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[bookmark: _Toc103031096]Introduction
An organisation is established to produce final output through the process of input. This process is known as production process and there are basically four factors of production where people are considered as the most important factor of production (Ackerley, 2019). It is the factor which deals with the promotion of organisation and its brand value. And that is why, it is very significant to manage the people of the organisation efficiently so that it can make sure the organisational promotion with their efforts (Bridger, 2017). 
The report unearths the study of managing the people of an organisation and it has been divided into three broad segments. Firstly, it reviews the concept and the drivers of employee engagement. Secondly, it focuses on the evaluation of diagnostic tools to measure how employees are engaged with the organisation. Finally, it deals with the construction of an employee value proposition from the ideas and analysis previously covered, including strategies to enhance the level of engagement. 
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[bookmark: _Toc103031098]Reviews the concept and drivers of employee engagement
Clark (2012) reported that employee engagement refers to process which studies on to capture the belief, loyalty, dedication, extreme capability, experiences and so many relevant things of employees that promote the organisation. In other word, it can be simply defined as the positive attitudes of employees towards the betterment of organisation where employees try to invest their skills, ability and experiences to make the things better within the organisation (Hall, 2017). In light of pandemic session and current competitive business field, employee engagement plays an immense role to improvise the organisational performance and with the help of it the organisation can achieve long term benefits. 
The main motive of the organisation through employee engagement is to make sure higher productivity and higher profitability at the same time. There are so many drivers that enhance employee engagement of an organisation (Imperatori, 2017). To improve the level of employee engagement, the organisation may glimpse on the following drivers: 
Efficient job allocation 
Jones (2017) mentioned that efficient job allocation means the process of allocating the roles and responsibilities among the employees according to the skills, knowledge, capability and positions. When the organisation does it, the working employees came to understand what to perform, how to perform and when to perform their assigned roles and responsibilities. By the process, employees feel to free in the working station and they perform without taking any pressure which let them to be more engaged and involved (Robinson, Perryman and Hayday, 2014). So, efficient job allocation is one of the major influencing drivers of promoting the level of employee engagement. 
Empowerment
S and Thomas (2018) reported that empowerment means the process of decentralising the authoritative power among the employees which enables them to perform with responsibility and accountability. When the organisation decentralises the power among employees as per the position of hierarchy, employees enjoy the power and invest their dedication to make the things better within the organisation (Thomson, 2015). They considered themselves as the vital figures of the organisation due to the allocation of power. 
However, it may bring negative feedback. Employees may exercise the power in case of achieving their self-interest. There is a chance where they overlook the organisational interest (Widyawati, 2020). The organisation or top level management has to enact or shed more light on the accountability process as employees can’t misuse the power regarding the punishment. So, it can be clearly said that empowerment plays a crucial role to promote the level of employee engagement (Yadav, 2020). 
Recognition
Recognition is very effective driver of employee engagement. The traditional business concept outlines that employees work for the followings: 
· Regular Salary
· Overtime remuneration
· Festival bonuses or incentives
But, modern business doesn’t go with these. When employees were hired, they were keen to perform the assigned job with merits, skills and experiences. They are not robot, machine or something else (Ackerley, 2019). So, it goes without saying that they are a vital factor of production and they should be treated with proper dignity as they feel proud of their work and performance (Bridger, 2017). Therefore, to ensure their engagement and involvement with the organisation, there is no alternative to treat them with dignity as they become satisfied with their designation, status and so on. 
Career growth
According to Clark (2012), career growth and development opportunity is another vital driver of employee engagement. If the organisation creates room for the growth and development of the career of employees, they invest their flawless performance to claim these opportunities (Hall, 2017). There are several factors of career growth and development. They are as follows: 
· Increases in the remuneration
· Promotion from the preceding post
· Giving more subsidiary facilities. 
· Learning facilities from different training sessions. 
When the organisation opens the offer of them, employees rush to perform so that they can claim these opportunities with their performance. 
Rewards & incentives
Imperatori (2017) stated that rewards and incentives are the factors of motivation and act as the driver of employee engagement. It is known to all that motivating factors plays an immense role to influence on the performance of employees. Rewards and incentives are the destination at where employees are running to reach the mark. It lessens the monotonousness of employees and drives them to perform in a better rhythm (Jones, 2017). When organisation ensures several rewards and incentives on the basis of performance, it let the employees to compete each other in a sound manner. 
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[bookmark: _Toc103031100]Evaluates diagnostic tools to measure engagement
Robinson, Perryman and Hayday (2014) claimed that the success of the organisation vastly depends up to the level of employee engagement. The organisation which makes sure higher level of employee engagement, it can generate and consume several productive long term benefits. So, evaluation of the level of employee engagement for the organisation is very necessary (S and Thomas, 2018). There are so many diagnostic tools which assess and evaluate the level of employee engagement and provide a clear sense on what to do to enhance employee engagement of the organisation. These tools are briefly described in the following grounds: 
Employee Surveys
It is vastly used throughout the world to measure the level of employee engagement of organisations. This tool gathers the feedback, feelings, attitudes, performance and so on of employees. The more accurate the survey, the more accurate result it provides (Thomson, 2015). Employee surveys are such tools which are regarded as the records of what employees have done for the organisation. On the basis of the amalgamated information, top level management tracks it and uses the information for the evaluation of employees engagement (Widyawati, 2020). So, the organisation may glimpse on this tool to measure how their employees are engaged with the organisation. 
Intranet
In the modern business field, intranet acts as the corner stone of measuring the performance and engagement of employees. Intranet is the internal digital communicating platform where employees and managers share their feelings, experiences and troubles so that the organisation can get the current information about the internal environment (Yadav, 2020). It lets the organisation take several steps in order to promote the overall organisational performance. However, top management can use intranet as the tool of measuring and evaluating the level of employee engagement through the posted feelings, ideas, activities and so on. So, it is very effective for the evaluation of employee engagement level (Ackerley, 2019). 
HR tools
These tools basically deal with the periodic surveys on the performance of employees of the organisation. The organisation can manage and store versatile information of the performance of employees twice or more in a year (Bridger, 2017). Moreover, these tools enable both managers and employees to make conversation regarding the activities of the organisation. These tools provide the gathered information about the performance of employees to the top level management of the organisation through which the organisation measures and evaluates the level of employee engagement (Clark, 2012). 
Exit interviews
According to Hall (2017), it means the process of interrogating employees with a well-designed questionnaire after the end of a week or a month. The organisation has to ensure different sets of questionnaire for different categories of employees. The organisation can does it over phone too (Imperatori, 2017). With the help of these interviews, the organisation can afford to manage sufficient information to track the performance of employees. Furthermore, the stored feedbacks regarding the certain duration from these interviews are used to evaluate the level of employee engagement (Jones, 2017). 
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[bookmark: _Toc103031102]Constructs an employee value proposition from the ideas and analysis previously covered, including strategies to raise the level of engagement
Robinson, Perryman and Hayday (2014) reported that employee value proposition (EVP) can be defined as the set of rewards, facilities and other commitments that the organisation offers for the working employees as they convey their flawless performance to the organisation. Simply, it can be defined as the set of offers that amaze employees to perform as per their superior ability (S and Thomas, 2018). 
Constructing the employee value proposition on the basis of previous ideas and analysis, the organisation should focus on the following elements which are considered as the strategies too for enhancing the level of employee engagement: 
Employee driven leadership
Employee driven leadership is the precondition for enhancing the level of employee engagement and it is very useful element of employee value proposition. As a result of exercising the employee driven leadership, all the existing employees feel free as they are not dominated by the leader (Thomson, 2015). Thus, they can spontaneously share their problems, thoughts and experiences to the leader. And, the leader also can instruct them as per the circumstances in a friendly manner. As an element of employee value proposition and as a strategy to increase the level of employee engagement, there is a great necessity of employee driven leadership within the organisation. 
Sound working condition
Working environment tremendously influences on the performance of employees of the organisation. The sounder working environment the organisation ensures, the more quality output the organisation gets from the employees (Widyawati, 2020). On the basis of previous ideas and analysis, the organisation should ensure a sound working environment as an important element of EVP and as the strategy to promote the level of employee engagement. Because, sound working environment impacts on the performance of employees in a very positive note. 
Participation in decision making
The organisation has to include the employees while making decisions. The participation of employees in decision making process let them feel a part of the organisation. They feel respected, proud and grateful. The organisation has to make sure the participation of employees in decision making process because it generates two major benefits (Yadav, 2020). Firstly, the organisation can strengthen the knowledge through the experiences of the employees which is very helpful to make decisions. Another benefit is that the organisation can make their employee satisfied. So, it goes without saying, it is very crucial as the element of EVP and as the strategy to promote the level of employee engagement. 
Employee appraisal and rewards system
The organisation has to include employee appraisal and rewards system in the employee value proposition. Employees look forward to determining their self-performance so that they can have the idea on whether they are performing efficiently as per their roles or not. Moreover, appraisal on the basis of performance makes the employees delighted (Ackerley, 2019). The organisation should include the practice of providing different rewards for the top most performers. Consequently, other employees feel to compete with the performance as they can claim these rewards in the future. The way employee appraisal and rewards system impact on the performance and engagement with the organisation is beyond description. 
Long term employee impact
It is the element of EVP and strategy of increasing the level of employee engagement which cover at least two projects conducted by the employee. It ought to be included in the construction of employee value proposition for the organisation (Clark, 2012). It will let the organisation to promote the current level of employee engagement very efficiently. 


[bookmark: _Toc103031103]Conclusion
The report has revealed the study of how the organisation basically manages its employee for making sure a positive attitude of the employees towards the growth and development of the organisation. In the first part, it has demonstrated the concept of employee engagement and the most effective drivers of employee engagement. Then, it has included the evaluation of several diagnostic tools that are used throughout the world for measuring the level of employee engagement. Finally, it has been concluded with the illustration of employee value proposition from the previous ideas and analysis including the strategies to promote the level of employee engagement. 
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