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1. Introduction
 This study case explains what will occupations look like in 2030, and what will be the most in-demand skills? Experience has taught us that forecasts about what the world will be like in the future are doomed to be erroneous. Consequently, looking into the future may appear speculative or even frivolous.

2. How can a business attract and retain employees in the decade ahead? 
The current difficulties faced by HR professionals cannot be resolved without a novel strategy. As individuals reevaluate their relationship with work and businesses find themselves constantly reacting to a changing world, there is an opportunity to look inward: to find new strategies to re-engage, develop, upskill, reskill, and retain your workforce, thereby getting more out of the people you hire. 

Engagement of employees is an important aspect of management theory and practise. However, there are still significant differences in employee engagement's concept, theory, influencing factors, and outcomes, and there is no authoritative standard. Employee engagement as a multifaceted construct (cognition, emotions, and behaviours) and as a unitary construct are distinguished (a positive state of mind, a dedicated willingness, the opposite of burnout). The varying levels of employee engagement are explained by the Needs-Satisfaction framework, the Job Demands-Resources model, and the Social Exchange Theory. There are three categories of factors that influence employee engagement: organisational factors (management style, job rewards, etc.), job factors (work environment, task characteristics, etc.), and personal factors (physical energies, self-consciousness, etc.). Individual performance (commitment to the organisation, positive behaviour, etc.) and organisational performance are correlated positively with employee engagement (customer satisfaction, financial return, etc.) Previous studies lacked research on demographic variables, personality differences, and cross-cultural differences in employee engagement; research on the mediating or moderating role of employee engagement; and an intervention mechanism for employee engagement.

3.Reference list
Li Sun & Chanchai Bunchapattanasakda,(2019) "Employee Engagement: A Literature Review,"International Journal of Human Resource Studies, Macrothink Institute, vol. 9(1), pages 63-80, December.
            

