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Introduction 

Employee engagement is very important because it is directly linked to the growth of an organization. Engaged employee means job satisfaction which leads to more production for the company. Organizations invest more and more to provide the employees with their needs to keep them within the company. An engaged employee feels a strong emotional connection with the company. They feel that they are directly contributing to the organization's success with their work. This report will focus on managing people. For that reason, the concept of employee engagement will be explained. Afterwards, the report will discuss the area of drivers of employee engagement. Moreover, diagnostic tools for measuring employee engagement levels will be reviewed. Furthermore, the development of employee value proposition will be analysed in this report. The last part of the report will be dedicated to discussions related to strategies used to raise the level of employee engagement.

Concept of employee engagement 
Employee engagement is a concept specific to human resources (HR) and it describes the amount of dedication and enthusiasm an employee feels towards their job. Employees who are engaged care more about their jobs as well as the overall company's performance. They believe their work can make a difference. They do their job not only for the pay check. (Eldor and Vigoda-Gadot, 2017). They believe their work led the company to the path of success. An engaged employee gives high performance rates and is proved to be more productive. Employee engagement is critical for a company's success. It is linked with employee morale and job satisfaction. Employee engagement can be kept by communication. It is also an important part of creating. An engaged employee shows great commitment to the company's goals and values. If the employees feel respected and valued, they get engaged. They feel that their proposal is being understood and heard. An engaged employee feels they are doing a meaningful job. They believe their work is being appreciated. Employee management has been a part of management theories since the 1990s. It was adopted widely in the 2000s. It is difficult to measure employee engagement most of the time. However, it has been proven it has a direct connection with the company's financial health and profitability.
An engaged employee develops a connection that can be of emotional nature with the company and their job. They focus their work on the company's objective. The companies explain employee engagement with their own needs. An engaged employee clearly understands their job role as well as the role they play in the bigger picture of the company. They are very much loyal to their employer (Lee et al., 2017). They are very much motivated to do their work toward the company's success. They perform high level, and they are emotionally and rationally connected with their organization. 

Drivers of employee engagement 
Employee engagement shows the extent to which workers feel motivated through their work. Engaged employees are more productive because they are satisfied. They are also willing to stay in the company. There are various drivers that can increase employee engagement.
· Purpose and Direction: The organization needs to have a distinct direction with an employee value proposition, culture code, core values and mission statement which are well-defined. It is a collaborative effort to set organizational purposes as well as an overall direction, to consider the future of the organization and take responsibility for its present state. Building purpose and direction is important for hiring great talent too.
· Work-Life Balance: According to some studies, most employees believe work-life balance is a crucial factor to consider (Allowed et al., 2018). It provides flexibility, which attracts more employees to the organization. The employees feel more focused and tend to work harder. Employees mostly leave their job because they do not get the proper work-life balance from the organization. If a company prioritizes this balance, it will engage more employees. 
· Work Environment: Some employees prefer to do work in bright light and silence; others work well in dim light and background noise. The organization should regularly ask the employees about the changes intended to improve the work environment. It could be minor changes, like implementing quiet hours or dimming the light. The organization can offer work environments that are appealing, such as giving co-working spaces or allowing employees to work from their homes (Bakhru and Sharma, 2022). If the company is going fully remote or hybrid, they can offer the policy of working from home to attract more employees.
· Company Culture: Company culture is a very important driver of employee engagement. Not only big organizations but also the small ones should develop their company culture for their growth. It has a significant effect on the engagement of employees as well as their daily work-related activities. Most of the employees have strong relationships with their colleagues and it is a crucial condition for engagement. According to some studies, most employees have a minimum of one friend in the organization. Even in a remote or hybrid work environment, this is crucial to keep company culture via virtual activities for team building.
· Compensation, Benefits and Perks: These affect employee engagement authentically. The proper blend of compensation, benefits and perks permit employees to create the perfect work environment, financial future planning and build a work-life balance. These directly affect employee engagement. According to some studies, 36% of the workers remain employed in the company because of the perks and benefits the organisations have to offer. Sometimes it is difficult to prioritize the benefits for the employees. If organisations find themselves on a compact budget, they should ask the employees about their needs. 
· Appreciation and Recognition: If the employees’ work is being appreciated and recognized, they are likely to be more engaged with their job as well as their belonging employers. (Sharma and Garg, 2017). They feel they are contributing to the success of the company. According to some studies, 22% of workers leave their work if their work is not recognized by the organization. These drivers are very important for employee engagement and for the further development of the company.
· Empowerment and Support: These two are very important for employee engagement in an organization. These are to provide employees with the resources and tools they need to shine in their job roles. The organization can give the employees proper training to better their weaknesses. They can offer the employees to follow their passion projects. They can also just offer time off from their work to better their work-life balance. The leaders should recognize the ways to empower and support the employees to engage them more in their job. 
Diagnostic tools for measuring employee engagement 
Employee engagement is an important requirement for companies to look after, as employee engagement drives productivity to higher rates, improves employee motivation and overall changes the workplace environment. To improve and measure employee engagement, therefore, various tools are being used. 

Employee reward and recognition programs - to measure the activities of employee engagement, an organisation should create various employee reward programs in that way they can identify the employees who are highly engaged in activities (Osborne and Hammoud, 2017). The number of people or employees who are receiving the awards or receiving recognition for their work can be understood by these programs by the management and the human resource department. With the help of this, they can identify if the employee engagement is high or not, also these rewards and recognition can help motivate employees to improve their productivity and performance. 
Employee surveys - this is one of the most effective methods to understand and identify employee engagement. The human resource department along with the management can send out various surveys asking them about work and receive a two-way communication from each of these employees. After the examination of these surveys, the management can identify if the workforce is highly engaged or not, if productivity is high or not, or if the performance is up to the mark or not (Bakhru and Sharma, 2022). Also, these surveys can create a positive workplace, as they allow the workforce to understand the fact that the company is concerned for its employees, which makes them more loyal and motivated towards their work. 
Focus groups - the company along with the management and the human resource department can create various focus groups. These focus groups will help employees to meet after work and create a safe space for them to talk about. As it is during Covid-19, and for the flexibility of work from home, these focus groups are to be done online, where employees are allowed to engage in various activities (Albrecht, Breidahl and Marty, 2018). Also in these focus groups, the management can ask questions about work or how the employees feel about their job and the importance of their work. In that way, the company can gather information about employees and identify the engagement rates in employees. This can further with measuring employer engagement, also this will motivate employees who are not that productive to stay motivated from their fellow employees. 
Development of employee value proposition 
An employee value proposition is a set of benefits that are monetary or non-monetary that an organisation gives to employees in return for the employee's commitment, knowledge, skills and so on (Nazir and Islam, 2020). Therefore to maintain employee engagement a development of employee value proposition is required. 
· The company should assess and analyze what they offer to employees to develop employee value propositions to drive engagement. The company should be able to effectively communicate with employees about how these benefits are being met and in what ways they can improve. 
· The organization can collect data from its employees through surveys, about what benefits they liked and disliked from the offering. Also, how much of these benefits were given and what can be done better to retain employees or help them maintain job satisfaction. 
· An organisation should understand the key features of the employee value proposition. They should analyse their salary structures with the various benefits they offer, the flexibility they offer and the various career opportunities they offer that can target talented employees (Duque et al., 2020). They should also analyse their work environment and understand the viewpoint of the employees to develop employee value propositions. 
· The next step is to write down the ideal employee value proposition. After analysing various areas, the company should present an ideal employee value proposition that differs from its competitors (Albrecht, Breidahl and Marty, 2018). In that way, it can help retain employees, maintain employee job satisfaction, increase employee engagement and productivity and also hire and attract high performing and talented employees for the organization. 
· Lastly, organisations should be able to promote their employee value proposition and make it public with regards to what the company has to offer to its employees.

Strategies to raise levels of employee engagement 
To raise employee engagement, organizations should strategically impose measures to increase the levels of employee engagement which can be used for the benefit of the company as well as its employees. Such measures include:
Communication - an organisation can only improve its workforce by maintaining effective communication with them. The management along with the human resource department should communicate with its employees often. The internal flow of communication should be maintained so no employee feels disconnected (Weideman and Hofmeyr, 2020). This can help an organisation gather data as well as help employees to understand they are being informed about everything which drives employee motivation. 
Wellbeing - organisations should be able to improve and maintain the wellbeing and health of employees. There are ways to improve productivity but if employees' health is not looked after, then productivity and engagement can take a downturn. Organisations should incorporate programs to aid employees in work and training (Osborne and Hammoud, 2017). To make them participate in various mental health programs, exercise programs, healthy eating habits and so on. Unless their health is permissive, employees will not be engaged and productive, so it is important to create a healthy work environment. 
Empowering workforce - organizations should not micromanage employees as this is proved to reduce employee motivation and enthusiasm to work. An organisation should trust its workers to complete their tasks or job by themselves (Bakhru and Sharma, 2022). This allows employees to believe that the company trusts them with their work and therefore should be executed flawlessly. This factor drives employee engagement, performance and productivity. 

Conclusion 
In conclusion, employee engagement is a human resource concept that refers to an employee's level of commitment and excitement for their work. Employees that are engaged are concerned about their work make a positive contribution to an organisation’s success. Employee engagement is a critical necessity for businesses to address, since it increases productivity, enhances employee motivation, and alters the workplace atmosphere. As a result, several tools are employed to improve and measure employee engagement. The purpose of this report was to understand the concept of employee management amid the pandemic and working from home. To evaluate the various ways that can drive employee engagement, the report discussed different drivers and factors affecting the concept. Lastly, to develop employee value propositions and to strategically raise the levels of employee engagement, the report reviewed a range of techniques used by organisations.
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