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[bookmark: _Toc101649979]Introduction
Employee engagement has been defined in a variety of ways, but at its foundation, it is about establishing a work environment where people are motivated and connected to their work and their firm. Employee engagement has numerous advantages for both employees and organisations. The purpose of this report is to explore employee engagement and the driving forces behind it. Employee engagement is a hot topic in the business world today, as organisations strive to create a workplace where employees are motivated and committed to their work. This report will discuss what employee engagement is, the benefits of having an engaged workforce, and the key drivers of employee engagement. This report will also discuss the challenges of employee engagement and offer organisational strategies for overcoming them, and determine engagement tools to measure employee engagement. Finally, this report will develop an employee value proposition.

[bookmark: _Toc101649980]Employee Engagement 
Employee engagement is a workplace technique that enables all people of an organisation to perform at their best every day, be committed to the business's aims and values, be motivated to contribute to its success, and with a stronger sense of personal well-being (Bailey et al., 2017). It is frequently used to assess employee engagement and motivation. A nice work environment, interesting and demanding work, and a strong sense of company culture can all contribute to high employee engagement.
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Figure 1: Employee Engagement Survey 
Source: (Gallup, 2020)
An engaged employee is excited about their job and willing to go the extra mile to ensure the organisation's success. A disengaged employee, on the other hand, is uninterested in their work and has no stake in the company's success. Employee engagement is critical because it affects work satisfaction, organisational commitment, and productivity (Torrington et al., 2020). Engaged employees are less likely to leave, and they produce more and innovate more. They are also less likely to call in sick and more loyal to their employers. Engaged personnel is vital to a company's success.


[bookmark: _Toc101649981]Different Employee engagement challenges
Despite the importance of employee engagement, it remains a challenge for many organisations. According to Gallup (2020), only 13% of employees worldwide are engaged at work. Employee engagement is challenging for numerous reasons. Here are five common ones:
1. A lack of communication: Employees frequently complain of being left out of the loop. This is frequently the result of ineffective managerial communication. Employees want to know what is happening in the organisation and how they fit in. They can swiftly withdraw if they don't feel educated.
2. Dull work: Boredom is a common cause of disengagement. Let's face it, not every job is fun. The appropriate attitude may make even the most monotonous jobs more fun. Managers must develop ways to make work more enjoyable and empower people to own their tasks.
3. Poor management: Employees often leave managers, not firms. Because employee-manager relationships are vital to engagement, employees must feel trusted and respected by their managers and that they have input into their work. Employees can rapidly disconnect if this relationship is bad.
4. Limited growth opportunities: Everybody wants to experience advancement in their careers. It's only natural that they lose engagement when they feel stuck. Businesses must provide employees with opportunities for growth, such as training, mentoring, and other initiatives (Santhoshkumar et al., 2019).
5. Undefined goals: Finally, personnel must understand their roles. Employees lose motivation when goals are vague or continually changing. Set clear goals and ensure employees understand how their job relates to the company's overarching aims.
Achieving employee engagement can be difficult for companies. But they can be overcome. Businesses may increase employee engagement and productivity by speaking freely, providing development opportunities, and setting clear goals.


Employee Engagement forces at work
In the current business landscape, it's more important than ever to keep the employees engaged. Not only does employee engagement lead to better job satisfaction and productivity, but it can also be a major differentiator for your company. To engage employees, businesses need to understand what motivates them. To create a work environment that engages employees, organisations need to focus on creating an environment that is conducive to employee productivity and satisfaction (Widyawati, 2020). Here are four of the most important driving forces behind employee engagement:
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Figure 1: Employee Engagement Forces 
Source: (Widyawati, 2020)
1. A sense of purpose: Employees want to know that their work is meaningful and that they are making a difference. A sense of purpose is a powerful motivator, and businesses need to find ways to communicate the purpose of their work to employees.
2. A sense of belonging: Employees want to feel like they are part of a team and that they belong to the organisation. This sense of belonging can be created by fostering a sense of community within the workplace and by giving employees a voice in decision-making.


3. A sense of autonomy: Employees want to feel like they have some control over their work and their careers. This can be achieved by giving employees more autonomy and by providing opportunities for them to develop their skills and knowledge.
4. A sense of recognition: Employees want to feel appreciated for their contributions to the organisation. This can be done through formal recognition programs, such as awards and bonuses, or informal recognition, such as thank-you notes and verbal praise.
Engaging employees is essential to the success of any business. By understanding and addressing the four driving forces behind employee engagement, businesses can create a work environment that is motivating and productive.


[bookmark: _Toc101649982]Engagement techniques for company	
Organisational engagement strategies are tactics and approaches used to motivate people to work hard and contribute to the organisation's success (Batazzi and Laudati, 2016). The most effective organisational engagement strategy varies from organisation to organisation. Although the company takes some engagement strategies such as; working from home, flexible working time, job design/restructuring roles, and making the workplace "Covid-19 safe", it needs some other strategies to increase employee engagement. However, some typical techniques include:
Development and career advancement: One common approach is to offer employees opportunities for development and career advancement. This can be done through training and development programmes, as well as by offering employees opportunities to take on new and challenging roles. 
Clear goals: Another typical method is to ensure that employees are aware of the organisation's objectives and how their work contributes to these objectives. This can be done through regular communication from management, as well as through setting clear expectations for employees.
Recognition and appreciation: Organisations can also create a more engaged workforce by promoting a culture of recognition and appreciation. This can be done through formal recognition programmes, as well as informal gestures such as thank you notes and public praise (Mann and Harter, 2016). 
Sense of belonging: Additionally, organisations can create a sense of belonging by giving employees a strong sense of community. This can be done through social events, team-building activities and charity work.
Engaged employees are vital to the success of any organisation. By using the right strategies, organisations can create a more engaged workforce that is more productive, satisfied, and loyal.


[bookmark: _Toc101649983]Tools for measuring employee engagement
There are several ways to measure employee engagement. Organisations can use surveys, focus groups, or one-on-one interviews to gather data. Additionally, there are several tools that organisations can use to measure employee engagement.
Employee Engagement Index: One tool that can be used is the Employee Engagement Index. This tool is a survey that is administered to employees. It measures employees' satisfaction with their job, their commitment to the organisation, and their willingness to recommend the organisation to others (Smith, 2022).
Employee Voice Survey: Another tool that can be used is the Employee Voice Survey. This survey asks employees about their opinions on a variety of topics, such as their satisfaction with their job, their supervisor, and the organisation as a whole.
Workforce Engagement Profile: Another tool that can be used to measure employee engagement is the Workforce Engagement Profile. This tool is a survey that is administered to a sample of the workforce. It measures employees' satisfaction with their job, their commitment to the organisation, and their willingness to recommend the organisation to others.
Focus groups: Organisations can also use focus groups or interviews to gather data on employee engagement (Bogardus, 2004). Focus groups are small groups of employees who are brought together to discuss a specific topic. This can be an effective way to gather data on employee engagement because it allows employees to share their thoughts and feelings openly and honestly.
Interviews: Interviews are another way to gather data on employee engagement. In an interview, a researcher or HR professional meets with an employee to ask them questions about their job, their satisfaction with the organisation, and their commitment to the organisation.


[bookmark: _Toc101649984]Developing an Employee Value Proposition
An employee value proposition (EVP) is a unique selling proposition for a company that describes what the company offers employees in terms of benefits and opportunities (Zaware, 2019). An effective EVP can help a company attract and retain top talent, as well as improve employee engagement and satisfaction. An EVP should be aligned with the organisation's business strategy. It should be differentiated from the competition, and it should be attractive to the target talent pool. The EVP should be based on a deep understanding of the organisation's business strategy, the needs of the target talent pool, and the preferences of the organisation's employees. Developing an EVP begins with understanding what your company's unique strengths are and what employees value most (Joseph, 2021). Once the company has a clear understanding of the company's unique value proposition, it can start developing messaging and strategies to communicate the EVP to employees and prospective employees.
Employee value proposition: A great work-life balance by allowing employees to work from home and have a flexible working schedule is offered by the company. The company also offers job design and restructuring roles to help employees develop their careers and advance within the company. It has made the workplace safe for employees by implementing Covid-19 safety protocols. It also offers recognition and appreciation for employees who go above and beyond their job duties. Finally, the company provides a sense of belonging for employees by making them feel like they are part of a team.


[bookmark: _Toc101649985]Conclusion
The study of employee engagement is important to determine the best practices for managing employee engagement in organisations. The report concludes that employee engagement is a critical issue for organisations today. While there are many challenges to determining engagement, the use of an employee value proposition is a key tool for organisations to consider. This report also covered strategies to overcome employee engagement challenges and analysed different tools to measure engagement. Engagement strategies, develop an employee value proposition. Companies' ideas also helped in developing an employee value proposition.
Based on the topics discussed, it is recommended that the company invest in an employee engagement tool. This will help to determine the level of engagement of employees and identify areas where improvement is needed. Additionally, the company should focus on creating a strong employee value proposition. This will help to attract and retain talented employees.
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