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[bookmark: _Toc90835877]Introduction
According to Armstrong (2006), engagement is “a positive, two-way, relationship between an employee and their organisation. Both parties are aware of their own and the other’s needs, and the way they support each other to fulfil those needs.” Because they perceive the mutual advantage of investing in their relationship, engaged employees and businesses will go the additional mile for one another. Employee engagement represents the level of dedication, commitment, and passion of the employees in exploring the corporate objectives, mission, and vision. It is a strong tool in increasing productivity, profitability, and efficiency (Alarifi, 2020). In the given case the chief executive officer is concerned about the low level of employee engagement in his organization. In this regard, this report will examine and explain the idea and drivers of employee engagement, assess the most common instruments for measuring employee engagement, and develop an employee value proposition strategy, as well as tactics for increasing employee engagement.
[bookmark: _Toc90835878]Concepts and drivers of employee engagement
According to Milkovich (2019), employee engagement refers to how committed and enthusiastic individuals are about their professions. It is related to job satisfaction and employee morale. The concept of employee engagement was first adopted in the 1990s as a part of management theory. It is a critical success factor. Hook (2020) found that engaged employees are highly productive and passionate about their jobs. Ali (2021) added that employee engagement increases corporate citizenship behaviour, and corporate citizenship behaviour results in a greater commitment to a company's values and goals. Numerous studies explore a direct link of employee engagement to a company's financial health and profitability as employee engagement is related to the emotional connection of employees to their jobs and company.
[bookmark: _Toc90835879]Employee engagement drivers
There are many drivers of employee engagement. According to Pickford (2013), the key drivers of employee engagement are:
· Effective communication system 
· Performance and reward system
· Values and purposes
· Mental and physical well-being 
· Fairness and safety 
· Learning and development opportunities 
· Good employee management relationship
· Supportive workplace environment 
Employee engagement, according to Oberoi (2019), is also influenced by co-workers’ relationships, tools, and technologies and employee empowerment.
[bookmark: _Toc90835880]Assessment of diagnostic tools for determining employee engagement
According to Milkovich (2019), accurately measuring employee engagement is very complex as it is related to the complex shape of human behaviour, perceptions, social values, etc. Alarifi (2020), argued that although it is difficult to measure employee engagement, it can be measured by applying appropriate diagnostic tools. According to Ali (2021), there are five tools to measure employee engagement. These are:
· Employee survey 
· HR tools
· Social media
· Exit interviews 
· Taking the advantage of employee life-cycle, etc.
A brief evaluation of these diagnostic tools is given below:
	Employee survey

	Particulars
	Advantages
	Disadvantages

	(It is the process of collecting information about the feeling and attitudes of the employees related to employee engagement through a structured questionnaire approach. There are different third parties to conduct engagement surveys called survey monkey (Tome, 2017).
	·    It offers a flexible format for any organization.
· It requires a smaller time commitment than other tools.
· It is cost-effective.
· It is a famous tool for measuring employee engagement and employers can depend on the outcome (Oberoi, 2019).
	· It may not address all the issues and employees may not provide accurate information.
· Inconsistent surveys can result in a survey failure. But doing surveys consistently is costly.
· Though the survey is conducted anonymously employees may be worried about negative comments.
· Doesn’t provide real-time ongoing feedback

	HR Tools

	Particulars
	Advantages
	Disadvantages

	It refers to the continual process of using HR management tools to collect, analyze, evaluate employees’ feedback about their satisfaction to understand employee engagement (Ali, 2021).
	· It overcomes the limitations of the employee survey approach and provides feedback on a real-time basis.
· Performance management software can be used here
· It is directly linked to human resource management
· Continual tracking helps to improve performance
	· On the job, feedback may not be accurate
· It can raise fear in employees’ minds while providing negative feedback 
· There is the threat of programming errors (Jackson, 2021)


	Social Media

	(It represents the analysis and evaluation of social media interactions such as email, Facebook, Instagram, Twitter, LinkedIn, etc. to understand employee satisfaction and engagement (Heery, 2017))
	· It is cost-effective 
· Programming applications can be used to analyze 
· Can provide continual feedback (Hook, 2020)
	· There is a difference between social media interaction and work-life
· Employees may not always share their thinking and feelings on social media
· It is not a structured approach and there can be a gap between employers’ requirements and social media posts

	Exit Interviews

	(It represents the technique to ask a well-designed employee engagement survey questions to the employees who are going to leave the organization. It may help to find out the drawbacks of the organization.)
	· Exit employees may provide accurate information 
· It is the most effective source of improving organizational bugs
· A structured approach can be applied (Hook, 2020)
	· Exit interviews can be biased as they are quitting 
· Interviews may include tough questions to answer 
· It doesn’t provide ongoing evaluation too.



[bookmark: _Toc90835881]Construction of an employee value proposition
According to Hook (2020), Employee Value Proposition (EVP) refers to the process of balancing rewards and benefits that a company can offer to its employees. It is one kind of employee branding to attract the skills and employees they desire. Ali (2021) added that it is a unique set of benefits that an organization offers to its employees in return for their skills, abilities, and experiences. EVP attracts talent, helps to increase motivation, and increases employee engagement. The plan for creating an effective value proposition can be found below.
Understanding their existing perceptions
It is crucial to determine the existing perceptions of the company that may attract potential talent and skilled workers. This process will start by evaluating the perception of existing employees and how they value their organization. It’s all about clearly understanding the pros and cons of the organization about its uniqueness and the ability to attract employees by its current perceptions (Ali, 2021). The chief executive can ask the following questions to understand the existing perceptions:
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Determining the key selling points
To determine the key selling point of the organization, a cross-functional team is required to review the research and determine the aspects of the organization that employees value most (Farnham and Smith, 2015). It is one kind of employer branding to the employee about its EVP. The following questionnaire can help the chief executive to determine the key selling points:
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Creating an EVP
While creating an EVP the chief executive should focus on the compensation and benefits, career growth opportunities, corporate culture, wellness, diversity, equity, and inclusion. According to Farnham and Smith (2015), competitive salary, paying for holidays, sick leaves, medical insurance, retirement benefit, etc. should be included in compensation and benefits. Career advancement opportunities, leadership growth opportunities, professional development plan, etc. should be included in career growth opportunities in the EVP.  Building a supportive and collaborative organizational culture, compliance with social responsibility, ensuring work-life balance, introducing longevity service awards, etc. are the basic elements for effective corporate culture. According to Ali (2021), fitness program opportunities, corporate challenges, employee assistance programs, arranging different tournaments, etc. are crucial enrolments for employee wellness and organizations should closely look at these for an effective EVP. Finally, corporate diversity, equity, and inclusion along with the strategies to support environmental belonging are required to include in the EVP to attract new talent and retain the existing talents. So, the chief executive should critically evaluate the above-pointed issues in designing an effective EVP. After designing the EVP, it can be tested on the existing employees to determine whether the EVP is effective enough. Employee feedback can assist in improving the EVP's performance. It will also help to articulate why the existing employees are working for the company.
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Figure: EVP (Ali, 2021)
Communicating the message 
After designing the EVP, it is important to communicate it to the existing employees and the potential employees. Advertising it through the hiring channels, websites, magazines, journals, newspapers etc. can be the potential channel to communicate the EVP to the target people. Continual communication of EVP works as a branding of the organization and maintains good public relations (Hook, 2020). It will create a positive perception and value in the mind of the employees for the company. As a result, the chance of increasing corporate citizenship behaviour and employee engagement will increase. 
Ensuring alignment
Existing employees are the most powerful source of advertising and branding of an organization. According to Oberoi (2019), appropriate execution of EVP is required to avoid dissatisfaction. Jackson (2021) added that cultivating brand ambassadors can let the existing and potential employees know about the EVP. Besides, the company's mission, vision, objectives, reward system, internal communication system, corporate policies, business plans, etc. are consistently required to monitor and review to understand the employee engagement of the existing workforce. With the sophisticated execution of the EVP, employees will fight to work for the organization. 
[bookmark: _Toc90835882]Engagement-increasing tactics
The above analysis showed that employee engagement is a very crucial element for success. Many researchers showed that highly engaged people are 17% more productive than average employees. Even highly engaged employees have a 41% lower absenteeism rate than their peers (Jackson, 2021). So, appropriate strategies are required to raise the level of employee engagement. There are different techniques to improve employee engagement. A process of improving employee engagement is described below:
Improve workplace efficiency
Incorporation of advanced technology in the management system and efficient practice are required to improve employee engagement. Here efficient practice represents an efficient document management process where the workload of the employee is much more measurable and easier to handle. So, employees can work from home and ensure their safety. As a result, employees can easily understand what they are doing and how they are valued by the organization during Covid-19 pandemic (Ali, 2021). 
Ensuring a better communication system and raising interaction 
Effective communication is the most important factor of employee engagement. So, the organization should design a better internal communication system to help the employees to do their tasks effectively and accurately. It will also help to get a continual update about the employees (Tome et al, 2017). 
Recognition system
Over 90% of human resource management professionals believe that recognition makes employees more likely to stay. Transparency in the recognition system is required to let the employee know how the company is valuing the contribution of the employee. In this regard, employee recognition software can play a big role because more than 96% of employees in the world have confidence in employee recognition software. According to Milkovich (2019), recognition of one employee also motivates other employees for the same recognition. A positive working environment is created that will in turn boost morale, workplace ethics, and employee engagement.
Investing on employees
The chief executive should invest in the existing employees for career growth and wellness. The company should offer career advancement opportunities, professional development programs, mentorship opportunities, fitness programs, retirement benefits, etc. to secure the financial health and wellness of the employees.
Being a responsible company 
The organisation should be a socially and environmentally responsible company. It should comply with all the legal requirements and corporate social responsibilities. According to Ali, (2021), when an organization is responsible to a wider group, its employees become responsible to the company. It is the representation of a higher employee engagement.
Along with the above-discussed issues, the chief executive of the company should Encourage feedback, emphasize workplace culture, ensure workplace equity, recognize diversity, foster environmental belonging etc. to increase employee engagement of the existing employees.
[bookmark: _Toc90835883][bookmark: _Hlk90835777]Conclusion
The concept and drivers of employee engagement were discussed in this report, as well as the diagnostic tools for measuring employee engagement, the creation of an employee value proposition for corporate branding, and the primary tactics for increasing employee engagement. The EVP is the most powerful tool for raising the level of employee engagement. The above-discussed EVP plan may help the chief executive to increase the level of engagement, productivity, efficiency, and long-term success. However, execution excellence is the key to implementing any plan. Effective execution of the plan may help to build a strong company image and ensure long-run organisational success.
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- Why are potential employees attracted to the company?

- Why do existing employees think the company is unique?

- What do they value most about working there?

- Why do they stay?

- Why do they leave?
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- Does it align with your strategic objectives?

- Does it differentiate your company?

- Does it paint a realistic picture of what it's like to work for your company?

- Is it inspirational?

- Is it simple but broad enough to appeal to different groups?
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