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[bookmark: _Toc80615265]Introduction 
Managing people is considered one of the primary responsibilities of an HRM. Business organizations incorporate several Strategies and policies for improvising the working standard of employees and also keeping them motivated. Good communication skill is considered one of the primary objectives for running a business successfully and also improvising the work standard. The study provides comprehensive elaboration about the processes that are incorporated in context to employee engagement. The tools that are used by business organizations for measuring employee engagement. The study also illustrates the theoretical perspective in context to employee engagement. At last, the study provides comprehensive elaboration about employee value proposals and strategies that are incorporated by managers for raising employee engagement. 
[bookmark: _Toc80615266]Driver and Concept of Employees Engagement
Employee engagement is taken as a process by which business organizations can easily improve their working standard and also make the goal. Good communication skill is considered one of the primary objectives by which HRM or manager of the business organization can motivate their employees to complete the task in a given period. On the other hand, it is also identified that trust and integrity is the main requirement and communication plays a vital role for improvising those. There are several strategies of employee engagement:
· Motivating the employees according to the nature of the job.
· Learning the employee performance as per their current skill and knowledge (Ahmed et al., 2020).
· Providing career growth opportunities to Employees. 
· Pride about the company and how much self-esteem do the employees are doing towards the organization.
· Using decision-making skills for resolving workplace conflict.
In the current business environment, it is identified that conflict is one of the major problems that is raised by employees in the working environment and HRM is responsible for designing the job for restructuring the rules as per the organizational framework. The growing conflict can result in lowering the business turnover and impact the engagement of employees. On the other hand, it is also identified that employees are facing several issues regarding workplace development. Managers are responsible for providing effective training to their employees and also create vision. The managers are also responsible for building a working relationship between the employees and it is also considered as the main key driver (Lesener et al., 2020). Team members having mutual respect with one another can build a positive relationship in the working environment.
Effective Key driver for employee’s engagement:
· Autonomy is considered the main key driver. It is considered best for building trust between employees in the working environment. Managers are responsible for giving freedom of flexibility to their employees and also work as per the given deadline.
· Capacity is also considered one of the primary objectives of every employee as an HR and manager of the business organization required to understand their capability. Allocating targets by understanding the ability to remain motivated and complete the task without facing any marginal barrier. It will also help the employees easily accessing and quickly completing the given target (Nyadzayo et al, 2020).
· Fairness is also considered one of the major key drivers which reply to one's behavioural perspective. Leaders need to improve working standards and build relationships with fair judgment. Fair judgment will help in improving the positive outcome between employees and also gain trust toward the organizational hierarchy.
· Feedback is considered one of the adequate ways for improving a working standard of an employee. Managers can easily implement constructive feedback for improvising the engagement of employees and also strengthening their relationships. Feedback also helped employees to understand their working care which can be improved with effective training.
[bookmark: _Toc80615267]Diagnostic tool for measuring employees Engagement
Employees Survey: Survey is considered one of the commonly used tools by managers for getting feedback on employees' attitude and feelings. Using third party administrators like surveymonkey can help in increasing employees' comfort in knowing their opinion regarding business growth. The managers are also responsible for improvising workforce engagement by asking several questions to their employees. The question that is asked to the Employees is completely based upon personal and professional competencies. It provides comprehensive elaboration about the work environment and how managers can motivate employees for improvising a good work-life balance (Bulinska and Iddagoda, 2020). 
HR Software: HR software is incorporated by managers for understanding the working progress of employees and also providing holistic feedback. The feedback is provided by the HRM after gathering detailed knowledge from the employees regarding their working perception. The HR software includes a 360-degree feedback tool by which they can easily understand the working progress of employees. On the other hand, the survey results are used for improving the learning standard of employees and also keeping them motivated to all the determined tasks. Thus, 360-degree feedback helps in improving the working standard of employees and also keeping them motivated towards the desired goal.
Social Media: The rise of social media is also considered one of the powerful tools which are used by managers. Managers can easily hire talent from Glassdoor or LinkedIn as per organizational requirements. Social media is also considered one of the important concepts from which employees' perceptions can be easily identified and how they are feeling after working for a specific business organization. Internal social media helps employees to post about the current working experience from their manager and can easily identify the positivity and negativity of the work environment (Fronzetti et al., 2020). Social media is an important tool for hiring talent incorporating them for the business organization.
Exit Interview: Asking the right question with a well-designed engagement survey is important for every business organization. On the other hand, asking tough questions to employees regarding work performance can be difficult. Every employee needs to understand the current working standard and provide valuable feedback. Many experts have identified that an exit interview during the final week of the job is possible, and it helped employees to improve their working progress. The exit interview also helps managers to understand the issues that are faced by the employees in the working environment. implementation of necessary strategy can help the business organization to grow without facing any market challenges. 
Taking Advantage of Employees Life Cycle: Employee life cycle refers to several phases which are followed by employees during the tenure that begin from recruiting to acquisition. The life cycle of an employee is based upon training and development provided by managers for improving their performance and also retaining them with appraisal and bonuses. The different ages of employee experience can be connected with employee feedback and are also important for building employee engagement programs and reinforcing the value proportion. It is also considered the significant way by which the organization can improve its value proportion in context to the brand culture (Chahal et al., 2020).

Fig: Diagnostic Tool for Employees Engagement
(Source: Self-Created)
[bookmark: _Toc80615268]Theoretical Perspective in context to employee engagement
For engaging employees, it is necessary to understand the process of progress that is incorporated by the manager and how they are following it. It is identified that employee engagement is based upon Maslow's hierarchy of needs and managers are responsible for incorporating these appropriately. At first, it is necessary to understand the self-actualization process where the engagement relies on. It is considered one of the basic objectives where employees should be benefited with dignity, trust, respect, etc. 
On the other hand, employee engagement is based upon publication which should be maintained by managers properly. It is considered one of the functional ways by which business organizations can improve the motivation of employees. Belonging is considered one of the primary objectives and leaves should be given to employees, where they can spend quality time with family members. On the other hand, the business organization is also responsible for maintaining the security standard (Itani et al., 2020). It is also considered the primary objective by which an employee can easily improve their learning standard and gain adequate knowledge about the organization in context to the retention policy. The managers are also responsible for improving the working standard of employees and keeping them engaged in the work. 
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Fig: Employee Engagement through Maslow Hierarchy Needs
(Source: Itani et al., 2020)
Employee Commitment:
Employee commitment is another theory that has a certain similarity to employee engagement. The commitment focuses upon the compulsion of employees and how they are creating a good working environment. Employee engagement is for creating a situation where employees can develop a strong desire to work for the business organization. Engagement is a more emotional choice that aims for harnessing the positive motivation of employees. It is considered as an idea by which business organizations strive for a great condition where employees can feel motivated. On the other hand, it can be also considered one of the significant ways they can easily improve the quality, cost, customer service, and safety standards (Ilyas et al., 2020). The importance of corporate culture is based upon the engagement of employees and it is one of the effective ways for managing employees. On the other hand, a leader needs to recognize the corporate culture and take the necessary steps. Before becoming a good leader, it is considered the main priority for changing the corporate culture and aligning strategic goals for keeping the employees engaged. 
[bookmark: _Toc80615269]Employees Value proportion and strategies for rising employee’s engagement
Employees' value proportion is defined as a set of nonmonetary and monetary benefits provided by the business organization to their employees. The employee value proposition is provided to the employees in return for the capability, skills, and experience that brought and contributed to the organization. The modern definition of employee value proposition is considered as a process by which the business organization is incorporating talented employees for gaining a specific outcome (Peng et al., 2020). Employer branding is critical for every organization and it helps in attracting top talent. The recruitment procedures are incorporated by HRM and they are responsible for hiring the right talent as per the requirement. The managers are also responsible for incorporating several steps which will be highlighted to employees in the working environment. 
The employee value proposition portraits how the labour market and the employees perceive are incorporated by managers. Wrong attributes can improve or increase the computer rate and also result in facing trouble. On the other hand, developing a strong employee value perception can attract significant talent and also increase employee engagement. For example, the business organization can reduce the competition by 50% and also is 50% cheaper in the labour market when the candidate view is up to the mark (Vercic, 2021). On the other hand, employee engagement decreases the annual employee turnover and it is identified that the UK market has lowered by 70% and the hiring committee has nearly increased by 30%. 
For keeping the employees engaged there are five different key elements of employee value proposition and those are illustrated below:
· Compensation is considered one of the fair progressive ways by which a business organization can improve the working standard of employees. 
· Providing a good work-life balance and building trust with employees can keep employees motivated.
· Stability is considered one of the primary objectives of a business organization required to provide a working environment.
· Location is also considered one of the main requirements for employees and it can be beneficial for increasing awareness towards the work (Boukis and Kabadayi, 2020).
· Respect is also one of the main requirements for every individual and providing fair respect can keep the employees motivated.
[bookmark: _Toc80615270]Conclusion
The study provides comprehensive elaboration about the engagement of employees and how they can be beneficial for a specific business organization. basement help in understanding the concept and driver of employee engagement and how they are providing comprehensive benefit in context to business organization. The diagnostic tools are incorporated in the study which provides elaboration about the process that progress that is incorporated by managers for retaining their employees. Maslow's hierarchy of needs is incorporated as theoretical support for improvising study outcomes. It also helps in understanding the processes that are incorporated by business organizations and how they are using them effectively. At last, the study provides comprehensive elaboration about employee value propositions in the strategies that are incorporated for a rising employee engagement. 
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