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[bookmark: _Toc102169753][bookmark: _Toc102169784]Introduction 
Employee engagement is a benefit for the organization getting from the human resources by providing some development and beneficial program (Armstrong and Taylor, 2020). People are the element which is more influenced by giving the benefit and extra support which gives them satisfaction. The report is about managing people and employee engagement with the organization. The beginning part of the report it starting with the concept and some drives which increase employee engagement in an organization. The next part discussed the tools by which the employee’s engagements can be measured for evaluation and analysis. The following part it is discussed the way how an organization can increase the employee’s value proposition and some strategies which help the organization to upgrade the engagement which is very much effective for the organization (Bogardus, 2004).
[bookmark: _Toc102169754][bookmark: _Toc102169785]Concept of Employee Engagement 
Employee engagement is an important part of human resources management which means the human involvement with the organization and dedication to the organization. The success of an organization depends on the productivity and engagement of employees because every element of any organization is driven by the employees from the top level to the functional level (Bukowska, 2016). Employee engagement is the moral character of employees for enthusiasm for their job and also it depends on the support of the organization because when organizations give the benefit or employees get the satisfaction for the activists of organizations they are involved and engaged more. Employees engagements also increase the productivity and good environment in the organization because employees do care and give effort to their job and performed their best for achieving their short term and long term goal (Carbonara, 2013). Employee engagement is also the satisfaction of employees. The engaged employees are passionate about their job, give their level best, are more sincere about any goal and are committed to their job. The engagement of employees in an organization can be developed day by day with the time of retention and the loyalty and providing benefits by the organization (Clark, 2012).
[bookmark: _Toc102169755][bookmark: _Toc102169786]Drivers of Employee Engagement 
The successful organization believes that the most important asset in any organization is human resources when they are happy they can perform better results for the organization but they're driving them is a very challenging task (Bogardus, 2004). Employee engagement is generated by materials, methods, and rules that allow clients to communicate on a more individual level with the company they are working for. Some important drivers of employee engagement are:

Figure 1: Drivers of Employee Engagement (Tullar, 2018)
1. Employee rewards: Employee reward is an important driver of engagement. It is common nature for humans to be excited when getting an offer or reward. The reward is a simple method of appreciating employees for outstanding work done in the organization. The method of giving a reward for giving thanking or appreciating work is known as gamification for work. It is the motivation for workers and employees get encouraged to dedicate the organization when it is hard days for employees (Bukowska, 2016).
2. Employee wellness: It is another essential driver of employee engagement. Some employees are highly focused on the welfare of performing better. It mostly depends on the working culture for encouraging employees' well-being.
3. Working culture: Workplace culture has been shown to have a crucial influence in supporting employee job satisfaction and commitment (Carbonara, 2013). The attitude of an organization is defined by its culture. People find peace coming up to work if the organization has a well-organized culture. Considering performing in a disordered company with no clear regulations, the employees can not want to attain in the organization because ever employees want a well-regulated workplace (Clark, 2012).
4. Information about employees: Keeping data and information about the employees is a crucial factor. Based on the information from the past and present the reward or appreciation of employees is given (Dickson, 2011). The promotion, passives or detractor's decision are taken based on the information of employees working activists of the organization decided upon data employees get encouraged for doing better.
5. Opportunity for career growth: When employees get the career growth opportunity in the organization which makes them go forward in the future increases their engagement with the organization because when they get to benefit from the organization they also want to give the dedication to the organization (Zindove and Magaisa, 2020).
6. Relationship with society: At work, people should learn how to establish community connections. An organization create a social culture, where employees welcome and engage their teammates as they would being outside of the company's four walls because the societal relationship is also important (Tullar, 2018).
7. Alignment of company image: When the workforce is engaged with the company's direction and goals, they find peace in their jobs. Employees that are happy about their jobs are committed to helping for a few extra hours (Dickson, 2011). They think they are a vital part of the organization and feel responsible for the tasks assigned to them.
[bookmark: _Toc102169756][bookmark: _Toc102169787]Measurements for employee engagement 
Measurement of employee engagement is much important for the organization. According to a study it has been found that the companies where employees are more engaged with the organization get 21% more productivity and 17% more profit the other companies that do not satisfy their company (Zindove and Magaisa, 2020). But the engagement of the employees is changing from day to day. For that organization should measure the engagement of employees after some certain period. There are some diagnostic tools which help the organization measure and evaluate the employee’s engagement. These are discussed in the following:
· Survey of employees: A survey of the employee is one of the most popular tools for measuring employee engagement. An employee survey helps to get the employee's attitudes and feedback about the organization (Tullar, 2018). The most efficient questionnaires or surveys may be completed and submitted independently, increasing engagement and allowing members to give more independent and honest comments. Employees may feel more at peace knowing they may express themselves without hesitation or reprisal if they use a third-another party moderator. In the survey, the most common questions can be are fully satisfied with the company or gives their best outcomes or is they can communicate with their work with the organizational target because it questions helps to know about the employee’s engagement (Pilbeam and Corbridge, 2010).
· Human resource tools: If the organization continue the survey every year or in a particular period for regular timing the employees will give authentic feedback without holistic and ongoing feedback. In that case, HR can build up software where the employees give their comments and restored their comments in a single place (Torrington et al., 2020). Management of the company and employees might benefit from more regular interactions and reviews if they use appropriate tools and techniques. This keeps employees pleased and focused on specific, departmental, and business objectives.
· Social media platform: Social media is now a common platform for measuring individual thoughts and opinions (Mitchell, 2017). Companies may check social platforms' ratings, feedback, and sharing opinions and thoughts. It's also beneficial to have an institutional social platform like the company's website that enables people to publish comments and participate in discussions. This allows managers to have a better understanding of the employees and corporate culture (Lambru, 2012).
· Make a small focus group: It is difficult for organizations which are big to measure the engagement one by one. For this large organization, it should be divided the entire workforce into a small group and managers should make a related 5 to 7 questions based on are the employees gives the maximum dedication and importance in their organization or not (Lambru, 2012). This will encourage companies in determining what they can do to increase productivity and efficiency for employee engagement.
[bookmark: _Toc102169757][bookmark: _Toc102169788]Process of making the employee value proposition 
The employee value proposition is the providing benefit from the organization to the employees that can be related to money or non-monetary policy. In monetary policy value proposition can be compensation or monetary reward or bonus and in non-monetary policy, it can be providing facilities like skills enrichment in exchange for giving employees the best and contributing to the organization (Armstrong and Taylor, 2020). Organizations can build a value proposition for the employees in a process that have six steps and is discussed in the following session.
· Examine the offerings company now provide: The organization should start to develop an employee value proposition from the beginning. It should investigate what elements the current company provide and what is not (Bukowska, 2016). It's critical to maintain perfect objectivity when performing this task. That's why getting feedback from the staff on how effectively everything is being fulfilled is beneficial.
· Inquire about the current and former employees: Survey questions to know why the former employees leave the job and what new employees demand (Carbonara, 2013). It helps for the long-lasting of the exiting employees.
· Define the essential elements of the Employee: In the next step, it is time to make findings from the previous survey and the way how to make attraction to talented employees. Organizations can answer the survey by asking what range of salary and benefit-focused by the employees, what opportunity for Career growth is important and who is the target audience (Dickson, 2011).
· Make an effective offer for employees: After identifying the key value proposition the next step is making a statement for an effective value proposition. The company should confirm that its statement is unique and not vogue and clear statement (Dickson, 2011). Also, make the proposition according to what organizations want from the employees and what the company wants from the employees.
· Distribute the Economic value Proposition via the appropriate media: After setting the statement it's time to publish and promote by the effective media which helps to communicate with all the potential employees who want to be involved with the organization. It can be the external or internal promoting channel.
· Examine the outcomes: The last step is to examine the result of feedback on the outcome. The first thing of the review method is the rate at which talented employees respond to the new proposition. And taking interviews with them and keeping the talented employees in the organization (Lambru, 2012).
[bookmark: _Toc102169758][bookmark: _Toc102169789]Strategies for upgrading employee engagement 
To be a successful organization and make an effective engagement it is necessary to follow some strategy which helps to make it easy for increasing engagement. The effective strategies are:

Figure 2: Strategies for employee engagement (Author)

1. Measuring the target and set goal: Organization should make a clear target and set a goal so that the employees can know about their task properly and gives their full dedication to the target goal. Organizations should determine which approach they will set goals either it will inspiration based or dream based (Mitchell, 2017).
2. Make a challenge for the team: Challenge increase the speed of work and employees encourage to do their work with more dedication. It depends on the manager's ability that is can he motivated the employees to accept the challenge or not (Pilbeam and Corbridge, 2010).
3. Reward innovation: When people continue to fail hesitant to innovate, they get disengaged. This indicates that if the staff don't think it is necessary to do the process differently. Engagement is supported by innovation, and if the workers aren't creating in their jobs, engagement will drop. To fix this, it must encourage the staff to operate in a creative culture (Mitchell, 2017). The organization must reward innovation to achieve its goal.
4. Give the employee a clear voice: The manager should raise his voice for understanding and communication with the organizational employees. It is necessary to make a team and lead the team as a leader and give the chance to make the decision (Pilbeam and Corbridge, 2010)
5. Uniquely give leadership: Leadership is always important for any kind of work but for the employees' engagement it is more important and managers of the organization to do the work as a leader.
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Employee engagement is essential for the organization to fulfil its target of the organization (Torrington et al., 2020). Employee engagement is not only beneficial for the organization as well as it is important for the individual employees. It is ethical and moral behaviour for both parties because employees have to be dedicated to their job and also the organization should give their best benefit to satisficing the employees. In the last part of the report, it can be said that it was also important to measure and evaluate the employee engagement after a particular period because it can be changed from day to day time and it increases the efficiency of the employees for productivity (Zindove and Magaisa, 2020). Organizations should follow the process and strategies for upgrading employee engagement with the organization.
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