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[bookmark: _Toc92192553]Introduction
This report aims to present the basic concepts of employee engagement in an organization. The report presents the essence of the concept and the primary methods for measuring the involvement of staff in the work process. The report also presents a multi-step strategy that allows an organization to maintain a high level of staff engagement. This is extremely important for the performance of an organization. However, given that employees currently in the COVID-19 pandemic work mainly at home, their level of engagement could be lower than before when they work in a work environment.
[bookmark: _Toc92192554]The concept of employee engagement in the workplace
Research on work attitudes has been highly recognised, and its importance for organisational studies has been emphasised since the mid-1950s and 1960s when the human relations movement was gaining steam. However, according to a review of the literature, research on two work-related attitudes, notably job satisfaction and organisational commitment, has gotten much attention, and their workplace implications have been emphasised. Consequently, organisational research focused on their origins, outcomes, and dimensions. Recent research on work-related attitudes, on the other hand, has shown a more developed view of such attitudes, leading to the creation of frameworks for a new concept known as employee engagement. Employee engagement is a workplace attitude-behavioural concept that stems from the right conditions for employees to give their all every day, be committed to the organisation's goals and values, be motivated to contribute to organisational effectiveness and be concerned about their well-being.
A feeling of attachment or connection to the organisation is characterised as employee engagement. One of today's hottest topics is why, despite offering comparable pay, benefits, incentives, and allowances, many companies lose top-performing workers to competitors for no apparent reason. Although staff turnover is unavoidable in every organisation, a company's risk of losing a talented and experienced workforce is decreased if it is devoted to engaging its employees. Customer satisfaction, fresh ideas, profitability, productivity, honesty, and fantastic relationships are provided by fully engaged employees. Consequently, participation may be defined as a combination of two terms. The first is commitment, which refers to a desire to remain with a company, and the second is discretionary effort, which refers to a willingness to go above and beyond the call of duty. Healthy, devoted, and motivated workers, sometimes known as "engaged employees," result from a healthy organisation. Employee engagement has been related to various positive outcomes, including:
1. Employee productivity and performance 
2. Efficientness 
3. Safety and security 
4. The proportion of persons who return 
5. Customer happiness and service 
6. Customer retention and loyalty 
7. Financial viability
According to several research studies, a few significant characteristics significantly impact employee engagement. Some of them are as follows: 
· There must be trust and honesty between the employee and the organisation. 
· The nature of the work; the relationship between employee and company performance; and possibilities for employees to further their careers. 
· A sense of achievement in the workplace. 
· The actions of team members/coworkers. 
· Employee development and training.
·  The connection between an employee and his or her supervisors. 
· Aside from the fundamental reasons, some additional factors contribute to employee engagement, including employee recognition (As all the employees do not work for money). 
· Flexible work hours are perfect for those who want to do whatever they want, whenever they want (to maintain a balance between family and work-life). 
· Participation in decision-making processes is essential. 
· Evaluation of potential. 
· They are dealing with workers openly and honestly. 
· Workplace politics should be avoided at all costs since the employee is typically the one who suffers.
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Companies must make the most of each employee in today's business climate. Focusing your efforts on building a collaborative relationship between the employee and the company is one way to go about it. Workers who think valued are more likely to do their best work. Employee engagement is a topic that organisations pay special attention to get the most out of each employee. Highly engaged employees are the best performers, functioning as brand advocates and confidently contributing to the company's bottom line. According to management and behavioural sciences studies, service quality, customer satisfaction, employee retention, productivity, and financial performance all improve when people are engaged (Harter, Schmidt, & Hayes, 2002).
Conversely, when employees are alienated or disengaged, organisations suffer in all areas. For almost 25 years, employee engagement research and practice have improved and changed. Where do employee engagement applications stand now, though? HR.com polled 717 employees from their company who work in HR and similar fields to discover out. According to the survey, more than 90% of respondents believe substantial evidence linking employee engagement to performance.
In contrast, most respondents indicate less than 70% of their employees are engaged (The State of Employee Engagement in 2018). According to a Gallup study conducted in 2018, 87 per cent of employees worldwide are disengaged (The Engaged Workplace, 2018). Employee engagement is a significant goal for senior executives. Business leaders understand that high-performing employees are essential to their success and survival. The recommended paradigm emphasises that an engaged workforce increases creativity, productivity, and bottom-line success while cutting recruitment and retention costs in more ambitious labour markets. It's just as crucial to instil in employees the desire to enhance the customer experience as it is to protect its brand and bottom line. The attitudes of frontline personnel are moulded by their engagement. 
Employees that are engaged are more customer-focused (Harter, 2009), as they are driven to put in extra effort in managing the company's success rather than merely for personal gain. In addition, engaged workers positively impact an organisation's public image since they are brand ambassadors. According to the report, employers enjoy a 26 per cent gain in revenue per employee when employees are highly engaged (Taleo Research, 2009). It was also shown that organisations with highly engaged employees had 13 per cent greater total shareholder returns (Taleo Research, 2009). Furthermore, according to a meta-analysis (Harter et al., 2002), businesses in the top 25% of employee engagement (of those studied) had a four-point increase in profitability. 
According to a study conducted by Towers Perrin (2003), the more engaged an organisation's workforce is, the more likely it is to outperform the industry average in one-year revenue growth.
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When looking at employee engagement research, it is clear that quantitative and cross-sectional surveys are overused to assess employee happiness (Bailey et al., 2015). It is also worth noting that employee engagement was measured using various methods. Based on their participation in research, Sack and Gruman (2014) have defined these characteristics as follows: 
· Paying attention and absorbing information 
· Cognitive, emotional, and physical involvement engagement. 
· Employee and organisational involvement
· Intellectual, emotive, and social engagement. 
· Psychological and behavioural involvement 
· Dedication, enthusiasm, and indifference 
On the other hand, reveal a lack of agreement on the meaning and definition of involvement. As a result, there are difficulties concerning how to define employee involvement. The Utrecht Work Engagement Scale is the most widely used gauging engagement (UWE). The 17 sections of this scale are divided into three dimensions: vitality (represented by five things), dedication, and absorption. The validity of the UWES scale has been investigated in some nations. They recognised the measurement's outstanding dependability, notwithstanding their preference for a three-factor model with commensurate engagement dimensions (Sack and Gruman, 2014). 
Armstrong (2012), on the other hand, developed a 20-item test that was separated into two sections: work engagement and organisational engagement. There were six components to work involvement: 
1) Job satisfaction,  
2) Workplace learning and development 
3) The freedom to self-determination is a fundamental human right. 
4) Working environment 
5) Enlist the boss's help; 
6) Provide a reward. 
Organizational involvement, on the other hand, was measured across seven dimensions: 1) Positive attitudes towards the organisation 
2) The desire to remain with the company 
3) Adherence to the organization's values 
4) The relevance of the company to its customers 
5) The management's interest for employee well-being. 
6) Maintaining a healthy work-life balance 
7) Managerial and colleague relationships.
Shuck and his coworkers (2011) developed a three-dimensional engagement model that includes meaningfulness, safety, and accessibility.
1) Meaningfulness refers to an employee's perception of the importance of his or her job and self-worth at work. According to this viewpoint, meaningfulness includes both adding value and relevance to an employee's work and experiencing one's worth and importance to their company. 
2) Safety refers to an employee's capacity to be their best selves without fear of negative consequences to their self-image or career. Employees' fears of emotional and psychological injury are among their concerns about workplace safety. As a result, workers must have faith in their company in order to be free to express their true selves. 
3) Availability refers to having the physical, emotional, and psychological resources required to complete the task. The availability of resources, cash, and employees to finish a project is referred to as "availability." It might also be seen as a dedication to lifelong learning and skill development and a good match in the workplace. This attitude displays a solid dedication to participation. It draws no difference between job and engagement in an organisation. Because of the minimal number of characteristics, this viewpoint may be used to assess employee engagement in the workplace. 
Furthermore, studies show that managers find it challenging to assess employee engagement and make conclusions about its influence on financial success. As a result, few experts have attempted to link employee engagement to corporate objectives such as customer satisfaction or market share growth. According to research, the most frequent measures used by best-practice organisations to connect engagement to organisational success link customer metrics to engagement indicators. Several best-practice firms have recognised that tools such as the service-profit chain may help align employee engagement to company objectives (Harvard Business Review 2013).
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Businesses may implement effective leadership, healthy corporate culture, supportive organisational values, and management techniques that improve employee well-being. This means that businesses must develop a complete occupational system that enables employees to contribute to their productivity by using their expertise and talents, such as employee voice, resources, and accurate information. The following figure, on the other hand, emphasises the strategy's key steps:
- Integrated organisational values - A clear image of what the company intend to accomplish
- Employee morale should be improved. They should be inspired, fulfilled, and devoted to their work, and they should excel at their jobs and responsibilities.
- A well-considered managerial decision
- A strategic degree of interrogation
Managers must agree on and incorporate engagement values and have a clear and united view of engagement's intended aims while developing an organisational engagement plan. On the other hand, such criteria should be linked to favourable attitudes, resulting in direct management intervention and open decision-making (Alagaraja and Shuck, 2015). 
On the other hand, Armstrong (2012) focused on using commitment and involvement. It implies that if each individual can decide how to conduct their work, employees will be highly interested in their job. In order to develop the organisation's vision, purpose, and goals, this management style incorporates a range of strategies such as treating employees as partners, giving them a voice, effective communication, engagement through dialogue between managers and subordinates, and information sharing. Consequently, it necessitates the development of mutual understanding between employees and their bosses.
Using an engagement intervention strategy to increase organisational performance might be beneficial. As a consequence of such engagement, growth, profitability, and fewer operating expenditures are all envisaged.
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	At the end of the report, it can be stated that employees' commitment significantly improves the level and quality of their work. The more satisfied they feel with their work environment, the more motivated and engaged the employees are in the process. It is important to emphasize that no company should neglect the importance of the commitment of its employees, as the quality of their products and services largely depends on this. However, the employee's engagement in the COVID-19 pandemic needs to be measured. Some of the employees are losing their motivation while working at home because of the lack of working atmosphere at their homes. Also, some of them are losing more time to prepare for their work. 
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