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[bookmark: _Toc98707200]Introduction
Employee engagement is a concept akin to human resource management (HRM), which seeks to describe the degree of commitment and zeal of the employees towards the job/tasks that they are assigned with. This description can take both qualitative and quantitative forms. Employee engagement as a concept is helpful to understand the relationship of an organisation with its employees. As employee management helps in increasing the productivity of an employee, the key-value it offers to the employees is increased efficiency and skills to attend works of higher merit. In this context, after a critical review of the concept and drivers of employee engagement, this report will evaluate the diagnostic tools to measure employee engagement. Moreover, the report will also critically analyse the value propositions of employee engagement while formulating strategies that can help organisations to raise the levels of employee engagement. 
[bookmark: _Toc98707201]Concept and drivers of employee engagement
In the critical tradition associated with HRM, the concept of employee engagement is always treated with an air of cardinality probably due to its direct links with boosting job satisfaction and morale of the employees. This concept came into being in the 1990s through an article by William Kahn that seeks to deal with the psychological conditions of employees that determine their engagement or disengagement in work. In other words, according to Kahn (1990), employee engagement is a function of the degree of investing personal selves in the work by employees. These varying degrees of self are categorised by Kahn into three major forms of individual investment: physical, cognitive, and emotional (Kahn, 1990). Known as Kahn's three dimensions of employee engagement, the dimension of physical engagement refers to the proportion of expending physical and mental efforts in the work. In this regard, as noted in Bedarkar and Pandita (2014), the physical and mental wellbeing of the employees in the workplace is one of the principal concerns of employers, as, nowadays, employees are treated as valuable strategic assets in the organisations. To give a real-life example, we can take the case of the rise of injuries in the Fremont car assembly plant of Tesla. As noted in Hull and Eidelson (2019), the impact of these injuries on the output is immense i.e. the firm lost 22,454 days in 2018, which is immense as compared to 7,619 days in 2017. As it alarmed Elon Musk, the CEO of the company, he relied on communicating the safety expectations with the manufacturing unit. Here, this report must note that clear communication of employee concerns is one of the key drivers of employee engagement since, primarily, it installs confidence regarding their worth in the organisation on the employees. Moreover, as Albrecht et al. (2018) noted, communicating day-to-day activities to the employees directly inform employee engagement since it reduces the possibilities of conflicting job roles, and, hence, increase job satisfaction of the employees. By cognitive engagement, Kahn primarily meant the meaning or purpose that the employees draw from their work. Employers need to ensure greater cognitive engagement of the employees with their work since it is directly related to the identification of the employees with the vision and strategies of the organisation. Here, seamless flow of knowledge within the workplace is one of the key drivers of cognitive engagement since fosters creativity, innovation, and confidence in decision-making. For instance, the employee engagement model of Google places paramount importance on knowledge and knowledge sharing in the workplace. As illustrated by Steiber and Alänge (2013), apart from the emphasis on cognitive ability and role-related knowledge in the hiring phase, instead of formal learning, Google uses virtual cross-functional teams for knowledge exchange, which positively contributes to their open innovation strategy. Emotional engagement in Kahn's model refers to positive interpersonal relations between employers and employees. Emotional engagement is helpful for the employers since, primarily, it advocates the trust of the employees in the organisation, which eventually promotes better alignment with organisational values and mission. 
The emphasis on purpose or meaning as a driver of employee engagement is present in other employee engagement models. The Zinger model of employee engagement, which is also known as the Pyramid of Employee Engagement Actions for Managers, puts the point of ‘purposeful work’ in the bottom row of the pyramid reserved for the necessities to promote employee engagement. As pointed out by Liston (2021), the importance of purposeful work is greater than the size of the paycheque and, hence, directly contributes to the job satisfaction of the employees. The Zinger model also perceives employee engagement as a strategy that seeks to improve employee productivity while emphasising physical and mental wellbeing as two of the necessities. This model is on par with the dimensions of physical and cognitive engagement in Kahn’s model. Interestingly, meaningful work is also one of the foundational elements in the Deloitte employee engagement model, which seeks to make the workplace irresistible (Liston, 2021). Moreover, it is also evident that empowering the employees while recognising their autonomy is two of the major actions that must be taken to ensure meaningfulness of work. A trustful relationship with the organisation, which has been highlighted in Kahn’s model under emotional engagement, constitutes an important segment in the Deloitte model where the major focuses are on mission, transparency, honesty, inspiration, and continuous investment in people. The possible uniqueness of the Deloitte model lies in their emphasis on a positive work environment to ensure better engagement from the employees. As noted in Burnett and Lisk (2019), work environment and culture are two major determinants of a workplace that can promise better employee involvement. According to the suggestions of the Deloitte model, a positive workplace must be characterised by its endorsement of a culture of recognition. Flexible work is also an important driver for employee engagement. Moreover, compliance with inclusivity principles, which encourages diversity in the work environment, is also an important condition to keep the employees of a workplace engaged. 
[bookmark: _Toc98707202]Diagnostic tools to measure employee engagement
As mentioned earlier, the degree of employee engagement can be measured both qualitatively and quantitatively. Interviewing the employees is one of the popular modes of measuring employee engagement. It can be assumed that employees stay or leave an organisation for various reasons and the leaders must attempt to know these to develop something better to foster employee engagement. The exit or stay interviews are diagnostic tools to measure employee engagement where most preferable aspects of the work, interpersonal relationship with other members, and core reasons behind leaving or staying in the work can be noted. As a qualitative method of measuring employee engagement, the interviews can also take one-on-ones form where the HR or the manager can directly talk with the employees. In evaluation, the one-on-ones form promises greater effectiveness in terms of measuring employee engagement than the exit or stay interviews since, in the former, the employees were enabled to express their feelings in an uninhibited manner. However, as compared to the qualitative ways, the number of quantitative ways to measure employee engagement is greater. For instance, employee engagement can be measured effectively through productivity metrics (not limited to company outputs) and retention rate. According to a study by Houssein et al. (2020), apart from other factors like work-life balance and career growth, employee engagement is reflected in the retention rate of the best talents of a workplace. Hence, in evaluation, measurement of retention rate can be an effective measurement metric for employee engagement. The organisations can also use reward and recognition programs as a measure of employee engagement. As rewards will be offered for encouraging the most engaged employees of an organisation, the proportion of the employees enrolled under the reward and recognition schemes against the total number of employees will be an accurate measure of the number of engaged employees in a workplace. 
[bookmark: _Toc98707203]Employee value proposition 
Employee value proposition (EVP) is a concept for understanding the offerings that the organisations provide their employees in return for their skills and efforts. It has an essential relationship with employee engagement since EVP mostly encapsulates the financial and non-financial benefits that organisations provide to attract, motivate, and retain employees. For instance, in the context of the Covid-19 pandemic, the major measures that our organisation has taken include the provisions of working from home and flexible working time. These two aspects can be considered as values proposed to the employee to encourage them for better performance. According to Sykes (2018), flexible working is one of the most underused tools to engage and retain employees. Other measures that our organisation has taken include making the workplace Covid-19 safe, which is a value proposition from multiple angles. If we look at the EVP of Nike, which is considered as one of the greatest examples of EVP in 2021, it will be evident ‘competitive health’ is one of the core concerns of that. It is not only related to the physical engagement of the employees but also helpful in terms of building a trustful relationship with the leadership of the organisation. At the outset of the pandemic, our organisation thought of new job designs where roles will be restructured. To make this strategy successful, the organisation has to rely on one of the principal engagement drivers: communication. Given the employee engagement models covered previously, it has been seen that employers play a key role in the development of skills, which are helpful for the career growth of the employees in future. Hence, it can be considered as a major value offered to employees. As far as the organisational objectives are concerned, this will make the process of reshuffling roles easy.  
[bookmark: _Toc98707204]Strategies to raise levels of engagement
In the analysis of the concepts and drivers of employee engagement, though the conventional strategies of promoting employee engagement are known, their applicability after the Covid-19 pandemic must be revised. In their book, Graban and Toussaint (2018) show the increasing psychological distress of the workers employed in the healthcare sector due to increased workload. Here, increasing the purpose and meaning of work is one of the objectives that organisations must pursue to ensure employee engagement in the workplace. The first strategy to realise this is based on increased communication where the managers must regularly discuss the goals and performance expectations with the employees to heighten the sense of purposefulness. Moreover, similar to our organisation, the employers must intensify their focus on employee health and safety that facilitate the efforts of the employees without safety concerns.  
Apart from regular communication and investment in wellbeing, the employers must invite feedback from the employees, which will directly cater for the sense of belongingness of the latter. Psychological stressors are not exclusive to critical infrastructures like healthcare but present in almost every workplace that is transformed into virtual as a response to the pandemic. In this regard, the organisations can invite feedback on the virtual management tools to offer a greater sense of job satisfaction to the employees. Increasing employee autonomy by empowering them is always a successful tool to develop engaged employees. In the course of reshuffling job roles, the recognised talents can be shifted to a position where they can take independent decisions beyond the supervision of the board. This will not only hone their decision-making skills but also enable them to offer their best efforts out of commitment and a sense of belongingness. The emotional engagement of the employees can be heightened by constantly recognising their efforts and offering compensation for them. 
[bookmark: _Toc98707205]Conclusion 
In the course of analysing the concept and drivers of employee engagement, this report notes that the majority of the models exhibit a certain degree of affinity with Kahn’s formulation of employee engagement. After evaluating tools to measure employee engagement, this report shows that measuring productivity metrics and enrolment in recognition programs will be ideal for performing that. Flexible working, health benefits, and critical skills are some of the values that value proposition efforts offer to the employee. This report advocated regular communication, investment in employee wellbeing, and inviting employees' feedback as the strategies to raise levels of employee engagement. 
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