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Employee engagement concept and drivers

This paper is focused to review the concept and drivers of employee engagement  to evaluate diagnostic tools to measure engagement and to construct an employee value proposition including strategies to raise the level of engagement. The company has already taken some measures to increase the employee engagement. But are they enough? 

 The company has already taken measures to increase the employee engagement by making the workplace “Covid-19 safe”, giving the opportunity to work from home, adopted flexible working time, and redesigned jobs and restructured roles.
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Concept of Employee Engagement
The concept of employee engagement has been defined over the years in many ways and from different perspectives starting from Khan (1990), that defined it as "the harnessing of organisation members' selves to their work roles" and identified three main elements of engagement – physical, cognitive and emotional. Physical engagement refers to employees willing to go the extra mile for their organisation. Cognitive engagement relates to employees focusing very hard while at work. Emotional engagement is about employees involvement and enthusiasm for their own job.
Khan's definition refers to employee engagement as a multifaceted construct (behaviour, cognition, and emotion) that is needed to address motivation and engagement in the workplace extensively.
Macleod and Clarke(2009) found over 50 definitions of employee engagement. They agreed that the most appropriate employee engagement definition is "a workplace approach designed to ensure that employees are committed to their organisation's goals and values, motivated to contribute to organisational success, and are able at the same time to enhance their own sense of well-being" (Macleod and Clarke, 2009). 
Employees with good quality and well-managed jobs are more likely to be engaged, leading to better work performance. According to CIPD (2021), this mutual advantage view of employee management and motivation stands at the core of employee engagement. 
According to Turner (2020), Employee engagement research has four indistinct phases of evolution over the years. The first phase from 1990 to 2000 relates to giving a voice to the employees and improving involvement and participation. The second phase from 2001 to 2010 focused on achieving a fair work-life balance and meaning at work regarding the effects of changing workloads on individual well-being. During the third phase between 2012 and 2018, the employee engagement research moved into Job demands and Resources and the relationship between employee engagement and business performance. In the fourth phase from 2019 and above, the employee engagement research combines two activity groups. The first activity group or strategic HRM which includes individual, departmental and organisational alignment of the objectives with the business objectives, strategic workforce planning and resourcing, leadership and employee engagement relationship, and talent management effects on employee engagement. And, the second activity group which focuses on creating meaning at work and employee well-being and self-management or job crafting. The keywords of the fourth phase are meaning and wellness for talent and performance.
However, nowadays, a definition of employee engagement is still not standardised and unified, and every organisation has a different perspective regarding this subject.
Drivers of employee engagement

 Engagement drivers are feelings and emotions that employees have about their position, management and organisation.
What drivers make employees feel passionate about their work and commit themselves to the organisation and their work? According to Rotageek (2021),the following employee engagement drivers described below directly impact job satisfaction in a Covid-19 period.

Values and purpose
A transparent company vision and mission gives employees connection and improves their feelings regarding the purpose at work.  When employees personal values align with the organisation values, it indicates good employee engagement.

Mental and physical well-being
Maintaining good mental and physical health in the workplace ensures employees' better performance and increase overall engagement. On average, for every £1 spent supporting employees mental health, organisations get back on their investment £5 in reduced presenteeism, absenteeism and staff turnover (Deloitte, 2020).
Employee-manager relationship
The relationship between managers and employees is vital to maintain a productive and efficient workplace. The way managers treat employees directly impacts employees' level of engagement and satisfaction in the workplace.

Fairness and safety

A culture of fairness implies respect and dignity for all employees, which is imperative to create a culture of safety in the workplace. 
Safety culture is about employees who feel free to speak about mistakes, safety risks, or any other concern related to the workplace because they feel safe and sure that they will receive fair treatment.

Learning and development

 Employees who are directed to learn are likely to be more productive and motivated to succeed. Research revealed that 94% of employees would remain at a company longer if it invested in their career development (Linkedin, 2018). Employees who can learn new skills and develop their abilities through work will be more engaged with their jobs and willing to work harder to support their careers and, at the same time, the organisation.

Co-workers relationship

Instilling a positive company culture will create healthy relationships that will motivate employees and improve morale. Employee's perceptions of co-worker involvement reduce stress and increase job satisfaction in teamwork for a more enjoyable environment.
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