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[bookmark: _Toc92197970]INTRODUCTION 
This report examines the concept of employee engagement in a company. Also, several methods have been outlined to effectively measure their engagement, especially during the COVID-19 pandemic, when employees work for part-time, staff or from home.
[bookmark: _Toc92197971]THE MAIN CONCEPT OF EMPLOYEE ENGAGEMENT
Employee engagement is defined as increasing employees' motivation, active participation, and involvement in all production processes to increase labor productivity. Individuals can only improve their performance when they are enthusiastic about their job. Therefore, it is vital to foster an environment that encourages workers to take an active role in their job. Employee happiness with their work is believed to result in corporate loyalty, which results in engagement, enabling companies to increase their goods' quality (Stevenson, 2019). It is critical to recognize that "employee motivation" and "employee engagement" are not synonymous. 
There is a lack of scientific unanimity when defining the bounds of employee engagement, as seen by the concept's several research interpretations. Numerous concepts that seem interchangeable under the definition of the term "employee engagement" complicate the task of recognizing the phenomena as a unique entity. While motivation motivates workers to execute specific tasks, engagement focuses on cognition (immersion) and performance (energy), which promotes good performance (Bakker, 2011). Employee involvement has gained popularity since research has shown that it minimizes occupational tiredness (Shuck, 2013). According to several experts, employee engagement is described as a person's proclivity to participate in a certain kind of labor activity, which consists of three components: knowledge, interest, and performance (Meiyani, 2019).
Employee engagement is related to employees' active participation with the organization. It defines and describes what a person does and how he acts, rather than how he feels or experiences the emotions he experiences throughout the long-term component of the activity, independent of external conditions. It is behavior that may be utilized objectively to determine employee engagement. Employee engagement is defined as physical and psychological resources to non-rational organizational activities. According to B. Shuck (2013), engagement is a more durable appropriation than loyalty: it is more difficult to establish on the one hand but less susceptible to external influences on the other.
As a consequence, five key elements underpin the concept of involvement: 
· Employee engagement is based on physical, mental, and psychological investments, as well as energy engaged in a range of objects: broad (support corporate innovation plan) or more specialized (support corporate innovation policy) (implementation of transformations on specific work area). 
· The efficiency and effectiveness of labor activities are inextricably linked to the focus on strengthening employee engagement in the ongoing process. 
· Even on the exact working location, different employees express variable degrees of involvement movement in the task with the same function. Employee participation is a floating indicator that may fluctuate within certain boundaries. Employee participation is also a factor in defining the change range's width. 
· Employee engagement may be quantified quantitatively or qualitatively.
Employee engagement has become an essential part of HR operations. When defining employee engagement, companies should pay attention to the "voice of the employee" and make sure that key employees are included in the process. This will help them get the most out of critical talent processes like recruiting, training, and retention. It's a statistic for measuring whether or not an employee is committed to the firm. 
Employee actions that positively impact the organization’s performance may also be used to measure workplace engagement. Employees need the capacity to participate, motivations to engage, and the feeling of being unrestricted in their engagement. Engagement may take many forms, including involvement, dedication, passion, enthusiasm, absorption, focused effort, ardor, devotion, and energy. The role of a manager is crucial in fostering employee engagement. Managers have a vital role in implementing influential people management methods that engage and retain employees (Terera, 2014). Managers must also foster an environment in which workers are more enthused about their work and exhibit the behaviors that businesses need to generate more outstanding results, not only for the company but also for the employees as individuals (Ariani, 2013). 
Employers' key aims in implementing employee career development programs are to help people advance in their careers and use these efforts to engage and retain potential workers (Tanveer., 2011). Employee engagement has been connected to critical organizational outcomes, many of which are directly related to Talent Management, such as ease of recruitment, retention, and turnover. It implies that it is so critical to corporate growth and economic success that it is forcing businesses to reevaluate how they recruit, develop, retain, and engage employees. Correct Management develops and executes results-driven leadership and workforce development programs. Our broad knowledge, collaborative approach, and global reach, together with our experience in assessing and developing people, can help your company empower its personnel to thrive in the changing world of work. Employees who are engaged devote their discretionary effort to appropriate behaviors to achieve future business objectives.
[bookmark: _Toc92197972]HOW THE EMPLOYEE ENGAGEMENT IS EVALUATED 
Shuck (2011) established four distinct approaches to engagement definition that may be used to investigate engagement measures: the Burnout Antithesis Approach, the Needs-Satisfying Approach, the Satisfaction Engagement Approach, and the Multidimensional Approach. Since this collection discusses each of the methodologies and significant contributions in separate chapters, the emphasis here is on the operationalization and measurement of engagement.
The burnout-antithesis evaluations seem to place a premium on active forms of energy, as shown by terms such as bursting, vibrancy, inspiring, resilient, and attentiveness. This frequency approach illustrates how burnout-related consequences, like mental health problems, are measured in terms of how often a feeling or behavior occurs.
Kahn's (1990, 1992) work on "psychological engagement," which incorporates theoretical and empirical evidence, provides the basis for the Needs-Satisfying Approach measurements. "The physical, cognitive, and emotional components of one's chosen self that are simultaneously utilized and expressed while fulfilling one's professional role," writes Kahn (1990). An architect "flying around the workplace," eager on designing appealing yet practical designs, and attentive to others' feelings are examples of such qualities described in his qualitative research. Based on this explicit operationalization, three engagement metrics have been defined and published: May, Gilson, and Harter (2004) examined psychological engagement; Rich, LePine, and Crawford (2010) measured job engagement; and Soane, Truss, Alfes, Shantz, Rees, and Gatenby measured intellectual social affective (ISA) engagement (2012). Within the constraints of a deadline. Consequently, quantifying an antecedent like burnout would make sense in the same way. However, compared to other engagement metrics, this frequency format stands out in striking contrast to all others, which use an "extent of agreement" style, i.e. the intensity of emotion.
The primary purpose of these measures is to provide managers with a tool to use in order to improve employee happiness and engagement in the workplace (Harter, Schmidt and Hayes, 2002). Consequently, employee engagement measurements based on this method often analyze the individual's relationship with the more significant work and organizational environment rather than the particular job/organizational position or work activities (e.g., Macleod and Clarke, 2009).
The multidimensional method, which is the most recent innovation in employee engagement, was inspired by Saks' (2006) research. It focuses on role performance. It is similar to the Needs-Satisfaction method (i.e. Kahn, 1990); however, it differs between job and organizational foci. Consequently, employee engagement may be measured using two related but distinct concepts: job engagement and organizational engagement.
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According to studies, the workplace, job design, learning programs, and direct management are all aspects to consider when designing a job engagement strategy.
Working Environment: This environment must reflect a good, productive, and attitudinal culture. Employees' interests, emotions, and behaviors must be fostered in this environment. It should also help to reduce workplace stress and stimulate social interaction among all workers. On the other side, the value of the working environment may be observed by focusing on workers' emotions of respect and self-worth (Carasco-Saul et al., 2015).
Instructional programs: Learning has been emphasized in recent organizational research, culminating in the concept of a learning organization. Furthermore, research demonstrates that learning encourages and allows employees to develop and gain new skills and information. On the other hand, organizations learn in two ways. The first is via knowledge management, which involves administering and regulating information throughout the organization. Self-development is the second element in which individuals strive to better themselves based on their wants and aspirations.
	As a consequence, in order to build job engagement, firms must work in both ways. They must aid in creating performance and talent management approaches, as well as personal learning planning. In addition, individuals must get encouragement and guidance to attain their professional objectives (Macey and Schneider, 2008; Carasco-Saul et al., 2015).
Job planning: Job engagement, generated via incentive and devotion, is crucial for developing job systems at work. To develop fascinating employment, they must be relevant and provide opportunities for self-fulfillment and success. Furthermore, to motivate workers, work must have a variety of characteristics such as interaction, autonomy, knowledge and talents, and responsibility. However, creating tasks with skill variety, task identity, task priority, autonomy, and feedback should be prioritized when developing a work engagement strategy since these traits have influenced job motivation, behavior, and attitudes (Alagaraja and Shuck, 2015).
Supervisors in direct charge: According to organizational study, direct managers have a vital influence on various work-related concepts and elements. Consequently, when it comes to involvement, this logic is also considered. Direct and line managers who support, recognize and develop their subordinates achieve higher levels of employee engagement. Line managers are also expected to offer effective leadership, aid with role clarification, and develop the skills and knowledge required for their employees to fulfil their job obligations. A solid engagement strategy may be established when suitable performance management approaches are paired with positive direct manager behaviors like support, encouragement, and constructive coaching. Overall, direct managers should strive to give full training on the best ways to do their jobs and support in constructing the essential skills for those positions (Markos and Sridevi, 2010; Rich et al., 2010; Shuck et al., 2011). 
 	Acknowledgement In the workplace, remuneration has had a tremendous impact on organizational behavior. This is the first step in motivating employees and encouraging positive attitudes. Because research has shown that incentive strategies and processes are crucial in establishing a successful work engagement strategy, starting with this concept is an excellent place to start.
	Armstrong is presenting the relationship between reward and performance through employees engagement:
Fig. 1 Impact on performance through relationship between reward and engagement (Armstrong, 2012)

	Various kinds of rewarding systems may have different impacts on engagement-related work attitudes such as satisfaction, fairness, and identification, all of which are performance levers. Although the problem mentioned above may apply to both public and private Libyan businesses, Libyan businesses should begin by identifying a strategic intervention and then plan and implement HRM interventions. Managers may enhance their knowledge, skills, talents, and job obligations by focusing on antecedents of engagement. Employee engagement also necessitates the construction and maintenance of a positive psychological environment and possibilities for subordinates to build strong links with their employer. Individuals should have access to self-awareness, introspection, and real-time feedback. Certain occupational activities are thought to help with increased workplace engagement.
On the other hand, changing managers' attitudes is crucial for adopting workplace engagement. Giving leaders, managers, and supervisors training on employee engagement issues, for example, might enhance their attitudes at work. Management approaches, organizational structure, job design, and the right culture, on the other hand, are all regarded factors for increased workplace engagement (Siddiqi, 2015).
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	In conclusion, the report says that there are many varied methods for measuring employee engagement, but one of the essential methods is job satisfaction. This can happen through surveys or monitoring employees' work and in the form of an interview. At the end of the report are some guidelines for building a better strategy, including increasing the level of commitment and interest of employees in the company's work process. 
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