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[bookmark: _Toc91551657]Introduction 
IKEA is one of the biggest home furniture companies in the UK and the world with its furniture products recognized in multiple countries across the world. The company was started back in the year 1943 and over the years, the company has tremendously grown based on its unique product and a great focus on customer demands as well as trendy styles that have greatly captured a huge market share within the UK and the world. The growth of the company has seen in the growth of the company working staff and the need to develop more effective managerial skills to help the overall growth of the company much faster and increase its competitive nature within the furniture industry in both the UK and the other countries of operation. This leads one to the current research area within the report namely employee engagement. Employee engagement is a critical part in employee business relationship that has a profound impact on the success of any company as it helps define the employee company relationship which facilitates the overall employee working habits among other aspects of the business. According to Sun & Bunchapattanasakda (2019) employee engagement refers to level of dedication as well as enthusiastic worker feels to towards the company and their respective work. The report takes a closer look at different aspects of the employee engagement starting with the concepts and the drivers of employee engagement, diagnostic tools to measure engagement and finally a recommendation for Ikea on how to improve the employee engagement net within the organization. 
[bookmark: _Toc91551658]Concept and Drivers of Employee Engagement
Concept and drivers of employee engagement refers to the different factors that are responsible for the development of employee engagement within an organization. These factors greatly contribute towards the level of employee engagement hat is experienced within the organization. Some of the key drivers being, the organization leadership, the career growth for the employees, fulfilling work relationships, recognition among many others. The concepts are critical for the development or the increase in the levels of employee engagement as discussed later within the report based on extensive research into the drivers and the concepts. 
Leadership within any organization is critical for the overall advancement of the organization as it is responsible for the management decision making and the nature of relations present within any organization. There are different types of leadership styles and each of the leadership styles has a profound impact on the employee engagement level as the leadership styles define the nature of relationship the employees have with the company and the company’s management (Osborne & Hammoud, 2017). Different leadership styles such as coaching has a great level of interaction with the employees where the leaders are responsible for coaching the employees. This gives the employees a chance to grow which greatly impacts the employee engagement levels where the applied leadership style offers the employees a chance to develop or grow in their career as they learn new information in regard to their career. Such concepts greatly help in increasing the level of employee engagement within the organization as the employees feel comfortable being motivated by their leaders as they are being coached (Kwon & Kim, 2020). This makes it clearly evident that Leadership falls under one of the key drivers of employee engagement within an organization. 


The other core concept of employee engagement is the career growth for the employees. Career growth refers to the process whereby an individual undergoes growth in their occupation status. Employees are greatly engaged to an organization that offers them growth in their occupation status. This greatly shows the organizations focus on building employees’ life and change it as compared to how it was at the start of the employment (Lee & Eissenstat, 2018). Career growth comes in different ways such as promotions where employees are promoted to higher position as the company grows based on the employees’ level of experience and dedication to their work. Employee engagement is greatly affected by career development where lack of career development means the employees growth is stagnant that significantly has negative impact on the employee engagement and the need for opportunity that offer the employees the career development they desire. It is the responsibility of the organization to integrate career development for their employees as it is the appreciation of the employee’s commitment and deserving appreciation to their dedication towards the organization (Yang et al., 2018). This makes it clear as to why career development falls under the concepts and drivers of employee engagement within the organization a critical area of consideration for Ikea.   
A sense of belonging has a profound impact on employee engagement which makes it a significant point of consideration. Belonging is the feeling of being wanted at a place and within the business world, employee senses of belonging can be defined as the feeling of the employees have about how the company in regard to how the company values them (Cooper-Thomas, Xu & Saks, 2018). A sense of belonging is achieved in different ways within the organization by means such as involvement of employees within the decision making of the company, collecting employee feedback on different company project among others. This gives the employees a strong sense of belonging within the organization which directly translates to employee engagement within the organization. Present feeling of belonging greatly increases the overall employee engagement within the organization as compared to the lack of such a feeling within the organization (Jha et al., 2019). As seen with the definition on what to identify as employee engagement, a sense of belonging has a significant impact on the employee engagement within the organization which marks it as a key driver of employee engagement within the organization especially within large companies such as Ikea.  
[bookmark: _Toc91551659]Diagnostic Tools to Measure Engagement 
There are a number of diagnostic tools that can be used to measure the level of engagement within an organization. The tools help understands the level of employee engagement within the organization as well as offer a clear understanding as to where the organization stands in respect to whether to improve its employee engagement and how to improve in case a need arises. Some of the tools includes the employee retention rate within the organization, and the employee performance pattern within the organization. 
Employee retention rate according to Johnson & Pike (2018) is defined as the percentage of employees that stay within the organization in a given particular time frame. Employees tend to transfer from one company or organization to another based on how comfortable they are within the current job. Employee engagement is responsible for offering employees with the comfort needed at their workplace as seen in the definition of employee engagement. As per a study by Ratnasari, Sutjahjo & Yana (2018) low levels of employee engagement leads to low employee retention rate as employees are less connected to the organization and can easily quit their work the minute an opportunity presents itself. On the other hand, the more comfortable employees are at their workplace or the higher the level of employee engagement the high the level of employee retention within the company as they are more comfortable at the workplace and the organization hence making them be more committed at the organization. This makes the employee retention rate one of the most effective diagnostic tools to measure engagement (Johnson & Pike, 2018). Employee retention can be measured in different ways such as analysis of the employees’ records that indicate how long the employees have been with the company as recorded or documented by the organization HR whereby an indicator of employees quitting their work more often acting as an indicator of poor employee engagement within the organization. But an indicator of employee high retention rate with a high number of employees having stayed for long with the company, it illustrates the good employee engagement offered by the organization to the employees. This makes it clear that employee retention rate offers the best diagnostic tool to measure the engagement within the organization.   
The other most effective diagnostic tool to measure engagement being the constant employee performance reviews. This refers to the constant assessment of the employee’s performance in their different tasks. Employee performance is greatly affected by the employee’s engagement whereby change in the levels of employee engagement greatly affects the overall employee performance. As per the research by Prabasari, Martini & Suardika (2018), high levels of employee engagement directly impact the employee performance rates whereby, high levels of employee engagement mean that the employees are very committed to their company and work which reflect in their levels of performance and can be captured in the employee performance assessment where employees perform most of their tasks accurately and productivity. A change in the employee’s levels of engagement drastically lowers the employee’s performance as an indicator of disconnection between the employee and their work or their respective companies which is evident within the employee’s performance assessment. With performance assessment capturing all these changes in the measure of engagement, ends up making performance assessment as the most effective diagnostic tool of measure of engagement (Ahmed, Ahmad & Jaaffar, 2017).  The diagnostic tool can be easily integrated within the organization management policies where assessment is critically carried out with brief meeting with the employees for a better analysis of the performance so as to get the primary employees engagement levels with the organization and offer the organization the needed strategic approach to improve the levels of engagement if this is diagnosed as the primary issue with the employees in the organization. 
[bookmark: _Toc91551660]Employee Value Proposition and Strategies to Raise Levels of Engagement
It is possible for one to improve or raise the levels of engagement within the employee and the organization that are determined work for Ikea and its employees. Some of these strategies includes the integration of effective leadership styles, introduction of communicative cultures within the organization among others. Below is a detail discussion of the strategies on how to improve the overall employee engagement levels of IKEA. 
As seen in the above discussion on the different drivers of employee engagement leadership styles have a profound role in increasing the level of employee engagement whereby Ikea has to analyses the current leadership style integrated by the company (Milhem, Muda & Khalil, 2019). For instance, the integration of a democratic leadership style offers the organization the needed opportunity to grow its employee engagement levels positively whereby the leaders cultivate both an innovative and supportive leadership style that ends up greatly influence the overall employee engagement as they are supported in their work by the organization’s management represented by the different leaders. Supportive leadership style offers the employees the comfort of knowing that the company is willing to support them in their work through endeavors such as innovations aimed at reducing the overall employee workload and making it more efficient hence increasing the employees’ level of engagement with the company (Saad, Sudin & Shamsuddin, 2018). The success of the recommendation is greatly dependent on Ikea’s ability to understand the most effective leadership style such as coach leadership styles or democratic leadership styles. 
[bookmark: _Toc91551661]Conclusion 
Based on the research presented in the report, it becomes clearly evident that employee engagement is critical within any organization and Ikea has the potential of greatly increasing the levels of employee engagement within the organization. As seen from the study, there are different employee engagement drivers within the business word that organization can add so as to implement employee engagement within the organizations. Some of these strategies being the implementation of leadership styles that favor employee engagement, such leadership styles being coach leadership style that is characterized by motivating employees in their work within the organization or the integration of democratic leadership styles that is characterized by supportive and innovativeness. Other drivers being integration of career development or the employees and offering a sense of belonging to the employees. According to the report, it is also possible for one to measure engagement with the use of different tools such as the organizations employee retention rates and continues employee performance assessment. The implementation of those tools helps the organization management to better understand the employee engagement levels. And based on the research Ikea can improve the employee engagement levels though the integration of more effective leadership styles that promote employee engagement level increase within the company that is guaranteed to offer more success to the business. 
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