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[bookmark: _Toc102687254]Introduction 
Employee engagement is a significant driver of the success of an organisation and helps the organisation achieve its objectives. Employee engagement should be increased by the organisations in order to achieve enhanced productivity and efficiency of work. The purpose of this report is to analyse the different dimensions of employee engagement in an organisation. The report includes a description of the concept and drivers of employee engagement, the evaluation of diagnostic tools, employee value proposition and the strategies to develop the level of engagement. The report will be of much utility to entrepreneurs, human resource managers and students of business.    
[bookmark: _Toc102687255]The concept and drivers of employee engagement 
Employee engagement refers to the different levels of enthusiasm and dedication which is related to the employees toward their job. The main concept of employee engagement includes the involvement of the employees with the organization which helps the company towards its success. It can give job satisfaction by including employee morale. The engagement between employees and the organization is more likely to be productive which is associated with the high performance from the employees. According to the research, the particular organization has incorporated the various elements of employee engagement such as leadership, communication, culture, rewards and recognition. The particular organization has given the facility for their employees to work from home. The building of remote workforce engagement has taken the advantage to stay connected through the upgraded technology. The company has tried to keep the positive engagement while employees were working from home by fostering social interaction (Chakraborty and Upadhyay, 2018). According to the report many employees have stated that they were in need of new systems and depending on that the company has taken the step forward to show they care for the employees. However, the organization needs to develop a feedback section which will be helpful for them to review the system. In this process, they can recognize the employee contribution. These facilities of working from home and the upgraded system provided by the organization have helped the employees to work at their own convenience and according to their flexible timing. 
Corporate social responsibility is another element which is related to employee engagement. According to the report they have been able to keep the positive communication. This has helped to make sure the organization has communicated with the employees openly and honestly. According to the job design of the organization, they have tried to maintain employee engagement by maintaining the employee assembly part (Mirror, 2019). The company has incorporated all the new tasks such as planning and inspection within the same department so that the employees who share the same job position will be helpful from this aspect. The quality control system as a part of job design has helped to grow the variety of skills within the employees. The task design and the identification of those areas have developed the motivation for all the employees. The restructuring of the job design due to the pandemic situation has been developed by employee preference and in order to grow this area, the company has tried to supply the right tools. In order to develop employee engagement during work from home, the company has provided training and coaching sessions which inspire them to work more. After the end of the pandemic and work from home culture, the company had taken the step forward to make the organization "Covid-19 safe" (Noble-Jones et al., 2021). They have tried to listen to the specific concerns of all the employees which will serve for better engagement. However, according to the research on particular companies, they should conduct employee engagement surveys frequently.  
[bookmark: _Toc102687256]Evaluation of diagnostic tools 
The organization has incorporated various tools in order to diagnose so that they can measure the engagement of employees within the organization. Among many diagnostic tools such as employee surveys, HR tools, social media, Exit interviews and employee lifecycle the most commonly used one is frequent employee surveys. Based on the report, many organizations have found the frequent employee survey helpful as it is a quick and most effective method in order to measure employee engagement. The particular organization has conducted the survey which has helped employee motivation and also it has provided the advantage by getting the different ideas from employees. On the other hand, the study has shown that two-way communication is important and needs to be incorporated by their particular organization (Ferrari et al., 2018). It helps the engagement of the workforce. In this process, the HR and managers should frequently conduct small and easy questions towards the employees of the organization. The questions should be bounded with the specific ones by which they can get the actual answers from employees. Whereas on the other hand, it can be stated that the HR tools help in measuring employee engagement by collecting feedback which is also associated with employee satisfaction. However, this process holds a negative side as it takes much more time than the others and it needs to store the data by using the performance management software.  
In this particular contact, the frequent employee survey has taken place for the employee measurement by the organization and according to the report, it has helped the management team of the organization to know the employee engagement from different perspectives. It has helped them to understand the temperament of the organization. On the other hand, the organization has also incorporated the Exit interview process by which they have gained the opportunity to focus on the interview questions of three basic metrics which are satisfaction, alignment and future orientation. According to the statement of the organization, the Exit interview has benefited them in getting different points however they need to know the actual cause and different perceptions behind it in order to execute in the proper way (Forsyth et al., 2020). Conducting the interview has helped them by understanding what could have been done differently in order to improve employee engagement. They have also used the measure productivity metrics as the diagnostic tool however it has not helped them to determine the employee engagement in retention rate and productivity metrics.  
[bookmark: _Toc102687257]Employee value proposition 
The benefits offered to the employees by an organisation in lieu of their contributions to the organisation are together known as the employee value proposition. The employer value proposition includes the salary and other perks offered by the organisation to its employees, the culture of the organisation, the opportunities for career growth and advancement and the work environment in the organisation. The level of employee engagement can be increased by enhancing the employee value proposition. The salaries offered to the employees by the organisation need to be satisfactory for the employees in order to increase employee engagement. Adequate salary is a key motivating factor for the employees and the more satisfactory the salary is, the higher will be the level of employee engagement (Das and Dhan, 2022). Further, the organisational culture needs to be made positive and opportunities for incentives need to be increased through the establishment of a culture of fair competition among the employees to increase employee engagement. The culture of the organisation needs to be made positive through sharing of the vision of the organisation among the employees and motivation to achieve the objectives of the organisation through collective efforts. Moreover, the organisation needs to offer ample opportunities for the career advancement of the employees to increase employee engagement (Hussein et al., 2022). The organisation should put in place a plan of promotions which caters to the needs of career advancement of the employees and there should be recognition of outstanding work through adequate financial and non-financial rewards. Moreover, the work environment in the organisation should be conducive for the employees to increase the level of employee engagement. The work environment should be made conducive for the employees by establishing the practice of sharing knowledge and caring for the employees by the leadership of the organisation. Ensuring all these factors will go a long way in increasing employee engagement.                 
[bookmark: _Toc102687258]The strategies to develop the level of engagement
There are several strategies by incorporating the organization to get more advantages of employee engagement within the workplace. Low-lift ideas are one the useful strategies in order to increase employee engagement. The organization should model their core values and emphasize the organization's mission. In this process case the organization can develop the goals within the employees according to their tasks the employees will feel more motivated and engaged and they will get the purpose behind which will inspire them to work more. The core values and mission statement of the organization are the main foundation of company culture which has a wide role in engaging all the employees together (Bader et al., 2019). This strategy particularly holds the importance of understanding the values of employees and the way they positively react. This puts the positive impact on business. The organization should take it as an example of holding every member of the team accountable. In order to develop employee engagement, the company should prioritize feedback as one of the useful strategies. In case the organization can incorporate this particular strategy then it will show the care towards all the employees. The optimal amount of feedback includes the reviews from managers by which they can give direct reports depending on the employees' feedback. The different feedback from the employees will help the organization with employees' specific concerns which influences the level of employee engagement. The different feedback from employees helps the authority to know the gap between them ny based on that feedback they can work which encourages the establishment of employee engagement. The prioritization of the employee feedback can tempt all the processes by implementing the choice of organization. The wide schedule for the feedback can help the process to keep the records of every team in different and frequent touchpoints. 
The organization should incorporate a valuable strategy which includes concentration on engaging management. The managers' level of the organization should focus on the levels of engagement which includes the direct effect on their teams (Barba et al., 2020). In order to manage the management within all the members at the first stage, the organization should gain trust by maintaining ethics and legal issues within the work process. They should show empathy and desired respect towards all kinds of employees who hold different positions. They should collaborate on other ideas which are suitable for employee engagement more often. In this process, it would be helpful for the organization in case they can be able to recognize the performances of all the employees by which the employees feel valuable to their workplace. Providing all the employees with literal tools for success is the useful one for concentrating on employee engagement. The strategy of prioritizing physical and mental health will be a useful one for employee engagement (Leroy et al., 2018). In order to develop this idea or strategy, the organization should enhance the care for their employees so that for the work purpose no one should suffer from mental and physical health. They should incorporate an advantage for the disabled ones to give more priority to those employees. For example, in case any employee goes through mental health issues then they should provide proper leave and advantage to work from home. The HR manager should ask about their recovery and the medication process so that the employee feels more engaged when the organization takes care of them. On the other hand for physical injury, the authority should provide the proper leave and they should provide the facility of health funding. This process will grow the encouragement to stay connected with the organization. It is easy for them when the organization makes an effort to enhance their overall well-being.     
[bookmark: _Toc102687259]Conclusion 
From the above discussion, it may be inferred that the level of employee engagement needs to be increased in an organisation to achieve higher growth and attain the goals of the organisation. The level of employee engagement in the organisation may be increased by enhancing the employee value proposition. The work environment and the culture of the organisation should be made positive and more giving to increase employee engagement in the organisation. The leadership of the organisation should care for the welfare of the employees and motivate them efficiently to increase the level of employee engagement in the organisation.  
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