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The business environment is changing rapidly and the importance of the concept of employee engagement has become increasingly important for companies.
Employee involvement is recognised to increase productivity, reduce turnover, and improve customer satisfaction and employee well-being.
Employees who are professionally managed will not only be happier and more satisfied, but they are also more likely to be engaged and give the company more productive, which is a benefit to both the company and the employees, highly motivated teams outperforming their rivals.
Employee commitment is one of the most misunderstood organizational traits, companies today should not underestimate the influence of an unengaged employer; modern employees demand to be involved.
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There are more than 50 definitions describing employee engagement, all of them closer to job satisfaction. Occupational psychologists at Utrecht University define work engagement as a state of mind in which employees show vigour, dedication, and concentration in their work rather than being tired and dissatisfied (Gifford and Young, 2021).
Employee engagement is a human resources (HR) concept that represents an employee's level of passion and commitment to the organisation, the commitment that he/she gives to the organisation and his/her colleagues, which cannot be overstated.                                                                                        The commitment he/she gives to the organisation and their colleagues, which cannot be required or stipulated by agreement is a "spontaneous involvement in the role"
Employee engagement is an emotional commitment that employees have to their work, the team's goals, and the company's mission, which is becoming increasingly popular among managers around the world.
By engaging an employee, you are assisting them in reaching their maximum potential.
Human resources and management can have both positive and negative effects on employee engagement. It is essential not to assume that employees are demotivated, employees are naturally motivated, and they become demotivated when they feel frustrated and overworked (Gifford and Young, 2021).
Employee commitment and strength encompass the mental and emotional connection an employee feels for their workplace. Employee commitment is defined as a positive attitude by employees, where employees who are aware of the context in which they work are committed to the performance and functioning of the organisation, influencing almost every important effect in the organisation including profitability, revenue, customer experience, employee turnover and more (Robinson, 2004).
The human resource tends to focus on the physical and mental well-being of its employees in order to thrive and survive the fierce competition. (Waseem and Mehmood, 2019).
Although, there is still a section of organizations that think that the employee only works for the paycheck, it is an outdated belief, employee engagement can come from some non-financial factors such as work environment, employer commitment, career advancement, support, feeling of working and being respected in work-life balance (Woodruffe, 2006). 
During COVID-19, companies needed to strengthen existing factors such as reconciliation, cultivation, trust, compensation, and communication, which have become vital.
An employee seeks fulfilment through self-expression at work, full immersion in work involving cognitive, emotional, and physical dimensions can lead the individual to success. (May, Gilson and Harter, 2004).
According to Macey and Schneider (2008), three main factors focusing on employee engagement have been discovered: social, emotional, and intellectual commitment.
Healthy organisations provide a workplace that promotes and maintains a state of well-being for employees, in contrast a toxic organisation describes a bad organisation that results in high rates of employee absenteeism.
There is a positive correlation between employee engagement and the good organisational health of the company, working together leads to the achievement of its goals and objectives.
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Drivers influence employees, their feelings towards colleagues, leadership, and the company as a whole. Employees are driven by different factors, or sometimes by common factors, so organisations should find solutions that can include the whole workforce (Mary & Schneider,2008).                                                                           Employee involvement is all about the human side of the business. In an organisation, it is possible to find 5 key factors that a leader should ensure that employees feel:

· Employee engagment is stronger in organisations that have strong personal ties with their employees than in companies that do not have such strong personal ties. The relationship will become deeply when the manager will focus on what is importrant for the employees.
· Contribute by doing something meaningful by getting your efforts recognized, Metrics for evaluating an employee's contribution should be oriented towards individual results and team performance. Make the employee feel important by demonstrating the difference they have made in the organisation or in the lives of others, and whenever possible, recognise the employee's achievements.
· [bookmark: _Hlk102976984]Give the employee constructive feedback on the effectiveness and quality of them work (Armstrong,2020)
· Employees are more productive in a workplace where they feel free and encouraged to be themselves, that give them a sense of choice.
· Continuous development can Create a stimulating work environment where employees can grow and thrive both personally and professionally.
· Employees should enjoying their time feeling part of a fun workplace that will boost employee morale and energy and stimulate creativity and innovation. 

The strategy is to understand what is driving engagement in your organisation, identify weak areas within your top drivers, and create programmes to improve and implement that area.
.
[bookmark: _Toc103025880]MEASURE ENGAGEMENT  
Companies should look for measures to monitor and measure levels of employee commitment in order to ensure future success; this can be difficult because it requires assessing employees' feelings and emotions. Measuring commitment helps to identify where employees are positioned; there are various measurement approaches used within organisations (Robinson, 2004).
The measure linked to the concept of engagement as 'a positive, meaningful, work-related state of mind' has been the most frequently used within the research community. This is known as the Utrecht Work Engagement Scale (UWES), which captures feelings of vigour, e.g. "At my work, I feel I am bursting with energy", dedication, "I am enthusiastic about my work", and absorption, "I am immersed in my work" (Armstrong, 2020).
Many organisations send out weekly reviews to employees via email every week, which can be defined as a quick review of how employees are doing. Over time, this results in a decrease in participation as well as a large variation in how people respond they have not responded because they are extremely happy or unhappy, which distorts the results and does not reflect how employees are engaged.
Tools such as Surveys are frequently used to get feedback on employee feelings and attitudes, certain surveys are anonymous, this ensures transparency and honesty from employees. A well-structured survey helps to understand employee motivations and the level of satisfaction and quality of working relationships. Professional growth, incentives and work-life balance often motivate employees.
Gathering employees’ views, because what motivates or demotivates employees in one organisation may not be the same in another. Employers must provide efficient avenues for employee input and listen carefully to their complaints and goals (CIPD, n.d.).                                                                                                                            
Measuring employee engagement is of fundamental importance because it helps the company to understand its strengths and weaknesses.
Surveys are generally done once or twice a year, this does not allow managers to act in time because they do not receive real time feedback, companies are adding programmes to surveys that allow them to collect information from employees all year round.
It is essential to make effective use of survey data through the triple A approach: analysis, evaluation, and action (Armstrong, 2020).
Modern HR platforms include tools to collect feedback and measure employee satisfaction, ensuring that everyone is happy, on track and working together to achieve individual, departmental, and corporate goals.
Getting feedback from employees who decide to leave is important feedback, especially if key performers choose to leave.
Taking advantage of the employee lifecycle, onboarding new employees is a critical step in connecting and engaging new team members with your company's goals and mission.
With a new perspective, the new employee could be the most vocal supporter of the culture.
A reliable tool to analyse the level of employee involvement is the Gallup Q12 questionnaire, which is used for regular surveys every quarter or more (Inc, 2021).
Gallup assumes that employee engagement is based on a hierarchy of four levels, the 12 questions correspond to one of four levels in that hierarchy:
· Personal development: Addressing the needs of the core levels creates an environment that enables managers and employees to achieve personal growth (Q11 and Q12)
· Teamwork: this level and those below it provide information for managers on how to motivate and develop their team members. (Q7-Q10)
· Personal contribution  (Q03-Q06)
·  Basic needs:  The needs and goals of the employees must be at the base, for if their basic needs are not met, the other levels will not meet them. (Q1 and Q 2).
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Disengagement is the opposite side of engagement, defined by Maslach and Jackson (1981: 99) as ''a syndrome of emotional exhaustion and cynicism''(Armstrong,2020).
 Different motivations can cause disengagement in employees, the key factors are apathy and indifference. (Stange, n.d.).
 Employee disengagement and burnout occur when an employee is put under pressure by the job and the goals to be achieved. A disengaged employee will also have a negative impact on customers by creating a bad customer experience. Damaging customer relationships, it will lower productivity and hinder the company from achieving its goals. (Rastogi et al., 2018).
Employees who are disengaged are not emotionally invested in or proud of the company they work for, organisations and managers need to recognise and manage disengaged employees because they decrease productivity, bring problems to the workplace, pay less attention to their work and cause errors and underperformance, creating problems for other employees.

The disengagement of an employee occurs if there is a lack of:
· Unsatisfactory pay can contribute to disengagement in the workplace, low pay can be a reason for frustration.
· Employees should be involved and always motivated, and they should have the opportunity to learn new skills. When an employee believes they are not progressing in their current position, they may resign.
· Ineffective management and absent leaders who build connections with employees lead to poor communication and can be the main causes of disengagement.
· After Covid 19, increasingly employees are prioritising flexible working or job sharing, flexible and attractive work for jobseekers and Lack of job flexibility, reduces the possibility of finding qualified staff and increases employee dissatisfaction.
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In conclusion is possible to confirm that the employees who are engaged outperform their counterparts and have higher customer satisfaction scores, increase productivity and are more profitable.
Feeling engaged has positive feedback on employees, most definitions describe a happy, satisfied and more motivated employee.                                                                                                                                    The organisation and the employees must support each other to achieve common goals, the performance of employees directly influences the performance of the company, so employee engagement should be an ongoing process that is an integral part of the company's culture.
It is critical to have a happy and satisfying working environment, as this absorbs most of the a people's day.
Companies should recognise the importance of employees in the workplace, when the right recognition, space, and time are absent it is easy for a sense of disengagement to settle over employees.
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