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Executive Summary 
Employee Engagement is quite essential for long term growth of business. A dedicated workforce puts greater preference to innovation, learning opportunities and operational efficiency. The report has summarized the importance of employee engagement within business operations. The findings indicate that certain drivers that affect employee engagement which are work/life balance, strategic communication and recognition. The report has evaluated several tools to monitor employee engagement such as employee surveys, one to one meetings and employee net promoter score. It also evaluates several strategies to increase employee engagement such as recognition, prioritize wellness and giving constructive feedback to subordinates based on their job role. 
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[bookmark: _Toc78214086]Introduction 
This report provides concise description about employee engagement and its significance in business performance. It has evaluated key drivers of employee engagement that affects employee behaviour. The report has illustrated different diagnostic tools to measure employee engagement. It also evaluates appropriate strategies to raise employee engagement. It clearly demonstrates that how firms can create comfortable environment for staff members. In today’s competitive environment, Employee engagement is quite essential for successful accomplishment of business objectives. It also demonstrates that how employee engagement increase business productivity. The report also demonstrates the importance of diagnostic tools in boosting employee confidence. 
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Employee Engagement is the touching promise towards corporate mission and values (Sun and Bunchapattanasakda, 2019). It is all about showing greater sincerity and dedication towards scheduled tasks. Employee Engagement is the key differentiator for business growth and innovation. It mainly helps businesses to create value-driven culture for their staff members. Organizations with strong workforce can easily overcome financial hurdles and gain competitive advantage. A dedicated workforce often embraces change, accountability and greater honesty towards staff members. For instance, Barclays often conduct 90 minute Positive Momentum Sessions to interact with customers (Nazir and Islam, 2017). The company also conducts incredible discovery workshops to create new career opportunities for employees. Such programs often create high level of collectivism and sincerity among employees. 
Thus, Employee engagement is the major key to recover from economic recessions and boost sales collections. Without employee engagement, an organization cannot run successful training programs and unable to execute realistic plan for future time period. Apart from this, Employee Engagement is mainly related with several factors such as managing execution, strategic alignment and performance management (Albrecht et al., 2018). Employee Engagement often creates high performing standards for staff members. There are different drivers that contribute towards higher employee engagement are described below: 
Wellness: During COVID 19, Owners are giving topmost priority to emotional wellness to connect with staff members. Before COVID 19 pandemic, around 62% employees has reported positive mental health. However, The global outbreak has reduced mental wellbeing around 28%. Thus, Mental Health disorders often leads to disengagement and low self confidence among staff members (Alrowwad et al., 2018). Thus, Mental Wellness is the crucial aspect of working culture. For instance, Amazon has mainly started its own on-site COVID vaccination program for staff members. In fact, the e-commerce retailer has vaccinated more than 2,000 employees to manage business operations. Thus, mental wellbeing often leads to greater satisfaction and sense of pride among workers. 


Learning Opportunities: It is the most important driver of employee engagement. Efficient training programs often eliminate anxiety and confusion among staff members regarding job responsibilities. Training programs often worked as crucial incentive for staff members to accomplish business goals. Training programs is a great opportunity for employees to upgrade their professional qualifications and learn new employability skills. For example, ALDI conducts successful training programs for staff members to reduce customer complaints. Under such programs, ALDI provide training to staff members for mental wellbeing, store management and graduate vacancies (Bedarkar and Pandita, 2014). However, Lack of learning opportunities often creates resentment and dissatisfaction among employees. 
Rewards and Benefits: It is the most important element of employer relationship. Research shows that recognition programs often contribute towards healthy & productive workforce. Reward schemes ultimately help managers to track employee progress. For example, H & M has introduced new program named H &M incentive scheme to reward potential employees. Under this scheme, The company offers 20% discount, gym membership and health insurance packages to staff members (Sun and Bunchapattanasakda, 2019). However, Unclear reward system has negative impact upon employee performance. It often develop feeling of mistrust and “why to bother” attitude among staff members. 
Strategic Communication: It often motivate staff member to participate in decision making, workshops and other business activities. Strong communication motivate staff members to circulate important messages with others regarding scheduled tasks. For instance, Barclays often use email, Facebook and Intranet to connect with staff members. The company often create regular surveys and online polls to create clear free flow feedback channel for staff members. In this way, Staff members can raise their voice regarding management practices and suggest innovative ideas for customer service policies (Albrecht et al., 2018). However, Lack of Communication often creates confusion and loss of interest among staff members. In such conditions, Employees may become disillusioned and frustrated towards certain tasks. 



Leadership: A strong and dynamic leadership often drive happiness, job security and sense of accomplishment among workers. Strong leadership often acts as real game changer for staff members. During COVID 19 pandemic, Strong leadership is essential to avoid change resistance and minimize staff turnover. For instance, Facebook CEO has initiated new work from home policy for staff members. Under this policy, The Company also gives $1,000 to their staff members for financial assistance (Khan, 2013). However, A poor leader is unable to provide clear career direction to their staff members. A poor leader often struggle to earn mutual respect and generosity from staff members. 
Corporate Culture: A positive working culture makes employees feel valued and highly respected within the workplace. A positive working environment often encourages staff members to fulfil their job responsibilities and put immense efforts to achieve corporate objectives. For example, Barclays has created inclusive and diverse workplace culture where employees feel respected and obliged (Burnett and Lisk, 2019). The company also ensure that colleagues may able to maintain appropriate balance between personal and professional lives. However, A toxic workplace culture often creates potential hindrance in employee engagement. In such conditions, Employees are unable to adapt itself in changing environment. 
Work/Life Balance: In today’s competitive environment, Work/life balance has deep influence upon employee retention. A positive work/life balance mainly encourages staff members to adopt healthy lifestyle and identify new career opportunities. Around 39% employees seeks work/life balance for occupying new job (Albrecht et al., 2018). On the other side, Work/life Balance is mainly associated with employee wellbeing and energy management. For instance, Barclays often encourage staff members to take regular career breaks and provide work from home arrangements for employees. However, Poor work/life balance often leads to emotional distress, unhealthy lifestyle and low self esteem among staff members. 	
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Employee Surveys: It is the most effective way to inculcate positive vibes, happiness and “can do attitude” among staff members. Organization can conduct short surveys to ask 5-10 questions from employees regarding working environment and corporate policies. Through short engagement surveys, Firms can determine that whether employees are satisfied with their respective role or not (Burnett and Lisk, 2019).Thus, Surveys are the most convenient way to measure employee wellbeing, job satisfaction and company alignment. At certain circumstances, Employees often give vague answers in their surveys to form good impression. Thus, Firms must conduct honest and fair transparent surveys to monitor employee engagement. 
One-on-one meetings: It is all about scheduling regular meetings to maintain consistency in employee performance. In such meetings, Organization often interact with employees regarding weekly priorities and sales management. The main advantage of such meeting is that owners can collect positive feedback from employees. The HR departments often conduct such meetings to eliminate nervousness and feeling of rejection among employees. These meetings often create safe and collaborative culture for staff members (Nazir and Islam, 2017). The drawback of weekly one-on-one meetings is that it often creates major annoyance and heavy workload among staff members. At such conditions, Employees are unable to achieve project deadline and face immense pressure of additional work. 
Exit Interviews:  It is the most effective way to keep employees engaged within business activities. The ultimate purpose of exit interviews is to improve employee engagement. Under such interviews, Firms often ask several questions from employees regarding industrial relationships, personal interest, change in job roles and promotional opportunities. Here, Organization has wider opportunity to collect honest feedback from staff members during termination process (Khan, 2013). Some organization often conduct exit interview to interact with staff members regarding weekly happy hours and job duties. However, Employees often feel hesitant in participating at exit interviews. It often creates unnecessary problems and tension among departments. 

Employee Net Promoter Score: It is the simplest way to monitor employee engagement. Here, Organization asks simple questions from workers regarding company culture, operational improvements and customer service.  A good net promoter score ranges upto 50 that creates high performance culture for their staff members. This often encourages staff members to work harder towards corporate goals (Shaik and Makhecha, 2019). In this way, Organization can give appropriate ratings to employees ranging from 1 to 10. Under NPS score, Firms can easily categorize their employees into neutrals, promoter and distracters. The drawback of employee net promoter score is that it does not examine driving factor behind employee’s response towards specific questions. 
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An employee value proposition is concerned with adequate performance, good working environment and flexible working shifts. Firms can create reliable employee value proposition by investing sufficient time upon training opportunities (Young et al., 2018). Owners should give top most priority to parental leave, vacation time and compensation packages to increase employee engagement. During this pandemic, Firms must adopt following strategies to increase employee engagement. Some of them are as follows: 
Plan new Onboarding Program: It is an effective way to connect with new candidates regarding organizational mission, project schedules and team goals. A positive onboarding experience often creates sense of belongingness among employees. It often creates exciting and overwhelming experience for staff members. For instance, Firms may collaborate with professional mentors to guide new employees (Alrowwad et al., 2018). Firms must create a separate checklist to revamp their entire onboarding schedule as per employee expectations. Such programs often build a culture of mutual recognition and integrity among staff members. Onboarding programs mainly helps businesses to connect with talented workforce. This may help employees to engage in onboarding presentations and events. 
Focus on Feedback: Highly engaged employees often give much preference to feedback as compared to disengaged employee. A positive feedback motivates employees to make consistent improvements in certain areas. Around 72% employees believe that an influential leader is someone who gives appropriate feedback and suggestion to subordinates. In this pandemic, Feedback is the top most priority for managing remote working activities (Shaik and Makhecha, 2019). For instance, Firms can conduct weekly team meetings to give performance report to subordinates regarding employee contributions and project priorities. They can also conduct video calls to share new ideas and victories with staff members. 
Prioritize Wellness: Around 62% employees believes that work has deep impact upon physical health. Thus, Organization should emphasize upon flexible working schedule to create supportive working environment for employees. Firms must encourage staff members to share their wellbeing goals and eating habits. They must allow sufficient 10-15 minute break for employees (Bedarkar and Pandita, 2014). On the other side, Organization must conduct weekly meditation sessions to interact with employees regarding health issues, family needs and healthy lifestyle. 
Recognition: Majority of employees prefers to work for organizations that appreciate employees performance. Thus, Recognition is the most influential driver of employee engagement. Organization can conduct annual peer recognition program to bridge communication gap among staff members (Young et al., 2018). This may encourage employees to perform differently and being accountable towards others. Firms can use different chat platforms such as Microsoft Teams and Slack to reward potential employees.  















[bookmark: _Toc78214090]Conclusion 
The report concluded that employee engagement is the crucial driver of gaining competitive advantage. The findings indicate that employee engagement is concerned with employee’s commitment, job satisfaction and accountability. It has identified different drivers that affect employee engagement such as work/life balance, organizational culture, recognition and wellbeing. The report has indicated that training and recognition programs are the most influential factor that affects employee engagement. It also determines several strategies to increase employee engagement. 
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