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Introduction
The strength of an individual's identification with and involvement in an organisation is measured by organizational engagement. HRM rules are intended to maximize organizational efficiency, work engagement, adaptability, and job quality,' according to a concept that has played an essential role in HRM philosophy. Organizational engagement was highlighted as a major feature in their HRM approach because it "may result in not just more loyalty and higher performance for the business, but also in self-worth, dignity, psychological engagement, and identity for the individual. It goes on to discuss commitment and engagement, as well as the elements that influence commitment and building a commitment plan. 
Organizational engagement involves first commitment which means loyalty and attachment. A company engagement is associated with personal emotions and feelings about their organization that is a result of company interests and values. Employee engagement can be described a s a strong desire to be a member of the company as an acceptance of the goals and values of the company.
People become engaged when they are passionate about their job and the company, and they are driven to reach outstanding results. For professionals, engagement has become a catch-all term for the different ways in which employers might solicit additional or discretionary effort from employees — a willingness to work beyond the contract.
The terms 'work satisfaction, “motivation,' and 'commitment,' according to Reilly and Brown (2008), are typically being substituted in management by 'engagement,' which appears to have greater descriptive force and face validity. 'Engagement may comprise the method via which HRM practitioners impact individual and organisational performance,' according to Truss et al (2013). 
In the next few paragraphs is described and related in more details about employee engagement and how to measure it order to be able to visualise the whole picture of the company and assure all the employees are happy and enough productive.




Concepts of employee engagement

The terms "job satisfaction," "motivation," and "commitment" are often replaced in management with "engagement," which appears to have higher descriptive force and face validity. Also 'engagement may include the technique by which HRM practitioners influence individual and organisational performance. Engagement has been defined as "a distinct and original construct made up of mental, emotive, and patterns linked to individual role performance.
Employee engagement can be divided into three categories: intellectual engagement (thinking hard about the job and how to improve it); affective engagement (feeling good about doing a good job); and social engagement (actively seeking out opportunities to discuss work-related improvements with co-workers).
The term “Engagement “can be used to describe what is happening when people are involved and positive exited about their work, experiencing positive behaviour and are motivated to reach a high level of efficiency. In a simple way to describe engagement means feeling good about your work. Employee engagement is also the connection the workers feel for their company.
According to social exchange theory, responsibilities are formed through a sequence of exchanges between parties who are mutually interdependent. According to social exchange theory, relationships develop over time into trusting, loyal, and mutual commitments if the parties follow specific 'rules of trade. Saks (2006) One method for people to repay their organisations is by increasing their level of engagement. To put it another way, employees will choose to engage to varied degrees and in reaction to the resources provided by their employer.
The concept of engagement can be described in terms of its components, antecedents (the driving force) and its outcomes.
Employee engagements consist of 3 components, and they are listed below and illustrated in the following figure.
1. Commitment
2. Organizational citizenship
3. Motivation


Fig.1
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Engagement commitment
The idea of commitment and organizational engagement are very similar in terms of concept. Even if these concepts are similar commitment does not include  the main aspects of engagement which is two-way nature and the idee to which an employee are expected to have good feelings and attitudes about their work.

Motivation
The fundamental component of engagement is motivation. 'When the work itself is significant, it is also considered to have internal drive. This suggests that it is the labour itself, not the income or recognition, that produces positive sentiments of involvement. Employees that are engaged believe that their jobs are a significant part of who they are,' according to the study.

Organizational Citizenship
Employee behaviour that goes far beyond call of duty and adds to organisational effectiveness is referred to as organisational citizenship behaviour. It is optional and not officially acknowledged by the formal incentive system of the employer. Job happiness and organisational commitment combine to create organisational citizenship. It's comparable to the engagement literature's concepts of being courteous of and helpful to co-workers, as well as a readiness to go the additional mile or work longer hours, try harder, accomplish more, and talk favourably about the company.This desirable behaviour has been linked to the work environment rather than individual preferences.

Antecedents and Driving force of employee engagement
In order to help in growing the employee engagement it is mandatory to understand the factors that has an impact on it. The drivers which affect employee engagement are the following:

       Autonomy- Employees have the freedom, independence, and discretion to schedule their work and determine the processes for carrying it out. It gives you a control or power over work.

      Job challenge- This occurs when the job scope is vast, job responsibility is great, and the workload is heavy. It increases participation by providing opportunities for achievement and personal development.

       Opportunities for development- The opportunities provide chances to an employee to grow and fulfil.

      Rewards and recognition- These are both direct and indirect rewards on one's own investment of time in performing a job function.

      Variety- Individuals who have professions that allow them to do a variety of things or employ a variety of abilities.



The outcomes of engagement
A high level of engagement means that the employees are increasing the effort and productivity, the work quality is also increased and the error rates are decreased. The outcome of a high level of engagement results in higher profitability, enhanced client satisfaction and loyalty and the most important one in a higher chance of business success. Employees that are more engaged perform better, are more innovative, are more likely to want to stay with their employers, have higher levels of personal health, and consider their workload to be more sustainable.
In order to perform a high level of employee engagement its needed a modality to measure it and to be able to read and see the company situation and that is why is necessary to say about the tools that can measure the level of engagement. Below will be related about how the employee engagement is measured and tools are used for this.



The tools measuring the engagement
Business executives have challenges in creating an engaged team culture that will drive their company's success in today's multi-generational and mobile workforce. Only 12% of employees think their company is "great at effectively fostering the desired culture,
Only 32% of the American workforce is completely engaged, according to a Gallup poll from 2015, indicating that the rest are either not fully engaged or actively disengaged. This causes issues for businesses because Gallup research show that employee engagement has a direct impact on a company's bottom line.

Businesses should search for measures to monitor and measure employee engagement levels in order to ensure future success.
Here are some tools to measure employee engagement:
    
        Employee surveys- Employee engagement is most typically measured with surveys, which provide input on employee sentiments and opinions. The most effective surveys can be completed and submitted anonymously, increasing participation rates and allowing staff to give more honest comments.
Using a third-party administrator (such as Survey Monkey) might also give employees more confidence in their ability to express themselves without fear of reprisal.
Employers can evaluate their employees' level of involvement by asking survey questions like:

Are you serious about putting up your best effort every day at work?

Are you happy with your workplace's culture?

Is there an obvious connection between your work and the company's objectives?


        HR Tools- While polling employees once or twice a year is a fine place to start, it does not provide real-time, ongoing, or complete input. As a result, firms are increasingly supplementing annual surveys with flexible software tools that can collect and track employee engagement throughout the year.
Current HR platforms include capabilities for collecting feedback and measuring employee happiness, as well as the ability to manage your staff and their data by centralising survey results. More frequent dialogues and feedback between managers and staff can be facilitated (and tracked!) with performance management software. This keeps everyone pleased, on track, and focused on individual, departmental, and company-wide objectives.

          Social Media- Employers now have another powerful tool at their disposal because to the rise of social media. Companies can watch Glassdoor reviews and ratings, for example, to measure employee opinion. Internal social media networks, such as the corporate intranet, that allow workers to give ideas and participate in discussions are also beneficial. This enables executives to have a better understanding of their teams, their morale, and the broader corporate culture.


         Exit Interviews- It's crucial to ask the proper questions via a well-designed engagement session, but it's also necessary to ask the tough questions about why employees, especially high performers, choose to leave the organisation. This useful input can aid in identifying areas for improvement in order to attract and maintain the greatest, most engaged super stars. Many specialists advise combining a written questionnaire with an exit interview during the employee's final week on the job, as well as a follow-up phone interview a month or more later.


         employee value and strategies to raise levels of engagement

The employee value proposition of a company is what it delivers to potential or current employees that they will appreciate and will persuade them to join or stay with the company.
There are plenty of strategies to increase level of engagement but not all of them effective for example one of the most common way to motivate employee is annual bonus or pay incentive they do have an immediate and strong effect but it will not last for long. Sources of motivation, which are concerned with the 'quality of working life, are more likely to have a longer-term impact because they are fundamental in people and the work they do, rather than imposed from the outside in the form of performance-related pay. Money will motivate some people far more than it will others. Money does not necessarily inspire everyone in the same way or to the same degree.
Another strategy is leadership, leadership that sets the tone, encourages and stimulates accomplishment, and supports people in their attempts to attain goals and improve overall performance can boost motivation.
Organizational culture is on of the strategies to increase level of engagement, the impact of any direct or indirect attempts to encourage workers will be influenced by the organization's cultural environment, which includes its values and norms.
Recognition is also a powerful motivator it should be given to the need for work which provides people with the means to achieve their goals, a reasonable degree of autonomy, and scope for the use of skills and competences.
That was some of the most important and most used strategies to enhance the level of engagement, they are very important for every company or firm that tend to increase the level of employee engagement and transform the business into a successful one.


Conclusion
As stated above work that gives people with the means to pursue their goals, a reasonable degree of autonomy, and opportunities to use their talents and competencies should be recognised. To ensure future success, businesses should look for ways to monitor and measure employee engagement levels. The components, antecedents (the driving force), and outcomes of involvement can all be characterised in this way.
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