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Employee engagement occurs when positivity for the organization and its ideals is shown by the employee toward the organization (Armstrong, and Taylor, 2020. The theoretical aspects of employee engagement and the factors that influence employee engagement are covered in this report. After that, the diagnostic tools to measure engagement is described. Moreover, it is difficult to measure the level of engagement of an employee. There are some strategies given in the report which are practised worldwide. Finally, the strategy that is followed by the organizations is discussed. Involved employee aware of the general context of the company and engage with colleagues to improve their current standing for the benefit of the organisation. In order to establish and maintain employee engagement, employers and workers must work together. This requires a two-way communication channel. Therefore, HR should design performance management software to improve employee engagement as much as possible (Kumar, and Pansari, 2015).

[bookmark: _Toc100101175]Employee Engagement
Employee engagement is a term used in HRM to describe the amount of enthusiasm and commitment an employee has to his job. It is described as follows: An engaged employee is one that is enthusiastic about their work and is convinced that their effort will result a positive impact on the company. Employees that are driven by more than simply a paycheck may believe that their own happiness is linked to the success of the company overall (Torrington, et al., 2020). 
[bookmark: _Toc100101176]Drivers of Employee Engagement
It is critical to understand what inspires workers and what pushes them to become more committed to their job in order to promote employee engagement (Pilbeam, S. and Corbridge, M., 2010). Employee engagement, on the other hand, is not driven by a universal set of factors. The differences between one company and another and even between various groups of workers within a single business can be significant. Moreover, drivers of an employee might change over time or as a result of external variables such as an economic downturn or a public health emergency. In times of fast changes in economy, society or technology, it is especially beneficial to get back to the fundamentals and grasp the variables that enable individuals to concentrate and do their best job on a consistent basis (Sun, and Bunchapattanasakda, 2019). Employee engagement is often fueled by workers' desires for the following:
Training, development and career: The importance of staff training in improving employee engagement cannot be overstated. Employees feel appreciated as a result of professional advancement and development, which boosts their drive to fulfil the company's aims and objectives and helps them to develop their skills and gather more experiences (Bedarkar, and Pandita, 2014). Considering a person's professional life, it also helps an employee's career growth.  
Immediate management: Immediate management has a huge influence on employee engagement. The probability that the workers will be interested in their job and dedicated to the organization increases by four times when they are successfully inspired by their immediate supervisors.
Performance and appraisal: When an employee is appraised publicly by recognizing and applauding for who they are right now, what they want to become and what they have accomplished for the organization, their engagement increases. In studies, it has been demonstrated that highly engaged people perform their peers by 20% and that firms with more engaged employees are on average 22% more profitable than their competitors (Popli, and Rizvi, 2016). 
Communication: If the communication is clear, the employee will be able to understand their jobs and respond properly. There would be fewer misunderstandings and disputes among themselves. The relationship with other peers, superiors and subordinates will also increase, resulting in more employee engagement.
Equal treatment: If all the employees of an organization are treated equally, the employees will not be demotivated. If not, they will feel left behind and will lose interest in work because of the injustice of their supervisors. So fair treatment and giving equal opportunities are important in every organization to increase employee motivation.
Pay, conditions and benefits: An employee should receive fair remuneration and benefits for his time and effort. Monetary benefits are one the most important motivating factor for an employee. If an employee does not receive enough salary and benefits considering his or her contribution to the organization, the employee would definitely lose his interest in the organization (Popli, and Rizvi, 2016).
Health and safety: Besides monetary benefits, the working environment also plays a vital role. If the working environment of the company is not safe due to risky conditions or unhygienic situations, employees will lose interest in working. Having a risk free, clean and safe working environment is important to engage the employees.
Co-operation: While working in an organization, an employee cannot survive working on his own. Everyone needs co-operation and helps from his peers and supervisors as well as from his subordinates. It will create a strong bonding between employees, increasing their engagement of the employees.
Family-friendliness: Every workplace should be friendly and cooperative so that every employee feels at home in the organization. This will improve the working environment and the employees of the organization by increasing their belongingness.
Job satisfaction: Every employee should be satisfied and happy about their role and responsibilities in the organization. Employees should feel that their work is important and worth their dedication and contribution to the company. Also, the employee should be passionate about the jobs and responsibilities he is doing.
[bookmark: _Toc100101177]Diagnostic tools to measure employee engagement
Employees that are engaged in their jobs are more motivated and enthusiastic about their jobs. They are more generous with their time and resources, and they get more in return. Getting staff to feel involved, on the other hand, is no easy task. To achieve this, excellent leadership communication, acknowledgement for effort, and the appropriate resources to help employees in their responsibilities are required (Markos, and Sridevi, 2010). It is essential to understand how to assess employee engagement before attempting to improve it.
Employee productivity: Increased productivity is a significant benefit of having a motivated staff. Employee engagement may be assessed in the same way by examining the level of productivity achieved by workers. Employee productivity is defined as the efficiency with which employee inputs are converted into company outputs. However, it should be recalled that productivity alone will not reveal how to boost employee engagement in a certain manner. As a result, the human resources manager constantly works to increase employee productivity by using different engagement assessment techniques.
Employee turnover and absenteeism rate: Keeping track of employee turnover rate and absenteeism rate will help the HR manager to know about the employee engagement rate. Measuring employee engagement from the turnover rate is not easy as other strategies. But comparing the turnover rate quarterly and yearly should give an idea to the employer to know if there are any irregularities. Also, taking a few days off per month is not usually a cause for alarm when an employee does so. When absence becomes a pattern among employees, it is a warning sign that the organization is not committed to its employees (Chandani, et al., 2016).
Employee Survey: Employee engagement surveys are the most widely utilized instrument for evaluating employee engagement since they provide immediate input on employees' emotions and opinions. The most successful surveys are those that can be completed and submitted anonymously. It will boost the participation rates while also allowing for more honest replies from participants. Third-party administrators may also give workers more confidence in their ability to express themselves honestly and without fear of reprisal, which can help them perform better in their jobs. A successful survey can assist HR in better understanding their workers' motivations, interests, levels of job satisfaction, and the quality of their work connections with one another.
It is critical to consistently explore ways to increase employee engagement metrics, regardless of the results. Even if the company is experiencing positive outcomes, it should keep its efforts going. 
Employee engagement might quickly change if engagement methods aren't properly maintained or developed. Implementing a fresh employee appreciation idea, prioritizing employee well-being, and paying attention to employee feedback to maintain high levels of employee engagement. Knowing how to monitor employee engagement will help always to be able to handle concerns promptly.
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Employee engagement needs a grasp of what motivates workers, even when their motivations change. An efficient employee engagement system, when integrated into a people success platform, gives information instantly and on-demand rather than providing a big yearly data dump to the forum. It may assist firms in identifying the drivers that have the most significant influence on overall engagement, as well as drives that are particular to certain managers and teams, and then implementing those strategies (Othman, et al., 2018).
1. Good-quality line management: Supervisors who are concerned about their people, treat them fairly, motivate them to perform well, show an interest in their career objectives, and offer them possibilities for advancement are desirable. Having a good supervisor motivates an employee lot. 
2. Two-way, open communication: It enables workers to express their thoughts and comments while also keeping informing them about the facts that are essential to them. Also, having an open communication system helps the employees to understand their tasks properly. It also mitigates any internal disputes and misunderstandings (Cattermole, 2018)
3. Effective cooperation:  It is very important across various departments, as well as between management and labour organizations. Cooperation increases the bonding between peers and superiors.  
4. Emphasis on employee development:  Providing every worker with the training they require for their present lacking and improvement as well as equitable access to advancement prospects. 
5. Commitment to employee well-being: This includes taking health and safety seriously, aiming to reduce the number of accidents causing major or minor injuries and deaths as well as harassment and violence, and taking immediate action in the event of a crisis (Taneja, et al., 2015). Or else employees will not only be demotivated but also feel insecure and will leave the company.
6. Clear, accessible human resource policies and practices: Having a clear HR policy is one vital thing for the betterment of the employee. The policies should be easily accessible and dedicated to performance assessments, equal opportunity, and family friendliness on the part of top management and line managers
7. Fair compensation and benefits: All the employees deserve a fair remuneration considering their time, effort and contribution to the company. Also, it will be compared within and outside of the organization.
8. Harmonious working environment: Having a harmonious working environment surely helps to boost employee morale and engagement. In this environment, workers are encouraged to appreciate and assist one another.
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In light of the evident linkages between employee engagement and work satisfaction and morale, employee engagement is very crucial to a company's success. Creating and sustaining employee engagement is a team effort that requires effective communication (Armstrong, and Taylor, 2020). It is proved that the more engaged employees are more likely to be productive and perform at a better level. They also often demonstrate a more profound devotion to the principles and objectives of an organization. It is often seen that the employees who are more engaged in their companies are more likely to build an emotional attachment to their jobs and companies. They are more likely to be focused on achieving the objectives of their organizations. Employee engagement has been determined to have clear linkages to a company's financial health and profitability, despite the fact that it has its critics, who mostly point to the difficulty in measuring it (Kumar, and Pansari, 2015).
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