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This essay provides information about the employee engagement. To guarantee a business success, a company needs to engage their employee through various strategies. The essay explains the importance of human resources department in engagement process and also the employee life cycle. Furthermore, it is explaining the Maslow’s model in the employee engagement and also an example of a company and its strategies in regard to the employee engagement.
Keeping employees engaged is critical if a company wants to retain them. It provides an environment where they can enjoy working every day and be productive.
In fact, employee engagement is so important that all departments should be involved. There are many ways to help employees focus on their work. This allows the business to run more efficiently and be as profitable as possible.
The human resources department plays a key role in making the work environment a positive experience for the company's employees.
The more culturally integrated people are, the more likely they are to enjoy working together. This does not mean that all employees must have the same personalities and assets. In fact, great teams are made up of people with vastly different qualities to offer.
However, the people a company hires should have similar values when it comes to teamwork and group interactions. They should support the products and services the company makes. The company should hire people who complement each other's skills, but at the same time, the company needs to hire people who complement each other's personalities and values. Human resources can help the company in this process by getting a clear picture of what qualities companies values in job applicants and helping management select individuals who best embody those qualities.
HR is also a department that can measure employee performance. HR can work with managers across different departments to find out which employees have done all they can to help their colleagues or complete important projects.


The employee lifecycle includes the entire relationship between an employee and the organization in which they works. This includes an attraction phase when employees are still familiar with the company, until they leave the organization and are called graduates, or happy graduates.
This relationship is divided in six stages between workers and employers: attraction, recruitment, onboarding, retention, development and separation.

Attraction
Employee experience is how employees feel, what they experience, and what they observe at each stage of the employee lifecycle.
The attraction phase can take many shapes and sizes, depending on whether people are already familiar with the organization. If so, they likely have a certain image of the company.


Recruitment
The second stage of the employee life cycle is recruitment. This involves the time to source and hire the best talent for the company. Hiring can occur when an existing position becomes vacant or when an entirely new position is created. The best type of hiring plan provides the best candidate experience, supports co-hiring focused on clear criteria and processes, and provides actionable data that can be used to improve hiring outcomes over the long term.

The next phase of the employee lifecycle model is the employee onboarding phase. After hiring top talents, the onboarding phase is critical to ensure that new hires adapt to the organizational environment and performance aspects of their new roles as quickly and smoothly as possible. During the onboarding stage, new hires cover more detailed aspects of their position and identify the attitudes, knowledge, skills and behaviors required to function effectively within the organization.

To create long-term contribution and engagement, it's important that new hires feel welcome on the team and feel comfortable with their role and company.

The next stage in the employee life cycle model is the employee development phase. During this period, the company will begin to consistently encourage professional development of the team. It acts as a catalyst for the team's skill development and also helps them find future career paths within the company.

The fifth phase of the life cycle model is the retention phase. This is where the company focus its energies on retaining top employees and making sure they are satisfied and challenged enough in their respective roles within the team.  A poor organised company culture inevitably leads to high employee turnover. That means the company have to deal with replacement costs on a regular basis. Improving retention stages is a well-known way to combat this risk and promote longevity and satisfaction in the team's career path.
The final stage of the employee lifecycle is the employee turnover stage. For most workers, there comes a point at which the work life cycle ends, be it retirement, new hires, or personal reasons. It's important to treat the turnover process with the same importance as the onboarding process and be equally strategic when approaching this phase. When a team member leaves, it affects other members.

It is the responsibility of managers and HR departments within the company to ensure that employees leaving the company do so in a manner that does not cause major disruption.

In my opinion, the employees could be engaged by providing feedback, kpi’s meeting and also incentives. If the employees receive the right training, attention and motivation, they can develop and grow the same time as the company does.

As an employee engagement model the most used is Maslow’s Model. Maslow proposed that human needs can be organized into hierarchies in order to better understand people's motivations. This hierarchy extends from more concrete needs, such as food and water, to abstract concepts such as self-actualization. According to Maslow, the satisfaction of lower-level needs draws attention to the next level of the hierarchy. 
This theory postulates that motivation is the result of trying to meet five basic needs: physical, safety, social, respect, and self-fulfillment. The more these needs are met, the more motivated your employees will be.
This theory states that a person cannot be fully engaged or satisfied with their role unless these needs are met. The employee needs it and they need to feel safe and secure at work. Employees also need to feel a sense of belonging and to feel that they are valued. Employees also need to be able to grow, develop, be creative and implement their ideas.
None of the needs are more important than others in the hierarchy below. Employees need to be satisfied at every level to stay motivated to perform at their best.
High employee engagement also means higher employee retention, lower employee turnover, and reduced hiring and training costs for companies.

Rewards and recognition programs are a great way to motivate employees and increase the number of employees who are at the top of the employee engagement need hierarchy.
I believe this model is structured enough and doesn’t need improvement, although the companies need improvement in engaging their employees.

For example a well organised company that is focused on engaging their employees is Google. The company has a strategy called fun environment at work. This is determined by  “In-house nap pods, gyms, swimming pools, professional massages, basic health check-ups, table games, and providing all three meals of the day”.( Srikanth Acharya,2022)
The company has also a trust strategy. When employees are trusted, they become loyal resources. If this quality is present in the employer, it can reduce volatility. This is the case with Google. Emphasize employee trust. Because of this, they feel valuable and important. Trustworthy employees want to contribute more to the company's growth. Their policies ensure that their employees have a high level of job satisfaction. Global research shows that trustworthy employees tend to be more connected to their organizations than other employees. Google also encourages creativity. Employees tend to be creative and reach their full potential when they are happy with their work. Google encourages employee creativity by keeping employees engaged through employee engagement plans. Employees can voice their suggestions without fear. This helps in the flow of different creative ideas that drive business growth.
When hiring, Google looks for creative qualities in potential employees. This makes the entire group of Google employees autonomous and creative, further promoting creative work processes.
Employees are not limited to working in their own cubicle. Alternatively, they can work anywhere on campus, such as the cafeteria or lounge. They also provide financial support for health, investment and debt. 
As part of their employee engagement strategy, Google offers many perks and incentives to their employees. These include new employee onboarding kits, free lunches, a hybrid working model, employee massage his credit, onsite laundromat, and more. These perks motivate employees and encourage them to do more.


To conclude, the employees reflect and determine the function of a company. In order to the employees to do their job and be happy with the company, this needs to invest in engagement strategies. The employees need to be encouraged and motivated all the time in order to remain within the company. The Google example is one of many companies that care for their employees. There are also companies that don’t care enough for their employees or need better strategies in order to motivate their employees. 
