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Executive Summary
The following assignment shows how an organization can be engaging its employees so that the overall effect on outcome is nothing less than positive. The drivers of employee engagement have been delved into along with the diagnostic tools to measure levels of engagement of employees. A value proposition for employees has been created so that the company can follow the same and help the employees feel more engaged with their place of work so that they can give their best every time.  
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[bookmark: _oya6nmre3q01][bookmark: _Toc57666394]Introduction 
This assignment is based on the employee engagement in the workplace that leads to employee well being as well as improve performance. It us fact that, previous time very few study has been done to measure employee engagement  but in the present pandemic scenario this measures has  been required as most of the organizations have adopted various new approaches in the organization. This study will examine the concept of employee engagement and will also focus on the drivers and measures of the employee engagement. 
[bookmark: _9rbo3nozmozd][bookmark: _Toc57666395]Body
[bookmark: _hkg96d8wyk50][bookmark: _Toc57666396]Reviews the concept and drivers of employee engagement
The employee engagement concept is the kind of a workplace method that results in the correct conditions for all employees of a company. The employees are thus made sure to be committed to the company’s values and goals and are also supposed to be motivated to be contributing towards the success of organisations having an enhanced sense of that being connected to the employee’s own well-being (engageforsuccess.org, 2020). As per David MacLeod, this is the way in which the company can be creating conditions where the employees will be able to offer more of the potential and capacity that they have. 
The drivers of the employee engagement can be understood from the below mention. For instance, employee as well as manager relationship is one of the most crucial drivers of employee engagement as this connection is associated with the dissatisfaction as well as satisfaction level of the employees with their workplace or work. In the relationship with the employees, in which way communicate with the employee’s are the core issues from the psychological perspective that cleared from the point of view of the Hakanen et al., 2018.
Job autonomy:
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Figure 1: Role autonomy and its effect on employee engagement
(Source: Sivapragasam and Raya, 2018)
Autonomy at the place of work is something that is the extent up to which employees have the freedom to be making their own decisions about the planning and content of their job role. It is often negatively impactful on the morale of board members, leaders and managers if they are constantly told what they are supposed to do and how they have to do it (Van Wingerden et al., 2017). Tasks are best performed if the employee enjoys a certain degree of autonomy while doing so.  
Support and coaching: The employees definitely want development opportunities in their career and they also expect that the company will provide them with the same. The company shall be doing their best to be accommodating this kind of demand for development and moulding of career (Hakanen et al., 2018). This is done since the employees have been given the kind of opportunity that they have demanded they would be even more engaged with the company which is providing them with the same. Providing such opportunities along with coaching that is of the corporate level is a viable option to be satisfying the development needs of a career so that levels of employee engagement are increased. 
Feedback: It sometimes happens that people go asking for opinions but the moment it is voiced it is left like it was never heard in the first place. Engagement of the employees also means that the employer will have to listen to their feedback and act on the same (Ananthram et al., 2018). This will make sure that people understand that the company is open to novel ideas from anyone and even if they are from workers at the entry-level. This will also put into practice the fact the company respects the employees enough to have a two-way dialogue with all of them. 
Opportunities to learn and develop: Modern careers have become a journey of continuous learning and not just the product of a single one. There are many needs for places of work to be becoming the hub of development which is personal (Adekoya et al., 2019). United, it makes the workforce more engaged since learning and development can be accepted as an endeavour that is shared. It is extremely evident that engagement which is across-the-board for learning can be leading to high levels of employee engagement throughout the company overall. It has already been seen that about 90 per cent of the organisations having a strong learning culture will have successful senior executives.  
Task variety: What the company can do to make sure that the employees feel engaged is place the workers in divisions that are suited to their personal styles of working. Shuffling of teams will make sure that the workers do not feel restricted or backed into a corner due to work pressure.  
Responsibility: Author Serena Dorf has the opinion that employees who are made to shoulder more autonomy can be more engaged in the workplace. While the giving of the employees of more responsibility it is extremely important to be ensuring that the employees are not starting to be feeling tired along with demoralised due to excessive work pressure (inside.6q.io, 2020). Almost all the time, the employees can be taking more of responsibilities out of their own curiosity or excitement which may, later on, become something of a huge burden which might be hindering their productivity along with the overall organisational performance. It is important as a manager to be having a clear vision in an organisation so that employee engagement does not seem forced and yet the company grows and expands (Shrm.org, 2020). The vision being clear is not just important to the leader but to also the company employees so that they can be shown the way ahead.   
[bookmark: _8jljzuhssiqd][bookmark: _Toc57666397]Evaluate diagnostic tools to measure the engagement 
Surveys of employees:
 The surveys are one of the most commonly used tools for the receiving of feedback on employee attitudes and feelings. The most of the effective surveys may be filled out along with being submitted anonymously which will be increasing rates of participation and will also allow for responses that are more honest from the staffing of the company (Adil and Kamal, 2016). The using of a third-party administrator like the Survey Monkey may also be increasing the comfort of the employees for knowing that they may be forthright with the opinions with no fear of retaliation. If the survey is good that is if it has questions like are people determined to be giving their best efforts at their place of work every day (Joo and Lee, 2017). The survey if it is good will be able to help the company understand the motivations of the employees’ levels of job satisfaction, passions along with relationships and quality of work. As an example, it can be said that the employees are more than most of the time are motivated by that of professional growth, work-life balance along with community involvement along with incentives which are monetary.  In terms of the views of Hakanen et al., (2018) the flexible work arrangement can be measured by calculating the number of employee rerun to the organization after the maternity leave or after any big heath issue as it is a good way to measure the employee engagement with the organization. By supporting the aspect, the organization can measure the average length of service by using the survey method as it is a good indicator of employee satisfactions that used to measure the engagement of the employees (Joo and Lee, 2017). 
HR software: 
While the employees are being surveyed once or twice yearly is good enough for a company to start with however the disadvantage is the fact that they are not able to be providing any holistic, ongoing or real-time programs. This is the reason why the companies have been increasingly supplemented the periodic surveys with software programs which are versatile and may be gathering and tracking the engagement of employees all year round (Jacobs et al., 2018). The HR platforms that are modern have provided tools to be collecting feedback and they are also for measurement of satisfaction of employees while they may also be allowing people to be managing the employees along with their information by storage of the survey results in a single place. The management of performance can be made by software which may be crucial for facilitating and also the tracking of conversations which are more frequent along with feedback between the employees and the managers (Gauche et al., 2017). This will also be able to make sure that the staff is happy, working together and also very happy on company-wide, department and individual goals. 
Social media: 
The social media and its rise would mean that the employers have a powerful tool at the tips of their fingers. It can also be said that the companies may be able to measure the sentiment of the employees’ by the monitoring of Glassdoor reviews and ratings (Veshne, 2017). This is giving the managers the opportunity to be better understanding the teams to be getting a sense of morale along with the overall culture of the company. By using the social networks in real time, the management can measure the safety at the work place. For instance, each employee can use social network to make sure that certain safety issue resolve by the management which can be easily done by report in the “before and after” format to the management as a proof of fixing the safety problem. In terms of views of Ananthram et al., (2018), by using the twitter account the management of the organization has the potential to provide short reminder to the employees in terms of the safety issues which is not only to help employees to engage with the organization but also help to measure the engagement that important to stay productive as well as profitable in the long run (Hakanen et al., 2018).
Exit interviews: 
The asking of the correct questions through that of a well-designed survey for engagement is very important but by asking of tough questions as to the reason why the employees mainly the key performers choose to be departing the company may be equally important. This kind of feedback is most valuable and may also help in the identification of improvement to be helping in the attraction and retention of the best and the fully-engaged employees who are most valuable. Many experts are of the opinion that the conducting of a written questionnaire with exit interviews during the employee’s last week of the job and if necessary a follow-up interview over the phone within a month or more can show their real feelings of the company. 
Taking advantage of the lifecycle of the employees: The lifecycle of the employee is referring to phases that are followed by employees during the time that they are associated with a company and the company can collect feedback from the employee which is valuable through all stages of their tenure. This will help in the building of employee engagement which can help the company manage its employees better in the future. 
[bookmark: _i02fbhg3j1p3][bookmark: _Toc57666398]Construct an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement 
Good job design: It has been suggested by research that the job design of employees is a significant factor that influences levels of engagement. There are studies which have already shown that there are jobs which can be offering experiences like end-to-end responsibility, challenges and varieties for the facilitation of greater levels of engagement (engageforsuccess.org, 2020). It, however, does seem that it has fallen out of favour in recent years within the community of the HRMs and is receiving a lot less attention than other popular areas of a decision to be taken. There are many people who are ignorant of the importance of the design of the jobs in the raising of levels of engagement or the ways in which jobs can be designed however there are also some good examples in regards to the best practices which may be widely disseminated. It is extremely crucial since it ensures the satisfaction of individuals. 
The work environment- a culture that encourages positive attitudes to work: 
The following can be done to make an engaging positive atmosphere at the place of work. The engagement of the employees has to be a key strategy for the business which is focussed on the finding of engaged employees and then being able to be keeping them engaged through the entire relationship of employment. The engagement of the employees will have to be focussing on the results of the business. The employees are seen to be the most engaged when they are able to be held accountable for and they can see as well as to measure their own performance. The engagement of employees occurs when the goals of the organisation have been aligned to the goals of the employee as well and their daily work. The adhesive that is holding the employee’s strategic objectives along with the business together is supposed to be frequent communication that is effective as well and which reaches or informs the employees at levels and practices their jobs.  
Learning and development programmes: 
The companies which are focussing on the development and learning can be able to take big strides in the support of higher engagement of employees and the growth of companies. The providing of employees with the basic learning and opportunities of developing can only be building capable and confident employees but it is research that is able to show that development and learning are going to be the main driver of employee engagement. As an example, it can be said that there can be studies where it has been seen that 80 per cent of the employees who were surveyed had said that the learning and the opportunities of development may be able to help the people feel more uniquely engaged at their place of work. 
Performance management:
 The company’s core is not the mission or even what it offers but the workforce that it retains. The staffs of all skill-levels and roles are the people who are able to be making or breaking the business and its success. There are many companies that are investing in ways to be attracting and retaining the best of employees. Performance management is here to make sure that the employees stay dedicated to the operations of the company and employee engagement is creating a culture where the employees always feel excited about and also feel satisfied while they work. The functions here are mostly complementary. They are subtly and yet very actively encouraging and assisting the employees for reaching both professional and individual benchmarks along with company goals overall.  
Improving the quality of leadership provided by line managers:
The leaders who are also acting as visionaries who have created a culture related to engagement can be able to maintain the trust of employees and also drive levels of productivity which are at the very optimum. The element which is critical in that of building confidence and motivating performance along with the increase of employee engagement is the presence of people at the very top who are able to inspire belief in the company’s future. If it is done well, the companies will be experiencing a better success at business and a stronger business performance at the bottom line. The way in which the organisational leaders communicate their goals in times of uncertainty is extremely important since employees will always look up at them for the same.      
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Figure 2: Outcomes of employee engagement that is successful
(Source: Bakker and Demerouti, 2018)
[bookmark: _9xj0ygdoh7ot][bookmark: _Toc57666399]Conclusion 
If the employees of the company love the company that they are working for and if they can stay positively motivated the engagement will be showing in the work that they do. This is however also true as the opposite may also happen and the employees may feel disengaged especially now since they are being forced to work from home. They may be beginning to under-perform the tasks at hand along with projects leading to company faltering for achieving a profit margin. 
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