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Employee engagement
Introduction
In today's highly competitive world, every organization is constantly faced with the challenges of achieving high productivity and creating a committed workforce. As a result, it's critical to give importance to the concept of organizational engagement and the consequences of its impact on company behaviour. For this reason, organizations need to understand the importance of their employees' commitment and their role in motivating them in the workplace. The research examines the many forms of engagement as well as the factors that influence its rise or fall. A systematisation of the possible technical tools for measuring engagement on organisational effectiveness and its implication for the organisation has been proposed. This will result in a logical structure of knowledge that will lead to improved levels of engagement, productivity, and job satisfaction.
The concept of employee engagement and the factors of influence.
The business environment is changing because of the COVID-19 pandemic. Throughout this difficult period, human resource managers need to develop versatile, innovative, and practical ways to keep staff engaged in a balanced way. (Chanana, 2021). This is not about decent salaries, employee fulfilment, or rewarding a successful employee after a tough day. Although many companies had to modify their management approaches during Covid 19, the strengthening of a strong connection between employees and their organisation will help decrease the number of employee turnover, increased productivity, and engagement of their workforce (Deloitte, 2022). Because employee engagement is a workplace mindset that inspires all employees to contribute their best, to be committed to the company's goals, and provide value to the business mission. 
According to the International Journal of environmental research and public health, businesses may improve employee engagement when situations are difficult if they meet the needs and make the correct decisions at the appropriate time (Rasool et al., 2021). As an employee is constantly disengaged, his involvement in an organisation and increased performance of the business is beaten. In a business, employee engagement led to greater productivity, work quality, innovations, commitment, competitive advantage and as well as employee satisfaction, recognition, equality safety and wellbeing (Suomi. et al., 2021). Over the last two decades, the topic of employee engagement as a component of value growth has attracted the interest of many businesses and organisations (Chanana, 2021). According to preliminary research into this topic, both the employee and the employer can have a significant influence on value creation - the business receives a performance advantage, while the employee gains satisfaction and recognition (Atapattu and Huybers, 2021).  Performance is due to a mutual agreement between an employee's values and interests and those of the business interests, which leads to higher productivity. 
Work engagement may be explained using several concepts in work behaviour. Engagement can be Intrinsic or extrinsic, according to research in the theory of self-engagement strategy. (Toksöz, 2021) Directly engagement depends on Incentives and employee behaviour. The basis of productive employee work is an adaptable internal impulse to perform for inner motivation. The Employee is most productive and engaged when he is personally powered by their values, the experience of completion, and development (CIPD, 2022) - in other words when they are internally committed rather than externally motivated to be the best expression of themselves. Comparisons between people who are externally engaged show deep motivation leads to people who have higher levels of creativity, vitality, self-confidence, and well-being (Thompson and Beardwell, 2017). Employee engagement could be characterized as an inner state of mind (May, Gilson and Harter (2004), defined as a physical, emotional, and cоgnitivе mind state that interconnects an employee's commitment, satisfaction, and work performance. 
Extrinsic engagement refers to the commitment that emerges from an organization, such as positive motivation and support, development, opportunity, communication, recognition, and benefits. Some employers believe that increasing their employees' compensation (financial reward) would simply stimulate their engagement (Yaqub et al., 2021). Research shows that, except for acquired responsibilities, employee productivity decreases as rewards increase. Incentives, on the other hand, do not inspire the conceptual innovation that today's workers demand to thrive in business. Despite this, the corporate business today deploys different strategies to boost employee engagement. Autonomy, accomplishment, and development are the most effective ways to engage a person according to Lartey (2021). Indeed, in the COVID-19 virtualization scenario, the aptitude to accommodate different Individual working hours have contributed to increased dedication to performing longer than planned as a direct result of the continued engagement. 
Individuality is an aspect of inner commitment, and it is likely the most pivotal of all. If the employee is engaged in work, he will perceive his potential as unlimited and will strive to develop skills through learning and practice (Afrahi et al., 2021). Otherwise, People can easily lose their enthusiasm and disengage themselves at work if they do not understand the higher meaning of what they perform. It is appropriate to assume that social level is also potential to rise engagement because the high status leads to increased motivation and active participation (Saks, Gruman and Zhang, 2021). High-ranking employees are more likely to be committed to the organisation. This is because having a position of authority allows employees to have an input into management choices and demonstrate the company values and dedication to the common purpose. Recognition is related to the desire to develop and improve employees with greater flexibility and choice have a stronger degree of engagement at work, which leads to an enhanced emotional connection to the organisation.
Co-operation is another aspect of engagement and is a basic human need, embedded in social work theory (Howe, 2017). Leading positive interpersonal connections, straightening an organizational culture and supporting and encouraging trust, cooperation, open communication, and teamwork (Deloitte, 2022). For instants in times of crisis changing the workplace, when everyone is in different work mode contrasts exist, such as being alone or disrupting from outside duty as family and health issues, was the most difficult transition for most employees. Within virtual teams, the impact of process technology, communication and enhancing team support promptly has a higher chance of succeeding (Chanana, 2021). The failure of a disengaged employee to provide critical information can have a negative impact on a team's performance. The success emphasises the need for effective communication within a team. Sharing information, fosters trust, confidence, and accountability among team members, all of which improve overall behaviour and progress (Thompson and Beardwell, 2017). Employee engagement in a team is vital to the development of a productive atmosphere in any business. Teams perform as entities, and it is necessary to encourage their efforts for them to be reflected in future success.
This leadership approach enables management to evaluate and measure progress in a professional manner while also improving the efficiency of the team. The easiest way for leaders to improve employee engagement at work is not to introduce programs and initiatives for additional benefits, but with a daily, honest, good human attitude (Quek et al., 2021). Swedish psychologist Anna Nieberg from the Karolinska Institute proves that in an environment with aggressive and rude leaders, employees' problems increase sharply (Nyberg et al., 2021). In addition, her research shows that leaders who inspire and support their employees create a calmer work environment in which people are healthier and, above all, more loyal. It turns out that showing genuine interest and concern for them and their family is a more effective way to engage them than offering a free lunch, massage or yoga classes in the office. Leadership helps employees feel engaged and provides them with a sense of commitment and success in they work toward a common objective (Rajagopal et al., 2021). The leading commitment to implement a supportive management model has benefitted everyone.
 Engagement is a two-way sloop in both business and personal relationships. The human factor has been increasingly important in management in recent years (Suomi, 2021). Many organisations have recognized that their most valuable resource is their employees, and they have focused efforts on them (Deliotte, 2022). Employees who are engaged complete jobs more efficiently and swiftly than those who are not. Compared to disengaged employees, companies with engaged employees are more financially stable and competitive. Unfortunately, employees who are devoted to their employment, on the other hand, are much fewer than those who are not (Afrahi et al., 2021). Employee-employee interactions are changing, yet organisational policies are still not keeping up with workers' shifting requirements.
Measurement of engagement
In a broad sense, most workers begin their employment with a higher level of motivation at the outset, but over time their desire to engage with the work process gradually decreases. (Afrahi et al. 2021). Usually, an employee has a specific argument for disengagement at work. They usually betray work behaviour as well as work results. However, with a significant degree of proactiveness toward the disengagement, it is possible to be overcome. 
To identify and prevent on time, the survey in the work process can play a key role in reducing employee engagement. Annual employee surveys and pulse surveys may easily be deployed to the entire organisation and can discover problems before staff find a new job (Deliotte, 2022). The frequency largely depends on the specific working environment, the dynamics of the activity, as well as the deadlines for fulfilling their goals. The Employee Engagement Survey is important because it gives an overall indication of the company's "health and well-being” (Thompson and Beardwell, 2017). Overall, everything may pretend to be in shape, but diving exposes issues that will be good to be discovered.
To ensure that the company’s expectations are met, and employees are currently engaged with the company, continual communication is needed. Getting to know employees through honest conversation is a great way to achieve a higher level of understanding of their most pivotal concerns (Chanana, 2021). This will help to choose where to concentrate more efforts to influence workforce engagement.
Perceptible measures are also frequently used to determine employee engagement. Participation is the value of a commitment (Nyberg, 2022). If more than half of all workers attend one or more events every month, engagement levels are optimal. The measure of performance, turnover and absenteeism shows how many employees were engaged for a certain period (Thompson and Beardwell, 2017). 
Employee engagement, according to human resource management experts, should be monitored regularly since a lack of which may lead to organisational issues, insufficient productivity, and even business losses (CIPD, 2021). By measuring employee engagement, companies are better able to manage their productivity and costs, increase revenue, assess the risk of employee turnover, and create working programs to retain and develop talent. The assessment of employee engagement helps to increase employee morale and motivation to work in a certain organisation (Thompson and Beardwell, 2017).
Recommendation to increase engagement levels. 
Employee engagement at work is impacted by a variety of approaches, such as professional advancement, inspiration, collaboration, appreciation, work times flexibility, a reasonable wage system, an open and fair work environment, and participation in decision-making (CIPD, 2022). 
Possibilities for personal and professional development. 
Instead of designing linear career paths company must pivot regularly to acquire workers with abilities that were not on the agenda before. (Suomi et al. 2021) Prior to this Internal development shows that a company cares about its workers' long-term career advancement and job stability. Offering training chances for employees can also help by allowing them to advance and enhance their talents (CIPD, 2022). They can also demonstrate how employee learning opportunities relate to possible job paths and their level of engagement. 
Amount of autonomy. 
Workers who have enough autonomy in their jobs are more engaged, devoted, and productive (Lartey, 2021). Employees prefer to work autonomy when they are given the flexibility to apply their judgement and skills. As a result, employee programmes are becoming increasingly vital for maintaining and engaging self-confidence productive employees.
A sense of accomplishment. 
Tasks and large responsibilities are not the only strategies to make employees feel accomplished (Chanana, 2021). At the end of the day, the manager should provide professional interest and recognition so that individuals feel valuable. And motivated to perform more Recognition is one of the top three non-financial strategies of retention (Deliott. 2022). 
Positive and supportive manager-employee relationships. 
Great managers gain knowledge about their employees' aims and interests and what they value outside of work (Rasool et al., 2021). Leaders would focus on providing motivational talks and establishing a transparent and trustworthy culture where employees will feel safe when experiencing difficulties. Employees should not be stressed by their duties and should be allowed to involve properly in their work. Establishing a virtual community with employees and organising online team-building events is positive for the organisation. Virtual challenges and competitions, brief online gaming sessions may also use to boost employee engagement
Create a healthy workspace. 
Encourage well-being practises; companies should be concerned regarding their employees' well-being since it could reduce absenteeism, improve engagement, and maximize productivity. (Chanana, 2021). Conducting anxiety, stress-related webinars and offering professional solutions that support a healthy work-life balance is valued. 
Conclusion
As already discussed, engagement is a positive sign that companies should use in their activities. This is defined as an attitude that involves creativity, and innovation, proactively finding opportunities to contribute to the organization and continuing beyond what is required of the employee in terms of accomplishing the company's objectives. Therefore, all managers should have the appropriate understanding and dedication to their workers' development. This is achievable when companies pay attention to and oversee their employees' preferences, and interact with them both within and outside the office. Foundation for this is establishing human resource management policies to promote employee engagement, which will result in beneficial outcomes. Although there are many challenges that leaders and organizations face in managing employees and businesses, there are opportunities to systematically improve engagement in the organisation. Organizations will be in a much better position to manage changes if it is recognized when and how engagement emerges, how it creates interactions, and how it forms behaviour. As a result, businesses must recognise the value of their workers' engagement and the importance of their working motivation. 
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