of the workforce is not fully committed to their jobs. A disengaged worker is difficult to foresee and may abruptly quit their job. However, there are other strategies that may boost morale and productivity by increasing employee involvement.
In terms of enhancing the employee engagement during the overall period of employee life-cycle, conduction of Kahn’s model of engagement can be beneficial for the HR department and the businesses. According to this engagement model of Kahn, work engagement may be defined as the extent to which a person exhibits a self-preference in their work responsibilities in order to develop connections between themselves and their jobs (Kerdpitak and Jermsittiparsert, 2020). These linkages may increase intellectual, psychological, as well as behavioral consciousness in the task, which may lead to improved effectiveness in the role. However, in terms of implementing this model, it is important for the business firms to consider the core 3 dimension of this model which are mentioned as follows- physical, cognitive, and emotional. In order for this theory to be put into effect, organisations need to ensure that every employee is aware of the significance and influence that their specific function has on the larger organisation. Individuals are motivated to completely dedicate themselves to their roles because they have a true appreciation for the contributions they make, and this appreciation pushes them to do so. For example, Amazon has implemented this strategy to keep employee involvement at a high level throughout the organisation at all instances (Othman and Mahmood, 2019). At Amazon, they have what they call a "open-door policy," which means that any employee is free to approach their supervisor, a representative of Human Resources, or a representative of Amazon's executive team with any suggestions, concerns, or feedback. Any employee of Amazon's executive staff is covered by this policy as well. Amazon also allows its employees the choice of uninhibited speech. As a result, Amazon's HR team can confidently guarantee increased employee engagement over their whole careers.
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