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[bookmark: _Toc134460958]Introduction
Employee engagement is a crucial activity for the organisation and HR management continues fulfilling vacant positions in the organisation. The three C's involves employee engagement such as career, competence and care to maintain employee efficiency and productivity to develop the profitability of the organisations. Different parameters and purposes follow in before and after recruitment process. In addition,HR management continues these two processes by considering specific objectives and strategies to meet targets. The organisations focus on effective employee engagement to achieve daily objectives and meet the business's long-term targets. 
The HR management considers effective communication and resource management processes to continue employee engagement through the employee lifecycle in the organisation. This essay aims to deliver practical logic, thinking and evaluation of resources and communication processes through maintaining management and business environment to develop efficiency and satisfaction of employees through the employee lifecycle in the organisations.
Thesis statement: Green HR management, effective CSR application and implementation of information technology can contribute to increasing the satisfaction and work-life balance of employees to develop employee engagement in the organisations. 
[bookmark: _Toc134460959]Discussion
[bookmark: _Toc134460960]Employee engagement Literature
The engagement of employees is an important part of the working organization as it serves to meet the goals of the organization. A large number of employees in a working organization has both advantages and disadvantages (Cillo et al. 2019). Numerous journals are published in the literature about the benefits and losses of employee engagement in an organization. Management theory considers employee engagement as an important issue that is practiced in the organization. Employee engagement involves two key definitions as multi-faceted construction including emotions, behaviors and cognitions and the other is a unitary construct that includes a positive state of mind, and the dedicated willingness of the workers (Cillo et al. 2019). There are lots of shortcomings demonstrated in the engagement of employees in the organization such as cross-cultural and personality differences between the workers, lack of role due to high employee engagement, and lack of intervention mechanism for the engagement of the employees (Sun and Bunchapattanasakda, 2019). Organizational factors such as management style and job rewards, job factors such as features of the task and work environment and individual factors such as self-consciousness are the influential factors that control the engagement of employees in the organization. 
The JD-R model is the advanced model that depicts the relationships between employee engagement and innovative characteristics in an organization. Innovation and creativity are the hallmarks of the business organization that involves the support and engagement of employees democratically in the organization (Kwon and Kim, 2020). High employee engagement may leads to the failure of an innovative model due to organizational and individual reasons, besides adequate engagement of employees may result in successful innovation in the organization. The failure factors include scepticism, fatigue, and laborious complicated logistics. Resourced-based view models depict that the adequate support of resources is an important part of the engagement of the employees in the organization and is divided into five categories of resources such as organizational resources, social resources, job resources, and home and personal resources (Teo et al.2020). The demand resource model is the key concept of employee engagement that involves the adequate use of resources to fulfil the demand of the employees. The employee engagement model depicts the productiveness and happiness of the people in the workplace. 
[bookmark: _Toc134460961]Knowledge and understanding of the subject
Employee engagement involves a lot of understanding of the different issues generated due to the high engagement of employees and the gains sufficient knowledge on the engagement of employees in the organization (Amor et al. 2020). Employee engagement involves the different methods that visualize the positive and negative outcomes for both low and high engagement of employees. Employee engagement starts from the recruitment process and ends with resignation termination involving subsequent steps and represents the lifecycle of employee engagement. Zinger's model utilizes the ten essential actions that the manager needs to engage their employees and is depicted in the form of a pyramid highlighting the importance of employee engagement that fosters in the workplace. 
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Fig 1:  Global Themes of Employee Engagement
(Source: Peopleinsight, 2023)
Employee engagement has five key components that foster positive outcomes for the business in the future. Leadership is an important part of employee management to foster the growth of the organization. The different organization follows different types of leadership theories to gain a competitive edge in the market. These theories need to be implemented in the organization regularly to encourage the engagement of the employees in the organization.  The employees to procure a substantial positive work environment keenly follow autocratic, transformative, and charismatic leadership in the different organizations (Heslina and Syahruni,2021). The senior leaders and line managers in the organization mainly play leadership qualities. The reward is an important term for the continuation of the engagement of employees in the organization for their valuable work. The rewards are provided by promoting them or recognizing them for their valuable work. Autonomy depends on the well-being of the employees and mastery of the task appropriately to increase their encouragement. Enablement means providing accurate resources in the community for the task done in the time and fosters the growth of the company.  The purpose is important for the engagement of workers as it aligns with the goals and integrity of the organization. 
There are different theories of employee engagement that motivate the workers to do their respective work fulfilling the basic needs of the employees such as physical, social, safety, self -actualism and esteem (Azim et al.2019). The theory of Maslow on employee engagement involves fulfilling the above basic needs mention that results in higher employee engagement and an increase in motivation of employees. The Schmidt model was developed in the year 2004, considering that recruiting correct people according to their expertise and competencies foster a positive environment in the workplace. 
The three-core framework of employee engagement involves Empowerment, Enablement and Connection that is influenced by building competency and strength in these core areas. Gallup's engagement theory of employees involves the motivation of the workers in the workplace by four crucial elements that are Basic, individual, Teamwork and growth of the organization. 
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Fig 2: Gallup Engagement Theory Model
(Source: Peopleinsight, 2023)
The levels of Gallup help the managers to get the roadmap for motivating and developing the team members and improving the working performance of the individual team members. Kan's theory of employee engagement involves three principal dimensions that are cognitive, physical and emotional behaviors that connect the individual work with the task assigned to them. 
Psychology plays a key role in the engagement of the employees in the organization and so Piers Bishop introduces the 4 c's that is implemented in the theory of employee engagement. These 4'c impact the working life of the individual and the workplace positively to understand the true engagement of the employees in the organization (Verčič,2021). The four C's are cognitive, Capability, connection and Confidence that he's to foster a positive environment in the workplace. Cognitive refers to the vision of the team, follow by capability, connection and confidence of the team members in the organization.  The models and theories stated above help the organization to foster the work environment to leverage its competitiveness in the market industries. 
[bookmark: _Toc134460962]Analysis of Employee Engagement in Different organization in the United Kingdom
This part of the essay deals with the different models and theories of employee engagement used by the different reputed organizations in the UK. Leadership qualities are an important part that is incorporated into different types of organizations (Rasool et al.2021). The hospital industries of the United Kingdom reveal a charismatic leadership style with their patients and a democratic leadership style with the workers, whereas the marketing companies work on autocratic and transformative leadership styles so that the work assigned can be completed within time. 
Top innovative companies such as Nike and Zara use the Jd- R model for the recruitment of their employees in their respective innovation work. Unilever introduce the Gallup engagement theory model in their workforce for effective positive outcomes of the work (Laws et al.2019). The techniques used by the organization flourish the engagement of the employees and thus increase the livelihood of the employees and able to establish a positive emotional connection with the employees. 
The top companies such as Barclays and Adidas focus on community meetings and group surveys and arrange online engagement of the employees in the organization. The AON-Hewitt model is used by medium-size to large-size organizations to increase the productivity and optimal performance of the organization (Ștefan et al. 2020).  A corporation of social responsibility is an important part of working in the organization and needs to adhere to by the employees for the better reputation of the organization. Corporate social responsibilities include environmental and human rights responsibility, along with economic and philanthropic responsibility that is adhered to by the top organization of the United Kingdom. In that case identifying target customers can be most effective decision in terms of maximizing the business expansion rate in the post-pandemic scenario.  
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Fig 3: Engagement Rate of Employees
(Source: Boisestate, 2023)
The above figure depicts the overall employee engagement rate from the year 2008 to 2020 in various organizations in the United Kingdom. The lowest engagement rate of employees in the last 15 years was in the year 2010 that is nearly 56 per cent and after that, the rate of engagement increases generally as depicted in the graph. Employee engagement is low due to the bad impact of the branded companies and due to the pandemic effect that lowers the engagement rate by 11 per cent and still now 3% can be covered. The biggest barriers that are analyzed that lead to low engagement compared to other countries are poor leadership and poor communication which demotivate the employees and lowers the workforce. 
An employee will be more effective and more efficient during their work time. The employee will be more productive when they will engage with the work (Rasool et al. 2021). On the other hand, it will see that the employee who is not very engaged with the work, are not very effective and efficient. Another factor of employee engagement is job satisfaction. In this context, the employee will not get satisfied with their job, then they will not be willing to engage with their job. The employee will not get sufficient remuneration for their job, then they are not willing to engage with their job. The employee will understand their role and their responsibility in the job, then they are very willing to engage with their job. For this reason, the authority of the organization needs to communicate very well with their employee (Ali et al. 2021). Then, the employee will understand the positive impact on the customer of their manufacturing product. Then, the employee will do their work with more energy and they will engage with their work.

[bookmark: _Toc134460963]Conclusion
Throughout the above-depicted analysis, it has been clear that the analysis has been making a precise explanation about the working progress of employees' engagements and their lifestyles by making an impact on the organisation's productivity. In this regard, interlinked with the model, theoretical perspectives, tools and techniques the analysis has been also sustainably going on. The improvements in skills development, practical explanations, collection of reliable infractions through the literature and appropriate knowledge concepts have also been briefly interlinked in this respective analysis. The different theories have been documented along with appropriate models used by the different organizations for the engagement of the employees in their respective companies. Leadership and communication skills are the main barriers that were observed in the United Kingdom companies that lower the engagement of employees. The five global themes of employee engagement have been documented that reflects the key factors that leverage the engagement of the employee in the organization. There is a strong need of leveraging the reward system for the employees and deploy a customizable sustainable environment for the employees for long-term sustainability of the organization
[bookmark: _Toc134460964]
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