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[bookmark: _Toc90059670]Introduction: 
Employee engagement is known as the level of enthusiasm and dedication of the employees to the organization. The concept also says that engaged employees consider themselves as a part of the organization. That’s why the do whatever the organization needs to make it successful. Different authors defined employee engagement from different angles. But all of them are agreed in a point; that is engaged employees are a great asset for the organization. So, making the employees engaged is a challenge for the top management. To make the employees more dedicated and motivated, experts suggest some strategies. Implementing those strategies can bring a better result. 


[bookmark: _Toc90059671]Job Engagement: 
Job engagement is a well discussed concept in Human Resource Management. It tells the level of enthusiasm and dedication of an employee that he feels for his job. Job engagement is strongly related to the performance of an employee that’s why the performance of the organization is also linked to this concept (Saks et al, 2014). 
 Sanchez (2007) defined employee engagement as a result of how the employees recognize their work, leadership of their company, the reward and recognition they received from the company and finally how the top management communicate with them. On the other hand, according to Shaw (2005), employee engagement is an intellectual and emotional commitment that an employee feels for his organization.  Beside this, Stairs et al (2006) also said that employee engagement as “the level of interest of employees for the roles and responsibilities, the level of commitment to their employer, how much they are motivated for their work with a view to for the betterment of themselves and also for the organization.”
So it can be concluded that employees’ engagement is a psychological state of mind of the employees that they feel for the organization and for their tasks.
[bookmark: _Toc90059672]Drivers of Employee Engagement:
[image: ]Employee engagement is not a simple matter to achieve by the organizations. There are a lot of factors and matters that are highly linked to the employee engagement. To make an employee engaged or to inspire an employee to be engaged, the following things play vital role: 






Figure 1: Some Drivers of Employee Engagement


1. Level of Autonomy Provided to the Employees: 
The autonomy means how much the employees are given opportunity to make decision regarding their own tasks. If the employees believe that they get enough space to make and take decision, that may lead the employees more engaged and committed to their roles and responsibilities (Bedarkar and Pandita, 2014). 
2. Relationship with Co-Workers: When the employees have a better relationship with the colleagues that will increase the employee engagement. Strong social relationships with the co-workers make the environment more friendly and they trust each other’s in the organization.
3. Fairness in Recognition and Reward: If the culture of the organization is established in such a way that treats all the employees equally then it will make the employees more engaged to their organization.  Fairness in origination also includes equal feedback and promotion opportunity to all the employees.
4. Feedback Provided by the Management: Feedback can be crucial tools to boost the motivation and level of endearment of the employees (Devi, 2009.0. Feedback regarding their performance, suggestion and advice to improve the efficiency of the employees can make the employee more loyal to the organization. 
5. Leader Availability: This driver includes how approachable, visible, accessible, and readily available its leaders are in an organization. If the leaders are not easily communicable, accessible or available that can decrease the commitment of the employees which will lead unengaged employees (Popli and Rizvi, 2016). 
6. Career Development: It is a mandatory for all the organization to provide a clear career path for all the employees. If the employees don’t find a career path within their organization, then they will focus on another organization that provides proper career path and measurement for career development (Macey, and Schneider, 2008.).
7. Environment of the workplace: Positive and healthy work environment is directly linked to the job engagement. It is seen that, the organizations that provide an employee’s-oriented workplace, the employees of the organization are highly engaged and motivated towards the organization.  The work environment directly influences the productivity and job satisfaction. 
There are some other drivers of employee engagement like: 
i. Shared Values 			v. Leader Integrity
ii. Utilization				vi. Goal Support
iii. Role Clarity				vii. Capacity
iv. Professional Development		viii. Rewards
[bookmark: _Toc90059673]Measuring Employee Engagement:
[image: ] It is not easy to measure employee engagement as it is a psychological factor. But experts have developed some tools and metrics to evaluate and measure the employee engagement. Depending on the conditions, the management can choose one of them to measure the level of engagement of the employees. 
 






Figure: Measuring Employee Engagement

1. Conducting Employees’ Survey: Surveys are the most widely used and most common tools to measure the level of employee engagement. The aim of survey is to get feedback from the employees regarding their feelings and job satisfaction. For a greater participation and honest responses, anonymous survey is more effective than other (Kumar and Pansari, 2015.).  Sometimes many organizations use third party to ensure validity and accuracy in the survey. 
2. One-to-one Interaction: It is an effective way to measure the engagement of the employees by communicating with them in one-to-one system. The management can arrange regular informal one-to-one meeting with the employees to understand the feelings of the employees about their tasks and also about the organization. The employees feel more comfortable to share the information in this way because it is more private, more safe conversation and the management can know in depth feelings from the employees.
3. Conducting Stay and Exit Interviews: In this case, the management arrange formal interviews with the employees to find out what makes them engaged or what factors motivate them to stay within the organization. It is very common arranging an exit interview when an employee wants to leave the organization (Shrotryia and Dhanda, 2019). The reason behind this is to find out why the employee wants to leave the organization. Along with exit interview, conducting stay interview is very much informative for the employers because it gives proper insights regarding the motivating and satisfying factors that make the employees convinced to stay within the organization. 
[image: ]4. eNPS: Employee Net Promoter score (eNPS) is one of the simplest and effective tools for measuring employee’s engagement and level of job satisfaction. It is more effective to measure employee’s commitment and loyalty of the employees for the organization. 
 




Figure: eNPS Measurement Scale

5. Making Small Focus Group: It is almost impossible to arrange regular one-to-one interviews or conducting surveys if the size of the organization is large or if the amount of the employees is larger. In that case focus group can be formed to measure the employee engagement. In focus group, a HR manager can ask 6 to 8 questions to each of the focus groups to understand their feeling regarding the organization and also for their jobs. 
[bookmark: _Toc90059674]Employee Value Proposition: 
Employee Value Proposition (EVP) is known as the balance between two things; the rewards and benefits that an organization promise to offer its employees with a view to achieving top level performance and high commitment from the employees (Browne, 2012).   In other word, Employee Value Proposition is the summation of all activities that an organization does to retain the talent. 
Basically, employee value proposition consists of five things. In this section, an employee value proposition will be developed to ensure high level of job engagement from the employees. 
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Figure: Employee Value Proposition that linked with Employee Engagement
[bookmark: _Toc90059675]Strategies to Increase the level of Employee Engagement: 
Every organization wants to ensure higher level of employee engagement to make the employees more productive and make the organization more profitable in the competitive industry. Experts and researchers have found some ways to develop higher level employee engagement. Here are some of them: 
1. Put Right People for Right Job: It is the basic requirement to ensure that the right people is doing the right job. It means an employee may have good skills and capabilities for a certain type of job. The main duty of the management is to provide the suitable job for that employee (Kular et al, 2014). If the management can do the job successfully, the half of the task is already done. To put the right people in right place, management can do survey, can discuss with the employees to find out the strong zone of the employees. 
2. Communicate with the employees regarding the core values and goals of the organization: If the employees can not understand the main goals and objectives of the organization, then the employees may not be able to match their own goal with the organization. It may make them less engaged within the organization. So, the management has to communicate with the employees to make them understood what really the organization want from the employees (Little and Little, 2015). If the employees can match their own goal with the company’s goal, it will make them more engaged and committed.
3. Giving value of Employees’ Opinion: Employees’ opinion is an asset for the organization. If the organization can interpret the feedback of the employees or if the employees feel that their opinion is valuable to the organization, then they will feel motivated that will rise employee engagement. 
4. Giving Care of Physical and Mental Health: Employees’ mental and physical health need to be considered as an important factor for employee engagement (Saks, 2017). Taking proper strategy to make the employees more productive, then the employees need to be mentally and physically fit.
5. Recognizing Top Performers and Rewarding them: if the top performers are not rewarded or not recognized, then they will be demotivated. A demotivated employee is always less engaged. So, the duty of the management is to appraise the top performers. 
6. Giving them Training and Right Tools: To increase the skills of the employees, training is must. All the employees should provide training in a regular basis to make them more productive. If the employees get regular training, then they will feel that company has a long-term plan to keep him within the organization. It will raise the level of employee engagement. 
[bookmark: _Toc90059676]Conclusion: 
Having engaged employees in an organization is a blessing because it is an asset that makes the organization stronger in the industry. The engaged employees do beyond their duties and responsibilities. But making the employees is an issue for all the organizations. To do so, they have to develop an effective and employees-oriented value proposition by focusing on the attitudes of the employees. If effective and efficient strategies can be formulated, then it is comparatively easier to raise the level of employee engagement. 
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