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[bookmark: _Toc99583322]Introduction 
Organizational performance is closely related to employee performance which is positively influenced by employee engagement and wellbeing. Employee wellbeing is directly associated with employee motivation and satisfaction which have a significant impact on the performance of the employees. During the COVID-19 pandemic, the issue of lack of organizational engagement and satisfaction due to reduced job security affected organizational performance in various ways. With the increasing uncertainties and changing work environment remote working, flexible working hours, restructuring the roles, and digital workplaces have induced concerns regarding low-level employee engagement that can affect organizational performance. This report highlights the concept and drivers of employee engagement, evaluates various diagnostic tools for measuring employee engagement, and suggests strategies for enhancing the levels of engagement for constructing an effective employee value proposition. The report aims to identify the nuances associated with the employee engagement practices and provide strategic recommendations for improving employee engagement levels. 
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Concepts and drivers of employee engagement 
Concepts of employee engagement 
There are different definitions of employee engagement along with a lack of clarity regarding the concept of employee engagement. Torrington et al. (2020) noted that scholars do not agree on the fundamentals in terms of defining employee engagement. Employee engagement is often defined by the experts in terms of the feelings and behaviours of the employees and their commitment to the organization which emerges from the passion they have for their jobs. Armstrong and Taylor (2020) noted that engagement happens when employees are enthusiastic regarding their work and their organization. 
Macey and Schneider (2008) noted that organizational management focuses on leveraging employee engagement as employee engagement has been identified to be driving the bottom-line results. A relationship between engagement and profitability has been established based on higher productivity, sales, and customer satisfaction. The concept of employee engagement is vast and it involves various aspects of human resource management. Markos and Sridevi (2010) noted that if every human resource function is not addressed adequately, employees would be unable to engage fully in their job. Markos and Sridevi (2010) further commented that the construct of employee engagement is based on other concepts of workforce performance including employee motivation, satisfaction, and commitment. One of the main issues associated with the implementation of practices that can improve employee engagement is the lack of clarity regarding the concept of employee engagement. 
Contemporary studies regarding employee engagement highlighted the role of the workplace environment and the job design in improving the organizational commitment of the employees. Rasool et al. (2021) noted that employee engagement acts as a source of emotional and physical connection between the organization and the employees. Employee engagement enables the alignment of the personal goals of the employees with the organizational vision that helps in boosting the productivity of the employees. 
Drivers of employee engagement 
The primary goal of fostering an engaged workforce is ensuring that employees put additional efforts into achieving the organizational goals (Torrington, 2014). One of the main issues in understanding the drivers of employee engagement is that the concept of employee engagement has often overlapped with the concepts of commitment and organizational citizenship behaviour. Employee engagement tends to be characterized by the positive attitude that employees held toward the organization and the organizational values. Khodakarami and Dirani (2020) noted that among many drivers of employee engagement, perceived organizational support tends to have a positive influence on commitment and job engagement. Organizational support enables employees to take risks, and contribute to the organization without the fear of penalties and failures. 
Drivers of employee engagement can vary depending on the personality traits, individual differences, type of occupation, and industry. Shaik and Makhecha (2019) revealed that in the case of global virtual teams, employee engagement can be driven by effective communication, improving the psychological condition of the employees as per Kahn's theory of employee engagement, and meaningfulness of work. The following drivers of employee engagement have been identified to be effective in improving employee performance.
· Employee involvement in the decision-making 
· The level of incorporating employees’ ideas, employee voices being heard, and the extent to which employee contributions are valued in an organization 
· The opportunities for professional development of the employees in their jobs
· The extent an organization addresses the employee's health and well-being. 
Employee engagement can be created by fostering a positive work environment that can enhance productivity and organizational profitability (Shahid, 2019). Shahid (2019) further highlighted various drivers of employee engagement that include inspiring leadership leading to dedicated followers, passion and creativity and facilitating progress, meaningful work leading to improved drive for producing better results, improved level of job satisfaction, and increased retention. A sense of autonomy has been highlighted as having a positive effect on the overall well-being of the employees that lead to increased engagement. 
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Diagnostic tools for measuring engagement 
Measuring employee engagement can be challenging as various determinants indicate the level of engagement. It is crucial to understand that employee productivity when measured in terms of organizational productivity can be an inadequate parameter for measuring engagement within an organization. While the diagnostic tools for measuring employee performance and satisfaction including internal surveys, employee feedback, and a 360-degree performance management system can fail to specifically determine the level of employee engagement, it is possible to understand whether the employees are engaged from their willingness to contribute to the organizational goals. 
In terms of the assessment instruments, Shrotryia and Dhanda (2019) noted that through the grounded theory method, the dimensions of employee engagement can be identified as alignment, affective, and action orientation. Attridge (2009) noted that the majority of the tools used for measuring engagement tend to be at the level of the individual worker and the scores identified from the individual level can be aggregated for measuring the engagement at the organizational level and some of the popular tools of measuring employment engagement includes Utrecht Work Engagement Scale that measures the behavioural, cognitive, and emotional dimensions of employee engagement. 
One of the major benefits of this tool is that it helps in identifying the emotional vigour of the employee well-being that is proved to be crucial in understanding the motivational factors of employees that drive them to contribute to the organization. However, this tool can be inadequate in understanding the action orientation and the level of affective behaviour of the employees which are closely associated with employee engagement as well. 
International organizations, including technology giants like Google, have developed their assessment tools for evaluating the level of employee engagement. Google uses gDNA studies for obtaining feedback from the employees and holds weekly meetings with the employees in which leaders answer the most popular questions of the week (Culture Summit. 2022). Google’s engagement measurement tool is a two-way communication platform that allows leaders to use a charting tool for measuring the suggestions of the employees, and employees use Google Moderator for asking questions and voting on specific questions that they want answers to. 
Multinational companies with many employees tend to use internal surveys for identifying the level of engagement of the employees. Employee surveys can be effective in generating feedback from a large number of respondents within less time and the scope of submitting responses anonymously help in identifying the key issues causing a low level of engagement within an organization. Ram and Prabhakar (2011) suggested the use of engagement predictors like organizational processes, values, management, reward and recognition, and work-life balance for enhancing the employee engagement level within organizations. 
One of the most effective diagnostic tools for measuring employee engagement can be the HR tools which addresses the gaps associated with conducting employee surveys. Employee surveys often fail to provide real-time, and holistic feedback regarding the engagement levels of the employees, and the problem can be dealt with by the use of modern, software-based HR platforms that help in collecting feedback and measuring the satisfaction level of the employees. Performance management software can be used for tracking employee engagement as well. 
De-la-Calle-Durán and Rodríguez-Sánchez (2021) noted that while understanding the well-being of the employees is an effective way of measuring the level of engagement, understanding engagement is the opposite of burnout is another approach. As the engaged workers are more likely to perform better compared to the disengaged workers, measuring employee performance by evaluating individual performance, and goal achievement can be used for measuring employee engagement. However, this approach can only help in understanding whether an individual employee is engaged in their work rather than assessing the level of engagement that the employee has. Small focus group-based data collection can also help in identifying the issues associated with the engagement level of the employees. 
For measuring employee engagement, the following tools can be used by the company:
· Annual engagement surveys: The annual engagement surveys with questionnaires focused on understanding the well-being score, and the satisfaction level of the employees can help the company to foster a macro-data-driven understanding of employee engagement. 
· eNPS: eNPS or the employee Net Promoter Score can be used for assessing employee loyalty based on the likability scale and it can be used for categorizing employees as detractors, passives, and promoters based on their scores. 
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Employee value proposition and strategies for improving the levels of engagement 
For effective employer brand building, establishing a unique employee value proposition is crucial as it helps in attracting and retaining the best talents from the labour market. Employee value proposition refers to the set of benefits that an employee gets for their skills, capabilities, and experiences which they contribute to the organization. Goswami (2015) noted that employee satisfaction depends on various factors which are beyond remuneration and these factors include work-life balance, work culture, performance management, recruitment planning, succession policy, and training orientation which are valued by the employees. 
As the organization has already implemented working from home, restructuring roles, Covid-19 safe workplace, and flexible working time, the following employee value proposition can prove to be effective for improved employer branding, attracting talents, and retaining high-performing employees:
"We believe in a collaborative, high-performance, and stress-free work environment that gives employees unlimited opportunities to grow and develop themselves in their careers. We ensure employees have adequate resources and tools for ensuring their health and wealth. Committing to the holistic well-being and development of the employees, for the organization employees truly are the main assets.”
Strategies for improving employee engagement
· Integrating employee engagement into the human resource strategy of the organization can help in developing a communication strategy and system involving the leadership for understanding the engagement level from engagement data and learning (Mann and Harter, 2016).
· Using a scientifically validated tailor-made employee engagement measurement tool can help in identifying and focussing on the barriers to employee engagement which can lead to improved outcomes. 
· Engaging employees in meaningful work by assessing their interests, skills, and capabilities and assigning job roles based on these elements for improved job satisfaction. 
· Training and development can be effective in addressing the higher-level motivational needs of the employees, especially the need for self-esteem and actualization. Enhancing the employee motivation level can help in improving employee engagement as well. 
· Lee et al. (2020) noted that organizational climate and culture are integral in improving employee engagement. Facilitating innovation and empowering employees to contribute to the organization by sharing unique and creative ideas can help in a better engagement level. 
· Goestjahjanti et al. (2020) noted that leadership is one of the factors that influence employee engagement. Preparing managers to effectively influence, direct, guide, and support employees can help in improving the perceived value of the employees which can improve the engagement level of the employees. 
· Fostering a climate of autonomy and inclusion in the organization by including employees in the decision-making, and empowering employees to share their opinions, and feedback can help employees to feel valued and can improve the engagement level as well. 
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Conclusion 
Improving the engagement level of the employees can be challenging especially in the current uncertain and volatile environment. Focussing on employee engagement from the perspective of employee wellbeing and strategically aligning the engagement policies to the human resource strategies of the organization can lead to improved engagement levels and performance. Fostering a dedicated performance management system, and ensuring two-way communication for addressing the questions, and issues of the employees along with addressing their professional development needs can help in increasing the engagement level of the employees leading to improved performance. 
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