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[bookmark: _Toc101889304]Introduction 
The following report is based on identifying drivers as well as concept of employee engagement. Employees that are engaged care about their jobs and the success of the firm, and they think that their efforts have a beneficial influence on the bottom line of the organisation. Employee engagement is a word used in the field of human resources (HR) to refer to a worker's level of enthusiasm and dedication towards their job. The research will also contain diagnostic tools and effective procedures that take into consideration the value of workers to the overall bottom line of the organisation.
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[bookmark: _Toc101889306]Reviews the concept and drivers of employee engagement
"Employee engagement" may be defined as "harnessing organisational members," and in this scenario, the workers will be employing actively exhibiting themselves on all three different levels of their being. After reviewing the definition, it is vital to comprehend the notion of employee engagement in order to be successful (Sun and Bunchapattanasakda, 2019). The level, to which employees would do their jobs with a significant level of passion and devotion to their company, with doing so on a volunteer basis, may be determined as employee engagement. As a result, employee enjoyment does not always convert into passionate behaviour, because even if employees are satisfied with their occupations and the environment; for instance, their satisfaction does not always equate to high levels of engagement and commitment. Workers may not go the extra mile to be doing their jobs in a more efficient manner even if they are given the opportunity to do so; consequently, empowered is not a proper term. 
Workers can choose whether to be disinterested in their jobs for several reasons. There are many factors that influence employee engagement, including their level of pleasure as well as how they feel regarding their employment. As a result, their level of motivation is not taken into consideration because it could only be perceived as an effect of their engagement rather than the reason that encourages them to join.
Employee involvement may be broken down into three basic components: (commitment, motivation as well as organisational citizenship). It is taken into account intrinsic motivation whenever a worker's work works as intended. This is especially true when financial incentives and emotions of acknowledgement are eliminated, and the workers are encouraged solely by the work itself, and they probably feel that work is a part of their lives and that they embrace it. According to the research, effective commitment is correlated with an emotional connection as well as attachment to the firm, as well as engagement in the organization's activities. Workers who are prepared to go above and beyond their work responsibilities make a major contribution to the overall effectiveness of their business, according to the third element, organisational citizenship (Ghosh et al., 2020).
Work engagement is characterised by three key characteristics: emotional involvement, physiological involvement, or intellectual involvement. Having a strong sense of belonging at work is more likely to occur if employees' colleagues have a favourable understanding of the organisation ’s policies and mission, which could only occur if there are results are promising between them because their co-workers. It is critical to have a well-functioning team and also to lead in a manner that empowers people to feel confident and comfortable in their own skin and abilities (Costantini et al., 2017). According to the emotional link that is formed between a person and his or her colleagues, the degree to which a person is emotionally committed in their profession will vary. When employees are well-versed in the firm's strategy and vision, they are more likely to pay attention to the company's plan and vision. The physical component has to do with how much physical as well as mental energy employees are prepared to put in, that could only be decided if they have a high level of confidence in their talents. There is also a psychological component to consider.
[bookmark: _Toc101889307]Evaluates diagnostic tools to measure engagement
Based on the identified of diagnostic tools, it is evident that an evaluation of attitudes towards expanded use of these tools would provide any company with information pertaining to the benefits of such instruments. A direct correlation exists between the evaluation and diagnostic technique used by the organisation and the firm's return on investment inside its staff. Because of their significant level of involvement, the major stakeholders of the organisation might well be able to give important information about the level of interaction inside the company. The human resources department is in charge of developing a series of projects that, if implemented, will increase the level of involvement that has already been discovered (Hsu, 2017). When a company monitors as well as diagnoses the opinions of its employees, it provides the top management with the chance to gather critical information about the company's operations.
When it comes to evaluating and diagnosing work engagement as well as levels of participation, one of the measures adopted is the Gallup 12 Survey. In this way, it will be easily identifiable the strong and weak points of employees' morale and, if required, take efforts to enhance those aspects of their lives. This would be seen as a significant measure of how invested individuals are in the business' culture. It is a critical tool for the firm because it enables it to undertake benchmarking to see how successful it has been in its attempts to increase motivation in the workplace (Lin et al., 2020).
The statistical nature of the data enables for connections between worker emotional as well as cognitive participation, as well as other characteristics, like turnover as well as profitability, to be established. In order to boost performance, managers should use this tool to identify the twelve most important criteria that must be satisfied. It also offers the workers with a platform from which to communicate with the company's management, and since it is a two-way procedure, workers are capable to add their opinions and ideas to the firm's effective communication.
In addition to making an educated choice on how to continue, it is important to first understand whatever has been done. This might be accomplished via a dialogue with dependable co-workers. To get the most out of a diagnostic instrument used to assess employee engagement, it's vital to follow these four stages. The second step involves holding open and honest feedback meetings in which the results are disclosed and the effect on the company is addressed. Emphasis should be placed on displaying true outcomes that reflect the rates of worker engagement in the organisation during these sessions (Burnett and Lisk, 2019).
An in-depth examination of the most challenging challenges to encouraging work engagement will ensue, such as the formation of assigned teamwork as well as the usage of technology designated as "collaborative" technology. The last step will be the development of an action strategy to fix the challenges that have already been highlighted as being impeding the development of worker engagement inside the company. When discussing the achievement that has been achieved and the methods used to do it, which is the last component of the method, employee engagement can be further increased.
[bookmark: _Toc101889308]Constructs an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement.
At ADNOC, they encourage collaboration because we believe that working collaboratively is the most effective method to accomplish the long-term goals of both the workers as well as the firm in the long run. There are a range of approaches that may be used to promote employee engagement. "They can find greatness if we work together," says ADNOC's executive vice president (EVP). "It cannot be completed alone, but working together, we can achieve all of our goals." A common purpose must be established in order for employees to properly comprehend and convey the key motives that drive the company's actions and this is the most important and first stage (AlKhoori, 2022).
When management says they are redoing work on improving resources, it means they are doing so with an eye towards improving resources. This means they are doing so with an eye towards improving resources depending on the job assessment, job ideologies, as well as negotiation just on responsibilities, as well as bargaining the limits as well as boundaries one which exist between employees. In order to increase employee engagement, it is essential to develop a captivating vision for the organisation. This allows employees to link their daily actions with the organization's long-term objectives. It is also possible that the company will perform periodic readiness assessments, which will be used to aid management in evaluating the competences and preparation of their employees and providing the firm's new proposals. Some other alternatives include offering individual coaching to employees, which may aid the firm's human capital in growing and improving in terms of both volume and quality, among other things (Arasanmi and Krishna, 2019).
The first and most important issue to address is the reactionary decision-making procedure, which is a significant impediment to raising employee engagement levels. The development of a participatory culture that fosters worker ownership of results and consensus upon those organisational objectives is a strategy that could be applied by businesses as a necessary component of their overall strategy. As a result of variations in management style, employees may believe that they are getting unjustly treated by their employers. When a corporation is unable to detect problems once they have a negative effect on employee performance, the procedure might well be discovered.
A firm's ability to successfully communicate information is severely limited when methods of communication are tight as well as cultural norms embedded in the organisation restrict the free flow of information (Mascarenhas, 2019). Communication channels that are unclear may have a detrimental influence on engagement since it is not the number of channels that matters, but rather how explicit they are as well as when they are utilised that determines engagement. The company's culture encourages employees to work excessive hours, which leads in a poor work-life balance for everyone. Employee engagement may be hampered by a leader's leadership style, especially if the principles behind that style are not made plain to them in advance. Because certain jobs in a corporation have high turnover rates, it is reasonable to assume that their levels of participation will be lower. This might provide a hurdle to employee retention and recruitment.

[bookmark: _Toc101889309]Conclusion
Creating a climate that fosters employee engagement is crucial, according to the conclusions of the study described above. Although employees may be satisfied with their work and their workplace environment despite this, it is concluded that although they are comfortable with the monetary advantages they receive as a result their work, engagement somehow doesn't translate into enthusiastic behaviour because employee engagement is predominantly tied to their financial benefits. To illustrate the positive influence that diagnostic tools would have on an organisation's workforce, diagnostic tools are used to analyse employee attitudes.
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