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[bookmark: _Toc102076938]Introduction
Different authors have defined the term "employee engagement" differently over the years. It refers to the notion that depicts an employee’s relationship with the organization. Employee engagement is a term that reflects an employee's commitment and involvement in the company. Employees who are engaged believe that they are a crucial part of the company and work for the company's genuine well-being rather than for their salary. So, employee involvement is critical to the organization's success. The concepts and drivers of employee engagement will be discussed in this report. In addition, the instruments for assessing engagement will be assessed. Finally, a value proposition will be developed based on the concepts and instruments with strategies that are needed to raise employee engagement.

[bookmark: _Toc102076939]Concepts and Drivers of Employee Engagement
Employee engagement is critical in propelling a company to not only a better workplace but also new heights of success. To function effectively, a company needs a workforce that is highly motivated, enthusiastic, and engaged to the company (Armstrong and Taylor, 2014). Successful managers recognize the importance of employee engagement and tailor their approach to increase it. Employee engagement, in a nutshell, is the level of workers’ enthusiasm, commitment, and emotional attachment to the company. Thus, managers are always on the lookout for new ways to boost employee engagement.
[bookmark: _Toc102076940]Three Levels of Employee Engagement
There are three levels of employee engagement that based on low to high, consecutively go from actively disengaged to not engaged to actively engaged.
1. Actively Engaged: Employees that are highly engaged have a strong connection to the company and consider themselves to be an important part of it. They are referred to as brand ambassadors of the company (Alarifi and Al-Abbasi, 2020). They are the most enthusiastic about their work, speaking positively of their company and going above and beyond when necessary. They also think that the company is doing well but they have the opportunity for development. They work hard to meet the organization's objective and vision.
2. Not Engaged: Employees that are not engaged do not consider their work to be noteworthy. They are unconcerned about it. They just do what is requested of them, if not less. Moreover, they are unmotivated at work.
3. Actively Disengaged: Employees that are actively disengaged see the company as a negative entity. They are unconcerned about the organization's objectives or missions. They have little desire to follow through on their commitments. Instead, they stifle the work of other employees.
[bookmark: _Toc102076941]Eight Key Elements of Employee Engagement
There are eight key elements that help build employee engagement in an organization.
1. Values: Employees that have core values are devoted to the company as though they are a part of it, and the company's success is their success as well. To achieve their tasks, dedicated employees will take on every difficulty on their own.
2. Communication: Employees get connected with the organization through communication and also, they feel communicated in their work environment with kind and rewarding management (Armstrong and Taylor, 2014).
3. Rewards: Achievement, reward, and recognition of efforts, among other things, encourage employees. Employees who are rewarded are more likely to be engaged at work than those who are not.
4. Culture: Organizations with a culture that values employees build employee loyalty and it can wane if they are not properly valued.
5. Leadership: Employees will only be completely engaged if the leaders are engaging and they have faith in the company and its leaders.
6. Growth: Employees who achieve personal growth are more likely to stay engaged on their own, requiring less organizational effort to keep them motivated.
7. Responsibility: Responsibilities give motivation to employees and it is defined as the natural desire to put out the effort and take action in order to fulfill organizational roles and responsibilities.
8. Accountability: Accountability is similar to employee commitment and it refers to an employee's excitement for his or her job and responsibilities, as well as their willingness to achieve the company's objectives. 
[bookmark: _Toc102076942]Seven Core Drivers of Employee Engagement
Seven core drivers of employee engagement are described as follows.
1. Meaningful Work: Employees who are motivated and innovative seek meaning at work since it allows them to grow and demonstrate their skills and strengths. They perceive opportunities for success and become more engaged.
2. Belongingness: Employees will put in more effort if they are given the flexibility to be original and creative in their work (Armstrong and Taylor, 2020). It provides people a sense of ownership, and it makes employees feel in command. As a result, individuals are more able to connect with the task.
3. Career Growth: Belongingness gives employees the scope to achieve career growth. Engaged employees stay with the company and grow with it together.
4. Recognition: Employees are motivated to work better and be more productive when their achievements and efforts are recognized (Tewari, 2020). Rewards motivate them to work more in order to earn more, increasing their productivity and engagement.
5. Leadership: Employees like to work under fair leaders and managers that reward reasonable effort and workplace friendliness. They look to management for guidance and motivation. By recognizing contributions and setting guidelines, sophisticated managers and leaders will keep employees motivated.
6. Empowerment: As employees follow other leaders in the workplace, sometimes they also need to be empowered in order to be more engaged (Bartel, 2014).
7. Work Relationships: Employees will learn what they are doing wrong and what they are doing right by receiving clear and succinct feedback on their performance through fulfilling work relationships. Employees can use this knowledge to improve their efforts and become even better.
[bookmark: _Toc102076943]Diagnostic Tools to Measure Employee Engagement
Before implementing initiatives to improve employee engagement, the company must assess its current employee engagement level. Employee engagement can be measured using the following six diagnostic tools.
[bookmark: _Toc102076944]Employee Surveys
Employee surveys are typically conducted once a year and provide vital insight into how valued and engaged people are inside a company. Interviewing employees, asking them pre-formulated questions, monitoring individual goal achievement, and so on are all options for conducting surveys (Bogardus, 2004).
[bookmark: _Toc102076945]Exit and Stay Interviews
Employees leave the company all the time, and managers can interview them before they go to learn why they left in the first place. This provides information on what the company can do to boost employee retention. Existing employees' information is crucial since it can assist prevent other employees from departing. Furthermore, routinely questioning the existing employees about how they feel about their jobs, what they think should be improved, and so on will aid in determining the level of engagement.
[bookmark: _Toc102076946]Retention Rate Calculation
Employee engagement can be measured by looking at the employee lifecycle and retention rate. HR managers should assess the organization's retention rate and the length of time employees stay before leaving (Pilbeam and Marjorie, 2010). A team with high employee engagement will have a lower turnover rate than one with poor engagement.
[bookmark: _Toc102076947]Customer Satisfaction Assessment
Employees that are satisfied with their occupations are usually those who are actively involved in their work. HR must identify those who are unsatisfied with their jobs and feel detached from them. Managers will be able to see how many employees are engaged and how many are not by tracking them.
[bookmark: _Toc102076948]Focus Group Discussion
For firms with a larger workforce, creating focus groups with a limited number of workers and interviewing these groups separately is a more accessible approach for assessing employee engagement (Torrington et al., 2017). HR managers can ask the focus groups important questions to get a sense of how people feel about the company. Their responses will determine how many employees are engaged and how many are disengaged.
[bookmark: _Toc102076949]Reward and Recognition Programs
Employee engagement can be measured as often as possible by the management. However, conducting reward and recognition programs is another way. This will allow the company to swiftly identify and address concerns such as disengaged employees. 
[bookmark: _Toc102076950]Employee Value Proposition
The employee value proposition is basically the organization's whole offering to current and future employees, describing why it is better than others and what benefits it delivers. To keep the operations running smoothly, organizations need skilled, committed, talented, and motivated employees (Mone and London, 2013). A great employee value proposition will attract and retain superior employees for the organization for longer periods of time. Skilled and enthusiastic employees, on the other hand, will expect proper rewards for their efforts. To attract high-quality employee panel, companies must create compelling value offers.
[bookmark: _Toc102076951]Six Strategies to Raise the Levels of Employee Engagement
Six strategies that help increase the level of employee engagement are explained below.
1. Employee Wellbeing: Employees should be listed at the top of management's priority list. For the staff, the environment should be welcoming and friendly. Employees should have their voices heard, their ideas respected, and their efforts rewarded. Management must be prepared to move quickly to address staff issues as they arise. This will make the workplace more appealing to talented employees, and they will be more likely to engage with the organization on a regular basis because their values are prioritized.
2. Effective Communication: Understanding and connecting with employees needs effective communication. The company should put in place a smooth and reliable communication infrastructure that allows information to flow seamlessly between employees and superiors. Employees must be informed of the company's goals and objectives. In a welcoming workplace, employees should be able to contact their supervisors regarding anything (Dessler, 2020). This will increase employee engagement by increasing trust and rapport.
3. Employee Empowerment: When modern employees are given the opportunity to test and utilize their creativity in the job, they perform better. They do not respond well to classic autonomous management, in which they are just required to listen to the managers and carry out the tasks assigned to them according to the management's instructions. As a result, personnel should be given the opportunity to express their creativity and complete tasks as they see fit. The working environment must be adaptable.
4. Recognition and Reward: For employees to compete and enjoy personal progress, the workplace must be demanding. The fulfillment of the difficulties should be rewarded appropriately. This will keep employees motivated by a desire to outperform their peers and earn better rewards.
5. Training and Development: Employees who are passionate about their jobs look for ways to advance and improve their skills. Skilled people are also required by businesses (Widyawati, 2020). Employees may not always be able to develop their skills on their own, which can annoy them. The scheduling of training sessions, on the other hand, will allow them to refine their skills and become more productive. Employees will surely be more engaged if they perform better.
6. Participation and Responsibilities: Employees should be given the opportunity to participate in key managerial decisions. For the company's success, they should be given increasingly important duties. They will feel more connected to the group if they participate on a regular basis. Employees will begin to link the company's success to their individual achievements.



[bookmark: _Toc102076952]Conclusion
Employee engagement is critical for any firm to increase its rate of success and obtain a competitive advantage. It has a direct influence on a company's productivity. Active employee engagement is beneficial to the organization, whereas active employee disengagement can be problematic. As a result, managers must assess employee engagement and take steps to improve it as it is important for the company's success. Human resource management provides a plethora of tools and approaches that help in increasing employee engagement for businesses to use to raise productivity through it.
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