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Introduction
Organisational productivity is influenced by how the employer-employee relationship works. Therefore, the organisation has to work on developing and nurturing employees’ engagement. An engaged employee works towards improving performance within the job. For this reason, employees’ thinking and feeling are directed toward doing a good job. To maintain employee engagement, the employer can nurture this in many ways, such as rewarding and promoting excellent work, communicating expectations to the employee clearly; the employee should be informed about the organization’s performance and providing regular feedback. At the same time, employees should be respected.
However, employee engagement depends on how employee relates to the workplace. Some of the factors contributing to this are; individual initiatives whereby the employee is engaged in task-related behaviors by volunteering for extra responsibilities. Civil virtue is another concept where the employee is willing to participate in organizational governance. Another factor is self-development, whereby the employee engages in voluntary activities to acquire knowledge and improve skills and abilities. On the employer's side, the management focuses on its employees by coaching and training them and showing organisational integrity, reflecting organisational values in day-to-day behaviors (Gruman and Saks, 2011). Employee engagement during Covid 19 pandemic was affected. Despite weak engagement, the employee worked flexibly by working from home. Unfortunately, there was poor communication in most organisations, a lack of in-person collaboration, and difficulty monitoring performance. (Golden and Gajendran, 2019; Vander Elst et al., 2017). However, the introduction of teleconferencing, for example, holding zoom meetings, improved employee engagement. This report will evaluate employee engagement at the workplace and analyse its concept, drivers, strategies, and tools to measure engagement.
Concept and drivers of employee engagement
Employee engagement has become a concept that has gained significant importance. As organisations strive to survive competition, the physical and mental well-being of employees is one aspect that Human Resource managers focus on; hence, employee engagement is a powerful source that plays an important role against competition from other companies (Bedarkar and Pandita, 2014). The concept of employee engagement clearly demonstrates a mutual process taking place between the employer and the employee.
Drivers of employee engagement are processes, resources, or conditions that allow employees to connect on a more personal level to the organization they are working for. For employee engagement to be improved, it is necessary to understand its drivers. There are three main drivers, but also there are others. The three main drivers are; leadership, reward, and professional growth (Armstrong and Taylor, 2017).
 Leadership driver measures the commitment of leaders to doing was is best for an organization and showing how well they are following those commitments. In leadership, leaders have to express integrity since employees follow what their leaders are doing, so they have to be dependable. The second main driver is rewards and recognition. Rewarding and recognizing employees improve employee engagement. This helps create a positive overall workplace, thus leading to many benefits. The third main driver is professional growth. This is a driver that prefers the presence of opportunity for growth. It is provided by the manager and other leaders who support the employee’s career development. The management offers the right resources to the employee and encourages them to take advantage of an opportunity if it arises.
Other drivers include; equal opportunity or fair treatment. Fairness should be portrayed to all employers. Treating employees fairly is so critical. For instance, fairness acts as an indicator of how an employee feels about their work and what they think concerning the compensation they receive, and the level of respect given to them by their employers. When an opportunity arises, everyone should be given a chance to work on it since employees constantly compare their work with others. 
Another driver is training, development, and career. On this driver, employees are given goal support whereby they can go out for training by being provided with the right resources. This helps them build their career, thus hitting an important milestone. Success is noticed in an organisation when managers do this since employees are more productive. They should also receive good pay and benefits concerning supporting employees' goals. Paying employees off time as part of their benefit is necessary, but employees should take off time when the need arises ( Bedarkar and Pandita, 2014).
Diagnostic tools to measure employee engagement
As noted, employee engagement is associated with employee motivation and productivity. This is because it makes them feel valued as members of the organisation. Therefore, the management needs to understand how and the level of employee engagement in the organisation to identify what needs to be improved. To achieve this, surveys are done to get feedback on employee feelings and attitudes. An engagement survey helps find where there is a problem or an area of particular strength in an organisation. Surveys also show employees that the employer cares about their thought and want to improve the organisation with their help. Various diagnostic tools are used in the process, including the Institute of Employee Studies (IES) employee engagement tool, Utrecht Work Engagement Scale (UWES), and Affective Commitment Scale and Organisational Commitment Questionnaire.
IES tool is a positive attitude held by employees towards organization values. This tool illustrates a strong link between feeling, value, and employee involvement (Fletcher and Robinson, 2013). IES also derives organisation drivers of engagement which are common to all organisations. The ten-concept driven by this tool are job satisfaction, family friendliness, cooperation and communication, health and safety, pay, conditions and benefits, equal opportunities and fair treatment, performance and appraisal, immediate management /training and development (Byrne et al., 2016). Using this tool aims to understand the employee's positive attitude towards the organization and how proud they are to be associated with the organisation—other aspects in the willingness to show altruistic behaviours and teamwork and perform beyond job requirements. 
During survey, Utrecht Work Engagement Scale (UWES) is also used. It is a tool that assesses the level of mental resilience and energy while working along with a sense of significance, challenges, and concentration in work. It has nine items, but there is a narrower version with three items that are also reliable and valid as the other versions. The three dimensions are vigor, absorption, and dedication. The specific statements for the three dimensions are “I feel bursting with energy when at work”, “I am absorbed in performing my job roles,” and “I am passionate about my job”. This tool is the most recommended due to its dominance in employee engagement research, and it is used to predict the performance of the employees (De Bruin 2013). However, it is not free from shortcomings as it has been criticised for making employee engagement seem like a narrow subject. 
In measuring commitment, different scales are used: Affective Commitment Scale and Organisational Commitment Questionnaire. Both have been attested for their validity and reliability and thus are used to measure employee engagement rate. When measuring identification, Organisation Identification Questionnaire is used it measures how employees identify themselves with the organization. For example, an employee identifies the organization as ‘we’ rather than ‘they’. This shows to what level employees are engaged in an organisation (Shrotryia and Dhanda, 2020). 
Nevertheless, the above tools are most quantitative and useful in surveys targeting a large employee population or when there is a need to get results quickly (Gifford. and Young, 2021). However, there may not capture the deep feelings and attitudes of the employees associated with their job and the organisation. Therefore, qualitative interviews need to be used, which allows the employees to give in-depth details about their job and feelings to the organisation. The interviews also allow the manager to observe the employee's non-verbal emotions when describing their work situation (Gifford. and Young, 2021). The interviews can be conducted randomly among specific employees or when the employee is leaving the organisation (exit interviews). With internet technology, the employer can also evaluate employee engagement through anonymous online ratings and reviews on platforms such as Glassdoor and Indeed.com. 
•                    employee value proposition 
employee value proposition (EVP) explains the benefits of working in a specific organisation. It is about why people like working in the company and what makes it a special place to work compared to other companies. Therefore, the EVP described here captures the items that make the hypothetical company unique and the best place to work. 
Hypothetical company EVP
Mission: “ Our purpose is to make the world a better place now and future through innovative solutions” 
Vision: To be the most innovatively sustainable company in the world
Values: service to community, dedication, respects to all life, customer service, and innovation.
Employee value proposition. (Why this is the best employer for you)
1. competent salary and bonuses
2. flexible working arrangement 
3. Annual leave and four day-offs per month 
4. Medical cover 
5. The company has a spacious parking lot, and it is located in a place with an excellent road network. 
The company has one of the industry's best salary and remuneration packages. This is because it believes that although money is not the only motivator, employees deserve a decent salary to sustain and enjoy their lives despite the rising cost of living. There are regular bonuses for excellent performance at the individual and organisational levels. For example, when the company makes profits above a given point at the organisational level, all employees are given a bonus. The company understands the different needs of the employees within and outside the organisation; therefore, it has a flexible working arrangement. People can choose Flexi work or hybrid working. The flexi plan involves starting and ending a workday at the employee’s convenience, provided they cover the set number of hours or fulfil their assigned tasks. The hybrid working allows employees to work on-site on some days and remotely on others. The company will offer company-branded laptops to some employees at specific job levels to enable them to work from home. 
Another thing that makes this company standout out in human resource welfare is the day-offs on top of the annual leave. The company believes that employees deserve to rest to refresh and avoid burnout. This is why weekend breaks are not enough, so a day off per week or four days per month are added. Anyone who has worked for at least two years in the company is also entitled to one month of paid annual leave. Other leaves include paid four months of maternity leave, three weeks of paternity leaves, and parental leaves for those who have recently adopted a child. 
The company has an exciting shared medical cover that extends to the employees’ families (married partners and children). The company will fully cover any injury or illness contracted at the workplace. In addition, the company has a spacious toll-free parking lot, and the location is connected to an excellent road network. Working at this company will give you an opportunity to improve your skills and knowledge and grow your career. Several training and development opportunity are offered include on-job training, study leave, and regular job-related seminars and conferences. 
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