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[bookmark: _Toc58616911]Introduction
This report is based on the topic ‘employee engagement’ which is a part of managing people in an organisation. The management has to make assure that; the employees are having proper engagement in the firm to successfully achieve the goal. Employees are the key elements who are directly linked with the organisation goal by making products or providing service. So, the engagement of employees is a key concern for every organisation. The term employee engagement can be defined by introducing a management process where the employees have connected with the firm’s goal. Different factors are linked with this process to make good employee engagement of Uber. 


[bookmark: _Toc58616912]1. The concept and drivers of employee engagement:
The term engagement in an organisation occurs when the employees are committed to gain the organisation’s goal. They are being committed with the organisation to provide their ultimate performance if the employee engagement occurs in the firm (Welch, 2011). It helps to increase productivity from the employees. They are motivated and committed to providing the best effort for achieving anything that the manager declares for them. Engagement can be both job engagement or organisation engagement. 
In job engagement, the employees provide the best effort in their job because the job seems interesting for them or the job is the dream job for them. So, they try hard to make good performance willingly without much force from the management. On the other hand, organisation engagement is another type of employee engagement where the employees find that the organisation will provide value for them and they can make good career option staying here (Xu and Thomas, 2011). So, they increase their engagement in the firm to make good products and earn the trust of the management. 
Drivers of employee engagement:
There are different drivers of employee engagement available for the management which helps to increase the job engagement. Different factors are available that act as the driver of employee engagement in Uber which is an American company which is providing vehicles for hire or delivering food. Those are discussed below:
Autonomy: It is one of the best drivers to increase employee engagement to the employees. Autonomy indicates employees are getting freedom in their job as they can make any decision according to the company’s perspective (Gruman and Saks, 2011). By autonomy, their decisions are being prioritised and the employees are being trusted to the management. 
Capacity: Employees are being motivated if they feel that, they are capable of what they are asked for. If the management provides tasks to the employees measuring their capacity, they will be able to provide good quality and service (Bedarkar and Pandita, 2014). So, it is another important driver of employee engagement. 
Fairness: It is an important factor for the employees as to how fairly they feel they are being treated in the organisation by the leaders. So, this is another major driver especially for organisations like Uber who are providing practical field service to the customers (Xu and Thomas, 2011). So, management can increase employee engagement by treating them fairly. 

[bookmark: _Toc58616969]Figure 1: Drivers of employee engagement
Source: Author

Feedback: Receiving feedback is another important driver for the management as analysing those feedback, they can earn the trust of the employees that that are concern about their problems. So, that is how managers can increase employee engagement. 
Opportunities to learn and develop: The employees should get the opportunities to learn and develop themselves in the organisation (Guest, 2014). Because of the employees in Uber-like to find good learning and development opportunities as it is one of the most popular firms in the US. Leaders of Uber ensures to build opportunities for the employees to learn and develop themselves.  
Task variety: It is another interesting driver of employee engagement. Employees often feel bored of doing the same types of works in the organisation (Gruman and Saks, 2011). So, the management of Uber can use a way where the employee can get task variety so that they can find something interesting in the new jobs. 
Responsibility: It is another important driver for the organisation to make a good engagement of the employees (Truss and Soane, 2013). If the management can provide good responsibility to the employees, they will try to make those fulfil. So, productivity increases for that reason. 

[bookmark: _Toc58616913]2. Evaluating diagnostic tools to measure engagement:
There are different diagnostic tools available for measuring employee engagement. Diagnostic tools indicate the factors that help to define the level of employee engagement. The HR manager has to measure the engagement of the employees to ensure full productivity in the organisation. Uber has to measure employee engagement in the firm as the chief executive recently learnt about this necessary element (Saks and Gruman, 2014). The management of Uber has made many necessary elements for making the organisation’s activities productive except for employee engagement. So, here some necessary diagnostic tools are identifying which will help the management of Uber to identify the organisation’s employee engagement:

[bookmark: _Toc58616970]Figure 2: Diagnostic tools to measure the engagement
Source: (Bedarkar and Pandita, 2014)
Employee engagement survey: Employee engagement survey is a special type of survey where the management makes several questions to identify how the employees are engaged with the organisation's goal. It is the most commonly used tool that the chief executive of Uber can use to the employees to understand their attitudes and feelings (Handa and Gulati, 2014). If the survey is made by anonymously, the number of participants will increase along with the level of honesty by the employees. it will help the management to understand the weakness the HR department has in Uber. So, making a good analysis of this, the management can deal with the employees and increase its facilities according to their demands which will help the firm to increase employee engagement. 
HR software: Making a survey once or twice in a year is the most popular way of measuring employee engagement. But it has some big disadvantages. The management cannot find real-time data making the survey. Because the employees will provide feedback based on the situation of only the exact period when the survey is making. So, in that case, HR software can be a good diagnostic tool to measure employee engagement for Uber (Saks and Gruman, 2014). Because the companies are increasing the use of HR software to understand the overall situation of the employees. It helps to measure the satisfaction level of the employees and ensure talent management in the organisation. it observes every particular behaviour of the employees which the management of Uber can track to measure the employee engagement. 
Social media: Social media is another interesting tool where the employees can express their feelings towards the company by providing a review in Uber. Uber has made many advertisements on social media (Handa and Gulati, 2014). So, people can give their review in that platform which the management of the firm can measure to understand the behaviour of the employees. this information helps the management to understand the necessary step they need to take for increasing the employee engagement. 
Interviews: The management can take interviews with the employees to get the necessary information regarding their needs. Uber makes many HR activities but failed to ensure employee engagement. Besides many steps, the management of Uber can take group or individual interviews for understanding their effort towards the organisation. here the HR manager can take strategic plan along with the employee groups based on their demand and opinion (Guest, 2014). Making in a benchmark following the result of the interview, the management can understand employee engagement. 
These are the basic diagnostic tools for the measurement of employee engagement. The HR manager has to measure the engagement of the employees to ensure full productivity in the organisation. The management of Uber has made many necessary elements for making the organisation’s activities productive except for employee engagement. So, measuring employee engagement, the firm can take the necessary steps to improve it. 


[bookmark: _Toc58616914]3. An employee value proportion from the ideas and analysis previously covered, including strategies to raise the level of engagement:
For increasing the level of engagement, the management has to ensure some basic employee value proportion (EVP). Proper employee value proportion can help to increase the level of engagement in Uber. So, the chief executive of the firm should ensure the value proportion that keeps the self of the employees. it can provide the employees with a good bonding with the organisation. those value proportion is discussing below:

[bookmark: _Toc58616971]Figure 3: Employee value proportion Strategy
Source: Author
Financial compensation: Financial compensation is the most important value proportion for employees. nothing is above money for any employees in the business field (Gruman and Saks, 2011). So, increasing the financial compensation, Uber can earn the employee engagement for the firm where the employees will be willing to give much effort for gaining that compensation. 
Employment benefit: Next most important value proportion is employment benefit. Besides the financial benefit, most of the employees like to have a flexible job where the work-life balance is maintained properly (Bedarkar and Pandita, 2014). Providing good vacation facilities, good workplace environment, making suitable culture in the organisation can help to increase employee engagement. Again, employees demand their future benefit from the organisation like pension facilities after retirement, medical facilities etc. These things help to increase employee engagement. 
Career Development: Organisations like Uber should ensure their employee's bright career development. Because every employee wants to work in a place where the job is secured and the employees can have a good career development option. The management of Uber should make different training program to improve the skills of the firm (Albrech, 2011). It is necessary to make a good career option in the organisation because if the employees find that they can grow their career in the company, they will be willing to give their effort in the firm. So, career development option works as an important employee value proportion in Uber. 
Work environment: Work environment is another important factor that is directly linked to employee engagement. Employees will provide better outback or productivity if the environment is good enough (Anitha, 2014). No one likes to work in risky places. Uber should ensure life insurance and car insurance to the employees who are delivering foods or providing vehicle service. it will help to increase the quality of the work environment. 
So, these are the factors that are helping to increase the level of employee engagement. So, the chief executive of Uber should ensure these strategic factors which are related to the rise of employee engagement. 


[bookmark: _Toc58616915]Conclusion 
The HR department is probably the most important in the organisation where most of the companies are struggle to manage the department. Employee engagement is an important job for the HR manager in every organisation. organisations can be benefited greatly because of employee engagement. Different facilities can be gain because of the use of employee engagement in the firm. The HR manager has to measure the engagement of the employees to ensure full productivity in the organisation. Again, measuring the EVP, organisations can easily understand the necessity of employee engagement. 
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