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On all levels, in enhancing the effects of employee engagement, HR plays a very crucial role. Although there are specific duties and activities related to employee engagement, employee engagement is something that everyone in HR should take into account. There are many potential solutions to the question of what drives employee engagement at work. These include fun jobs, great managers, career opportunities, training, competitive pay and benefits, and alignment with company goals. Simply put, if employers want to achieve high levels of employee engagement, they need to master all the basics of HR (Thurlow et al., 2020). Employee engagement is a more challenging subject than it first appears to be because it touches all facets of HR.
There is good news if anyone left thinking about how to inspire a team at work. There are many ways to increase your team's motivation at work, and many of these strategies are simple to implement into regular business operations (Musselman & Jackson, 2019). If employees fail to communicate critical corporate information, whether on purpose or by accident, it will help the staff to come to their conclusion. 
Providing the employees with updated financial positions along with long-term and short-term goals of the company, also helps the employees to stay on track. In cases, this strategy also helps to find out the gaps in goal achievement and make the process of employee appraisal easier. The team will feel more ownership if you keep them informed. When they are unsure of their responsibilities, employees find it difficult to become enthusiastic about a project. Make sure to be as specific as you can be when an employer offers a position to a candidate, and double-check your guidelines and goals. Last but not least, encourage them to ask questions if they want more details. Inform the support staff that having new ideas and acting on them is acceptable and even encouraged (Steen et al., 2019). Teams will realise that managers appreciate their feedback. If there are some issues with employee engagement, see it as an opportunity to teach, and encourage the teams to use what they discover to succeed in their upcoming assignments. Care and sensitivity should be used when telling employees that their work is subpar. Never insult a worker in front of their co-workers. Don't talk about the performer; instead, concentrate on the act. Professionals are more eager to enter a workplace that is cosy, spotless, and equipped with everything they need to do their jobs well. In addition, if the management cares about the employees and values their opinions with constructive criticism, employees take it in a more positive way, and it also creates a healthy working environment. 
The mapping of customer journeys served as the basis for the employee lifecycle model (ELM). How effective would such mapping be for employees if businesses could track and evaluate insights, impacts, concerns, opportunities, and innovation for customers (Maritz et al., 2021). After all, both customer and employee experience are valuable. The ELM is a visualisation technique used to monitor how a worker interacts with their company at specific points during their employment.
The employee lifecycle's initial phase is brand attraction. A company needs to have a strategy for attracting talent. Before you can understand how your organisation attracts talent, you must first set goals for what you want people to know and how you want to differentiate yourself from your competitors. Brand awareness, company culture, rewards and perks are some of the variables that influence a company's attractiveness. Your marketing team can have a big impact during the attraction phase of the hiring cycle. HR departments should emphasise these characteristics when describing the company to potential employees (Riley, 2018). Attractiveness can be measured by counting the number of views of an article, the number of social media likes, or the number of leads a job ad generates. The second stage of the employee life cycle is recruitment. This phase aims to attract talent to the enterprise. After luring people to your business, a corporation needs to have a plan for hiring new employees. Both the people they want to hire and the hiring procedure must be taken into account. In the end, hiring should be a top priority for a business because it draws in more talent and employees. Referrals from current workers are preferred. Giving current employees a referral bonus can promote this. A company should research the best places to find candidates. HR needs to develop a strategy for hiring, involve their staff, and then keep an eye on the results (Hitt, 2021). The quantity of applications received, the quantity of interviews conducted, the quantity of job offers extended, and the quantity of job offers accepted are just a few examples of these metrics.
The HR team is responsible for making the onboarding process as simple as possible for new hires. Newly hired employees should be informed of their hire date, what to expect for the day and week, what type of training they can expect, their responsibilities, and the paperwork they need to complete before starting work. Surprisingly, 60% of her employees choose to stay with the company after joining. New hires should discuss job expectations, job descriptions, the organisation's mission, and its core values ​​with the HR team on their first day. The HR team also needs to make sure the new hire's desk and tools are all set up to avoid problems on the first day (Shuck, 2020). Once a new employee starts working, plan to check in with them to see if they're enjoying it. A survey administered during onboarding can help the HR team achieve this.
Many job seekers cite development and advancement as one of the most desired qualities in their next role. Employees are looking for challenges and opportunities to advance their careers. Employers are required to provide detailed descriptions of their employees' career development. Employee self-motivation can contribute to some growth, but companies need to offer promotion opportunities. Development opportunities can take the form of a company paying for ongoing education, providing professional development courses, or designing a career path for a new hire. There may not always be a set path for advancement in a job, depending on the position and industry (RAVN, 2022). Give a worker a path toward career options instead, if possible. It will also help a worker advance professionally if they are encouraged to develop through projects and assignments.
The purpose of employee retention is to connect employees to the company. As you can see, his four-step effort so far has paid off. Companies that excel at talent acquisition, recruitment, onboarding, and development are more likely to retain their employees. It's important to understand what prevents employees from leaving early. In this regard, every employee is unique, so companies should take the time to learn what is important to them. You can get input on this in surveys or in private conversations with the boss (Burrow, 2021). Salary, benefits, company culture, career opportunities, and team morale are some of the factors that contribute to employee retention. Hear from former and current employees what they are doing well to retain talent and what they need to change to keep employees from leaving.
The isolation phase of the employee lifecycle is its conclusion. Everyone who works for a company faces it at some point. There comes a time when an employee must leave the company despite all the precautions taken so far. However, not all splits are bad. Some staff might leave their jobs in order to look for work in a different sector. Others may quit looking for a job that more closely matches their values or a higher-paying position that your company is not currently able to offer. In any case, the HR team plays a crucial role in ensuring that every individual departs without any major hiccups. Successful separations occur when the employee and the company part ways amicably, the employee keeps praising the business, and the employee is appreciative of their time spent there (Clifford, 2022). Even though it's not always simple, you can usually pull it off. Stay positive and ask others for feedback as you focus on understanding the reason for the dismissal. If the departure is voluntary, a member of Human Resources should conduct an exit interview at this time. If the resignation is not voluntary, the HR team must inform the manager how to proceed and be present at the exit.
Employees can continue to be very valuable ambassadors for the employer brand even after they leave a company. If employees have a positive experience at a company, especially at retirement, they are more likely to recommend you to friends and acquaintances who are job hunting. On the other hand, a suboptimal employee vacation experience can hurt your brand and hurt future recruiting efforts (Ang, 2018). When encouraging employee representation, ensure that employees can leave without problems. If you're interested in filling a vacancy, keep in touch and ask former employees for recommendations. They must be thrilled to show you their extraordinary talent.
Among some fascinating concepts and statistics. The 12 Key Elements of Employee Engagement were outlined by Gallup as statements that every employee should concur with. If almost all of them are accepted, your workplace is in a strong position. However, if they disagree with the majority of them, you have a lot of work ahead of others. One must master the art of goal setting and communication if you want your team to understand what is expected of them. Naturally, employee engagement cannot exist without the tools required for employment. However, in these situations, it's not the carpenters or instructors who are short on tools that they need to do their jobs, like hammers or chalkboards. Every individual possesses a skill or talent that they utilised to land their current job (Federman, 2020). Their obligations frequently diverge from their abilities and capabilities, which is a concern. Without rewards and recognition, employers simply cannot have high employee engagement. It's one of the biggest inducers of motivation and fulfilment and has the power to fundamentally alter the culture of your workplace.
Employee engagement has a huge number of benefits. It improves staff loyalty and retention. It raises productivity and performance to provide one a competitive advantage over others. It increases employee morale while reducing employee turnover. It increases organisational profitability and delivers customer happiness. In the end, it raises shareholder value (Reeves et al., 2021). Senior executives and CEOs must therefore adhere to the maxim "employee first, customer second, shareholder third." The benefits of employee engagement are as follows, according to Jim Harter, Chief Scientist at Gallup: engaged employees are more alert and vigilant; they watch out for the needs of their co-workers and the entire enterprise; they personally "own" the outcome of their work and that of the organisation; they recreate jobs so that each person has a chance to do what they do best; and they assist people in making the connection between their daily work and the bigger purpose or mission.
Employee engagement is an important topic in management theory as well as in practice. However, there is still no reliable benchmark, and there are still significant differences between the idea, theory, influencing factors, and outcomes of employee engagement. This essay attempts to analyse and compile data from earlier investigations into employee engagement. A motivated workforce is aware of their duties. Along with the goals of the organisation, they are also working toward their own goals. Managers and leaders cannot be disregarded or forgotten by HR. By fostering their continued motivation at work, managers and executives can motivate those who report to them. Management engagement is a significant issue, according to research by Towards Maturity. In other words, motivated workers are those who feel their careers are taking off, are working in positions that are suitable for them, are making use of the right skills, and are surrounded by competent managers and co-workers. HR needs a thorough understanding of the employer-employee contract to ensure high employee engagement. The responsibility for ensuring that employees have the knowledge, tools, and working conditions necessary to carry out their tasks as effectively as possible falls on HR. If HR wants to maintain high levels of engagement, it must also continue funding employee development. It is important to offer employees a clear path to career advancement.
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