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[bookmark: _Toc57155278]Introduction
Employee engagement refers to the action of promoting the participation of employees in various decision-making and operational activities of an organisation (Byrne, 2019). This study will be based on the Samsung company and how it can establish employee engagement strategies that will raise their employee viability. The companies with high employee engagement also tend to have a high employee satisfaction rate that results in better employee performance, and Samsung is also a company that needs to increase the employee engagement level through using various strategies as soon as possible for organisational development. In recent times, employee engagement has become even more crucial due to the pandemic, its subsequent effects on the employee engagement level and the effect that has on the company viability, so many issues should be considered before Samsung starts implementing various policies for facilitating employee engagement. In this study, various concepts and drivers of employee engagement will be reviewed to get a better idea on the subject matter. The diagnostic tools to measure employee engagement in a company will also be evaluated. Lastly, an employee value proposition will be constructed consisting of the company’s current measures and from the ideas and analysis along with some appropriate strategies to increase the engagement. 










[bookmark: _Toc57155279]Reviewing the Concepts and drivers of employee engagement
[bookmark: _Toc57155280]The concepts of employee engagement
Employee engagement is considered as one of the most important functions in the organisations. Many concepts, theories and models have been developed regarding employee engagement to understand and apply it better in the organisation, some of the most important models of employee engagement are:
Zinger model of employee engagement
David Zinger is a Canadian management consultant who has established a model to foster practical approaches for substantial improvement in employee engagement (KALAIYARASAN, 2018). This model provides various keys to follow for achieving significant results in the organisation that can be better understood by the figure provided:
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[bookmark: _Toc57132958]Figure 1: ZINGER's model of employee engagement
Source: (Kusuma and Madasu, 2019)

Craft Strategies: This requires planning and consideration of the employees to craft strategies and managers can also take help from professional consultants for this step. 
Enliven work roles: Employees become more engaged when they find their work not boring but interesting, so roles and responsibilities need to be redefined for eliminating boredom. 
Excel at the performance: Rewards and compensation should be designed properly so that the employees in a company are motivated to perform better. 
Achieve results: The manager needs to work for well-crafted strategies for achieving the desired results with an aim of higher levels of employee engagement. 
Connectivity, authenticity, recognition and engagement: These are some crucial elements for keeping the employee engagement level high. The employees should be connected with superiors to share concerns, the leaders should be honest and genuine with employees for building trust, employees’ efforts should be recognised to boost their morals and employees should be given maximum engaging opportunities.
Some inner and outer elements contribute to a company’s employee engagement level. The inner elements include ensuring employee development personally and professionally, leveraging the energies and helping employees in attaining genuine happiness. The outer elements are identifying employees with organisation, fostering organisational relationships and community and serving the customers best by establishing culture. So this model of employee engagement can be reviewed by Samsung to understand the subject matter properly before implementing various strategies in the organisation. 
[bookmark: _Toc57155281]Multiple drivers of employee engagement
There are many drivers in an organisation that can work as motivators for employees to perform their best, some of those are:
Growth opportunities: When companies provide performance-based incentives and career development opportunities to the employees, they become more engaged and perform their best.
Job security: Employees consider the company as their own when they get the job security they need and fulfil their duties with utmost dedication, so this can be a great driver that Samsung can also use. 
Profit-sharing policy: If employees are offered the opportunity to get a portion of the profit that the company makes, they work harder and engage more voluntarily to increase the company profit (Popli and Rizvi, 2016). 
Fairness: When there is fairness and equity in a company and employees trust their leaders, they engage more freely, express their concerns and genuinely put effort for organisational development. 
Organisational environment: A positive relationship among employees and a comfortable working environment motivate employees to perform better, promotes friendly work competition and makes employees feel open to communicate and engage with others in the company (Crawford, 2019).  
Mental health safety: Employees feel secured and appreciated when their feelings and comfort are being taken care of by their company, so this is also something Samsung can facilitate in the company. 
Purpose: It is difficult for employees to understand their role in the company if their purpose is not clearly defined, so this is another important driver for the increased level of employee engagement in any organisation (Joshi and Sodhi, 2019). 
[bookmark: _Toc57155282]Evaluating the diagnostic tools to measure the engagement
Employee engagement in a company can be measured by using various diagnostic tools. Even though there are many tools generally used by the companies, the most appropriate tools used by a company depends on the employee type, nature of the business, company policy etc. Some of the diagnostic tools that can be used by Samsung to measure employee engagement are:
[bookmark: _Toc57155283]Employee Net Promoter Score (eNPS)
This is one of the most-used tools for measuring employee engagement in many organisations. In a Net Promoter Score tool, the employees get assessed based on their loyalty and so the company can also understand if the employees are not very satisfied and the reasons behind it so that they can improve their work culture, decision-making process and employee engagement opportunities (Yaneva, 2018). This not only measures employee engagement but also their loyalty towards the company they work for. In this tool, the employees are measured based on their level of willingness to become ambassadors of their companies and recommending their product to people or mention it as an ideal workplace to other people (Brown, 2020). This is most effective when the company is trying to ensure the smooth flow of talent acquisition in the company while also ensuring the satisfaction of the present employees, something that Samsung is aiming to fulfil. 
[bookmark: _Toc57155284]Employee surveys
Employee surveys are used for getting feedback regarding employee feeling and attitude that helps an organisation in understanding the reasons for low engagement. This is most effective when the surveys are anonymous and employees can freely state their opinions, concerns and complaints along with why they don’t feel comfortable with engaging much if they are dissatisfied with the current opportunities and levels of engagement in the workplace etc (Borg and Mastrangelo, 2019). Many online and offline third-party administrators offer such assistance to the companies for the process to be completely fair. One such example is Survey Monkey that helps companies in assessing the emotions and honest opinions of their employees without chances of any inter-organisational conflict. The surveys help in understanding what motivates the employees, which makes them hesitant to participate or engage more in company decision-making and how satisfying their current company culture is to them (Wiley, 2020). Such things help the management in reform and redesign many policies and systems depending on the measured level of employee engagement and received employee feedback. As Samsung is a global corporation with a very diverse workforce, this tool can be very effective for employees to express their opinions freely without worrying about their job security. 
[bookmark: _Toc57155285]Employee absenteeism rate
This is a basic method of measuring employee engagement in a company depending on their participation in the operations and rate of presence. This is mostly used in companies with a flexible working environment to understand how much effort an employee is putting for fulfilling his/her duties if he/she is cooperative towards the colleagues etc, so Samsung can use this method for R&D department to encourage innovation and understand the causes behind lack of creativity among employees. It also gives an idea of the reasons for absenteeism in the company which helps the management in modifying their policies to make the work more interesting to employees, provide them with a more comfortable work environment and increase their engagement in the organisation (Van De Voorde, Paauwe and Van Veldhoven, 2019). So even though the tool is a basic one it is considered to be very effective if used in the appropriate time on the appropriate employees because through this, an organisation can improve employee presence rate, which results in increased performance because employees do that out of interest and not obedience, so their effort towards their job roles also increases.  
[bookmark: _Toc57155286]Constructing an employee value proposition
[bookmark: _Toc57155287]The employee value proposition
An employee value proposition for a company should be constructed in a way that will appeal to the different groups of employees belonging from a variety of age groups, cultures, backgrounds and functions. It needs to be designed in a way that can combine the needs of the various key segments of a human resource in an organisation and build up a universal brand where employees feel understood, acknowledged and motivated to fulfil their job roles and go beyond for organisational productivity (Browne, 2018). Samsung has a very wide and diverse range of employees, so the value proposition should also be constructed while keeping that in mind.
‘We value our people and their comfort as we consider it the most essential element for our organisational success. We believe in an organisational culture where cooperation is promoted and trust is protected among leaders and employees in all levels. Let’s grow together for a bright future and make an impact that will last for a lifetime with us through your innovation and creativity that will be fully supported by us”. 
As the Samsung has not used employee engagement measures before but is using various strategies to ensure the health, safety and comfort of their employees; the value proposition should be built in a way that will highlight such factors and point towards a system that will promote cooperation and interdependence for collective growth and development. The nature of Samsung promoting innovation has also been facilitated through this value proposition. 
[bookmark: _Toc57155288]Strategies to raise levels of employee engagement
Samsung has already started using various new ways due to the current pandemic so that the employees feel more safe and comfortable in their work setting, but there is a risk of even lower employee engagement as the employees can work from home and they are working in a flexible time setting now. So there are some strategies it can use to raise its levels of employee engagement such as:
[bookmark: _Toc57155289]Establish team for feedback management
The employees can only feel comfortable to engage more, state their complaints and express their concerns if they feel like their opinions are being taken seriously (Rees, Alfes and Gatenby, 2019). So Samsung can form a team or separate department for handling such employee feedbacks, measure employee engagement and take actions regarding the complaints received. This strategy might make the employees more participative and it can be done through using online website or consultant that will keep the process fair, measure employee engagement level fairly and keep the employee identity anonymous if needed. 
[bookmark: _Toc57155290]Collective decision-making strategy
This strategy might help Samsung in making the employees more participative, make them feel more valued and recognised while also increasing their accountability and responsibility. If employees are allowed to engage with superiors to state their opinions and contribute to decision-making, it will increase their dedication and loyalty towards the company as well. 
[bookmark: _Toc57155291]Promoting employee voice
Samsung can initiate and establish employee discussion forums so that the employees can state the issues and get feedback from superiors and peers regarding various issues. This can promote employee voice in the workplace so that employees can keep communication among each other online and can express their opinion regarding various issues in those communities to the superiors and peers. 
[bookmark: _Toc57155292]Talent development strategy
The company can establish a talent development platform with career development opportunities in both online and offline setting, appoint advisors or consultants to guide the employees regarding which course might benefit them and hold periodical assessments to measure their performance and engagement level. 
[bookmark: _Toc57155293]Group learning strategy
As the employees will be working from their home due to the pandemic, they might not have enough communication among themselves because of the absence of workplace setting. So Samsung can promote group learning and measure the engagement on a team-basis so that employees feel more comfortable communicating with each other due to the group-setting. This can also improve cooperation and synergy among employees in the organisation and provide regular feedback to the superiors. 




[bookmark: _Toc57155294]Conclusion
This study has been focused on the various elements regarding employee engagement in the organisational environment of Samsung. The concept of employee management has been explained with the help of Zinger model. Various drivers of employee engagement have also been reviewed. Multiple diagnostic tools for measuring employee engagement in a company have been evaluated for a thorough understanding. Lastly, an employee value proposition has been constructed and various strategies have been suggested that can be used by Samsung to raise the employee engagement level in the organisation. It can be hoped that it will be possible to implement employee engagement policies in Samsung based on the study conducted. 
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