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Introduction
In this report will be presented some of the most important key points of employee engagement, how it is used in present days and how Human Resource managers are presenting the term and observing it. Also, it will be shown and explained the term Human capital management and how it affects both sides employees and employers and also the managers with the involvement of the human resources. As this writing, is a report made as an HR manager in a company struggling with the right view over employee engagement there will be made several observations and conclusions that will help the company’s prevent the impact on its viability.
[bookmark: _Toc103032930]Concept and definition of employee engagement

The employee engagement is a key factor nowadays in every organization no matter with what it is occupied. Employee engagement is important since it is at the heart of the working relationship. It's about what people do and how they act in their positions, and what motivates them to perform in ways that help the company and themselves achieve their goals. There are many definitions of the term and yet the very little amount of the organizations looked at it closely and responded correctly to the problems it may cause if the management is irresponsible during the decision makings. According to (Bridger, 2018) and included citations in the author’s book the definition may vary with the different understandings the term gives, about allowing employees to interact with their coworkers, management, and the rest of the company.
 It's also about fostering an atmosphere in which people are inspired to connect with their work and care deeply about performing a good job. Flexibility, change, and continual improvement are at the heart of what it means to be an employee and an employer in the twenty-first-century workplace. The employee has a good attitude toward the company and its ideals. An engaged employee understands the business environment and collaborates with coworkers to improve job performance for the benefit of the company. The company must endeavor to foster and grow employee engagement, which necessitates a two-way connection between the employee and the employer.
[image: Diagram

Description automatically generated]
Figure 1
Source: (Bridger, 2018)

On this Figure can be seen It considers involvement to be a habit. If a person invested in the company's success, it will be more willing to go above and above because he cares. It sees interaction as a result. The approach recognizes that there is a reason that focuses on employee engagement in the first place, such as lowering employee turnover, and that engaging the company s employees will help managers achieve the intended business objective. Finally, this model emphasizes the necessity of aligning an individual's ideals with the values of the company. The organization must work hard to ensure that it is set up and hard-wired to promote engagement, but the employee must choose to offer themselves to be involved. Furthermore, if the organization's principles conflict with the individual's own values, the employee is unlikely to feel involved, at least for a long time (Bridger, 2018).
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Financial management's dominance in both commercial and governmental organizations has no doubt contributed significantly. People are often seen as 'headcount' in financial systems, with little differentiation made between their roles as 'costs of production and 'investments in our future.' People are, almost generally, the primary source of expense in today's businesses. Rarely are the two perspectives of people as both a cost and a value-creating asset balanced. Human capital management is a concept that recognizes that an organization's intangible assets are the engine that drives value creation (whether financial or non-financial). Furthermore, people, both as individuals and as members of teams, are the only ones who can sustain and increase value. Not all employees are included in this only the most skilled and mission-critical are and some may even be considered (liabilities), meaning they detract value from stakeholders. It must be asked two questions about all intangibles. 'How can organization grasp the human worth they have in order to manage it effectively?' is the first question. The company doesn’t want to lose it but also tries to develop it and use it. The second question is, "How do the organization manage the relationship between that value and its deployment in two human resources or human capital?" 'How is it adding value to the company and its stakeholders?' Those are questions that must be asked regarding the brand, customer connections, proprietary information and technologies, and people. Human capital management is more about the latter. Many HR practitioners associate the phrase with the meaning of measurement. To be sure, what is measured is handled and given attention. Managers typically receive significantly less structured and useful information about their people than they do about their money. It is more harder to deliver and interpret, but it is at least as vital. But it's more than just a measuring system; it's a comprehensive management system (Mayo, 2016).
Engaged workers stand apart from their not-engaged and actively disengaged competitors because of the discretionary effort they constantly bring to their employment, according to a current definition of employee engagement. These workers are eager to go above and above, work with enthusiasm, and have a strong bond with their employer. They are the ones who will push the company ahead via innovations. Managers value the increased productivity of engaged employees, as well as other benefits such as reduced sick leave, fewer rates of resignation, and greater workforce stability. (Imandin, et al., 2016)
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Figure 2
Source: (Association, 2012)

The component employee views of management and leadership is clearly identified as the most important contributing construct in the model highly supported by the two sub-constructs employee perceptions of management and engaged leadership team, as shown in the Figure. Change management and a stress-free atmosphere come next, followed by career advancement chances, the nature of my job, emotional involvement, feeling valued and involved, and behavioral engagement. Regardless of the regression weights and their suggestive power of relevance, it is vital to highlight that all seven dimensions are significant and, as a result, valuable in assessing manager-employee engagement.
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Definition of human capital management HCM is concerned with gathering, analyzing, and reporting data that guides value-adding people management, strategic, investment, and operational choices at the corporate and front-line management levels. It's all about value in the end. HCM is concerned with measuring with a goal, not merely measurement. The use of metrics to drive an approach to managing people that views them as assets and stresses that strategic investments in those assets through employee engagement and retention, talent management, and learning and development programs provide competitive advantage. HCM serves as a link between HR and corporate strategy. Human capital is a concept. Individuals develop intellectual capital and generate, maintain, and utilise knowledge and skill (human capital). Their expertise is increased through their interactions (social capital), which results in an organization's institutionalized knowledge (organizational capital). Human capital refers to the knowledge, skills, and talents of those who work for a company. Human capital refers to the organization's human aspect, or the combination of brains, skills, and expertise that gives it its particular personality. The organization's human elements are those capable of learning, adapting, inventing, and giving the creative push that, if properly motivated, may assure the organization's long-term existence. Human capital is best understood as a bridge concept, defining the relationship between HR practices and company success in terms of assets rather than business processes.' They argue that human capital is "non-standardized, implicit, dynamic, context sensitive, and embodied in people" to a great extent. These characteristics make evaluating human capital difficult, especially since the 'features of human capital that are so crucial to firm performance are individuals' flexibility and creativity, their ability to develop skills over time, and their ability to respond in a moti vated way to various contexts (Armstrong, 2009).
Employee engagement can be one of the causes that affect the organizational behavior in one organization. Organizational behavior's characteristics It's a style of thinking about people, groups, and companies. It is interdisciplinary in that it draws on principles, models, ideas, and methodologies from several fields. People, their attitudes, perceptions, learning capacities, sentiments, and aspirations are all extremely important. It is performance-oriented, focusing on the elements that influence performance and how they may be improved. The influences on organizational behavior Individual differences, attitudes, personality, attributions, orientation, and the roles that people perform at work are all discussed. What motivates the members of an organization. The employee engagement process is very much the key factor. (Armstrong, 2009)
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Job satisfaction can lead to intrinsic motivation and enhanced engagement because of the task itself. Work that is interesting and challenging, responsibility (feeling that one's work is important and having control over one's own resources), the ability to use and develop skills and abilities, the availability of the resources needed to complete the work, and opportunities for advancement are all factors to consider. Working conditions, an enabling, supporting, and inspiring work environment fosters engagement by influencing how individuals see and carry out their responsibilities. The circumstances for high performance and effective discretionary behavior will be created through an enabling environment. (Bridger, 2018)
Operate methods, equipment and facilities, and the physical environment in which people work are all examples of this. A supportive workplace is one in which adequate attention is made to attaining an acceptable work-life balance, emotional demands are not excessive, healthy and safe working conditions are prioritized, job stability is a primary priority, and personal growth requirements are considered. The leadership is a degree to which employment promotes engagement and good discretionary behavior is largely determined by how employees are led and managed. Managers and team leaders frequently have a lot of say in how positions are created, how work is distributed, and how much authority they delegate. They can explain the importance of what individuals do. They may help them accomplish and grow by providing constructive criticism and acknowledging their contributions. Contribution possibilities means that employee engagement is improved when their voices are heard. This allows individuals to share their thoughts and opinions with others and feel as if they are contributing. (Armstrong, 2009)
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Marks and Spenser 

As one of the biggest retailers in The UK Marks and Spenser conducted a research that shows. Long-term employee engagement patterns are closely connected to long-term sales performance, according to a longitudinal research conducted by Marks & Spencer (M&S). Using data from 137 high-street retailers over four years, the study discovered that stores with a rising engagement trend beat those with dropping engagement ratings (compared to respective sales targets). After accounting for shop size, both engagement and changes in engagement from one year to the next were found to be linked to sales performance. Stores with higher levels of involvement generated £62 million more in annual sales than stores with lower levels of engagement (Bridger, 2018).
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As an HR manager in this report can conclude that in order for a company to function normally and to be as present to its stakeholders should consider more in-depth research in the employee engagement. In other words, if the employees are satisfied and work in good conditions the more productions will be made or the more clients will be served. HR managers should be very careful in observing an organisational environment because as shown in the report many factors influence the working progress. 
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