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[bookmark: _Toc99188451]Introduction 
The connection of an employee in terms of emotional and mental connection with their respective work is known as engagement. The level of involvement that a person shows towards the work at the work stations is considered to be employee engagement. There is a variety of profiles of employee engagement that can be designated to an employee based on performance and involvement shown by them towards work (Sun et al., 2019). Employee engagement is one of the crucial elements that the HR manager needs to ensure a high level at the workspaces because it boosts employee productivity and retention which would be the reason for the viable growth of the company (Carasco et al., 2015). The report demonstrates the current significance of employee engagement to the performance of Prudential Plc in the UK taking it as an example in the report. Also, the relevant theories and models will be demonstrated by the writer to have better HRM practices and an increased employee engagement of the company. The report contains the review of employee engagement and its drivers to the company, diagnostic tools for measuring employee engagement, employee value proposition based on the previously covered strategies for raising employee engagement.
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Employee Engagement 
Employee engagement is defined as the connection of an employee with their work in terms of emotional and mental level. Many people are there that do the job for money purpose and have less connect with their work that means such people have less employee engagement, whereas some people devotee all their time, efforts, knowledge, skills, expertise to the company and the work and such people have higher connect with their work thus it can be considered that higher employee engagement is there. Three basic elements collectively contribute to the increment of employee engagement that are team, work and organisation (Bailey et al., 2017). There is the categorization of employee engagement in four different levels starting from highly engaged, moderately engaged, barely engaged and disengaged.
· Highly Engaged: The employees having favourable opinions for the company and also have the willingness to work long term in an organisation are considered to be highly engaged. Another quality of highly engaged employees is that they provoke and inspire other people around them to work hard and perform at their best (Eldor et al., 2017).
· Moderately Engaged: The people in an organisation like to work but still they are not permanent at the workplace they still look for improvement and growth opportunities and such a variety of people or employees is considered to be moderately Engaged. For moderately engaged employees always there is some element of the company that holds them back from long term vision at the workplace (Bailey et al., 2017).
· Barley Engaged: The working bodies that lack motivation in them and also have the nature to keep on changing the jobs are known as barely engaged people. For example, the employees working for less than a year are usually found to be less motivated and barely engaged at the workstations (Eldor et al., 2017).
· Disengaged Employees: The working people having no interest in their work and are negatively opinioned for their work culture are known as disengaged employees. Such kinds of employees work only for having a small amount of income source for earning and have a lack of commitment and work ethics at the workspaces (Bailey et al., 2017).
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Figure 1: Types of Employee Engagement
Source: (Eldor et al., 2017)
[bookmark: _Toc99188453]Significant of Employee Engagement to Current Environment 
A recent study by Microsoft stated that around 41% of the working bodies in the world are expected to leave their current employer because of lack of engagement and poor work culture at the organisations. In April in 2021 highest number of 4 million employees have left their jobs in comparison to the past 20 years to date because of several reasons like the poor working environment, increasing competition, work stress, conflicting colleagues etc (Kumar et al., 2015). Thus employee engagement is very important as well as difficult for the HR managers and company owners to maintain their working and earning profits. One of the appealing points that all the HR managers to the global business environment have to keep in mind is employee engagement in the present work cultures as it will benefit the company for a very long duration and bring ease to the survival for the company in the market. The research by analysts states that 92% of the global workforce performs way better when they are highly engaged (Mann et al., 2016). 
· One of the common and most crucial significances of employee engagement is increased employee productivity. When there is higher employee engagement at the workspaces employees turns out to be 17% more productive in comparison to the other people working at the same place (Saks, 2019).
· A good performance by an employee is possible only when there is higher employee engagement and the outcome of the same is in form of increased employee retention of the company. Hiring new employees result costly to the company thus it is said that the HR manager should focus on employee retention than hiring new ones and it is possible with higher employee engagement in the current business environment (Osborne et al., 2017).
· One more sign of employee engagement in the current business market is happy customers. An employee having a higher level of engagement makes customer happy thus higher employee engagement bring a bounce in the number of happy customers for the company. The statistics say that 72% of the global HR executives believe that higher employee engagement results in a greater level of customer satisfaction and happy customers (Saks, 2019).
· Adding to the list of employee engagement importance low absenteeism and increased employee health is crucial for the current environment of the business. If employees have an interest in working with dedication for the company then automatically it will result in reduced absenteeism (Osborne et al., 2017).

[bookmark: _Toc99188454]Drivers of Employee Engagement 
The concept of key drivers is the reasons behind the increased interest of the employees towards the work. There is some specific reason that brings an employee close to the work and enforces to give more dedication and time in the work (Al Mehrzi et al., 2016).  Here is the discussion regarding some of the key drivers that develop the feeling of dedication and devotion towards the work. 
· Rewards and Recognition: Most of the working bodies in an organisation works with higher dedication and interest to get recognized and earn some rewards in form of incentives. Recognition will help the employees to portray a positive and influential image in front of the company and colleagues. Thus recognition is considered as one driver for employee engagement (Popli et al., 2016).
· Career Growth: Moving forward to one more driver of employee engagement which is career growth. Many people especially the youth have the urge to grow and developed a successful career in their desired streams that motivates them to perform better and boost up employee engagement. For instance post-pandemic the requirement of digital experts and technician jobs have increased in the job market thus people now will work with higher dedication for the job and automatically the employee engagement will bounce up (Al Mehrzi et al., 2016).  
· Remuneration: 80% of the youth and other working bodies works to have a source of income and make more and more money to fulfil the personal and family needs on regular basis. Therefore it can be said remuneration and salary is one of the needs or drivers that makes a person work with higher employee engagement. Sometimes a person getting a good salary package and also earning incentives quarterly by performing well makes employees highly motivated and cooperates to work with a higher level of Interest and employee engagement (Popli et al., 2016).
· Belonging: The reason for working with increased employee engagement and giving higher devotion to the company is belongingness that covers the good relation and bond developed by the employee at the workspaces with colleagues (Al Mehrzi et al., 2016).  
[bookmark: _Toc99188455]Diagnostic Tools to Measure Employee Engagement 
The workforce of the present era is highly multi-generational and also highly dependent on technology like mobile and smart phones. This makes it difficult for the HR manager to build and strengthen the bonding between the team members and bring improvement to the engagement of employees. Before pandemic times in the year 2015, it was found through a survey conducted by Gallup that only 32% of the total working bodies are highly engaged whereas the remaining are barely engaged. However post-pandemic at some places employee engagement have increased because of technology whereas at some organisation it reduced because of the need for high technical experts (Albrecht et al., 2020). Here is the light for the tools, techniques and measures that an HR manager could use to identify the level of employee engagement of the workforce.
· Employee Survey: It can be conducted of all the working bodies to know the level of satisfaction of their respective workplace. there will be some sets of questions asked by the employer to analyze the requirement for boosting employee engagement of the company.
· Social Media: For the present times the best measure is social media platform where the HR manager can take a direct poll of the employees and youth regarding the factors that enforces them to leave the company within less period. 
· Exit Interviews: An employee leaving the company will be truthful to the company thus it is said that always take the feedback and exit interview of the employees leaving the company as they will guide the right path of improvement and induce employee engagement to the company (Al-dalahmeh et al., 2018).
[bookmark: _Toc99188456]Employee Value Proposition 
The employee value proposition is a matrix prepared by the employer for showcasing the benefits given by the employer to its employees for the feasible and flexible working environment and also uplift the employee engagement towards the company and its goal. There are five basic components focused by an employer under the employee value proposition Matrix that can improve the working culture and fulfil the requirement of employees that they usually expect from an employer or a multinational organisation(Raj, 2020).
· Compensation: The salary is one of the components of the employee value proposition that motivates at a large level to the employee because maximum of the employees expects a fair and huge amount of wage for their services given to the company. Higher will be the remuneration more needs of employees will be full filled and as a result, there will be greater employee engagement (Arasanmi et al., 2019).
· Work-Life Balance: The work-life balance refers to the equality maintenance between the personal life and work-life of an individual so that there should be reduced stress and tension of work-life as well as in the personal life. Thus under the employee value proposition employees expect a good organisation to have a stress free working environment that could not provide tension to their work-life because it will directly affect their personal life (Mascarenhas, 2019).
· Stability: Employees also expect a good and professional employer to provide them job security that would bring stability to their professional career and gain the trust of employees in terms of job security and long term working at the organisation (Arasanmi et al., 2019).
· Location: Another element adding to the employee value proposition matrix is location Which employees expect to be a happy place in surrounding which is nearby to their home place and also it should not be far away as it would create the problem of travelling to them (Mascarenhas, 2019).
· Respect: One of the most important expectations of employees from their employer and the other colleagues in the organisation is respect which ensures the working condition of the company be positive and motivating which could result in higher employee engagement (Arasanmi et al., 2019).
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Conclusion 
The conclusion of the report is about employee engagement and the role played by employee engagement to the current business environment where complexities and challenges have become an internship part of the global market and keep on hitting the business managers and leaders on regular basis. So in such stuff times, it is very important to have higher employee engagement for the success of the organisation. The report consists of a generic discussion related to employee engagement and its drivers that enforces an individual or an applicant to have employee engagement while working.
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