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 Human resource planning can be an important source of competitiveness of the organisation. Organisational objectives ( internal factor) is needed and with different human resource activities the organisation will be ready to answer to the external environment ( the external factor).  The private and public industrial sector facing change which is focused on making organisations more flexible in management system, strategies, policies. More focus on current managements, more strategic approaches towards human resource planning is a complex employee matters. Human resource planning can contribute in achieving competitive advantage and organisation strategic goals.  Big costs of the business like salaries  and administrative costs can be controlled. Human resource planning focuses on selecting the employee for the organisation not only to fit the job, also to fit the culture of the organisation. ( Bowen et al., 1991). 
     This approach is for hiring accurate people with accurate skills in the right place and accurate time. The human resource activities as staffing, training, development, performance management, feedback and compensations must be directed towards goals and mission of the business. 
    Human resource planning is important to identify the future needs and availability of human resource with the skill required for the company. Human resource planning procedures affecting the accomplishment of organisational objectives are employee motivation, loyalty, commitment, satisfaction, productivity.   
 
 Talent minded organizations believe that high performing engaged employees are essential to business success, and is useful to invest in employee engagement programs and performance management.
(Harvard business review analytic service research) 
    Employee concept is the level of enthusiasm and dedication the workers feel for their job. Employees who feel connected to their organisation give better results, work harder, and motivates others for the same.  Employee engagement affects the profitability, revenue, customer experience, employee turnover and many more. Also a research shows  that 92% of business CEO’s believe that engaged employees perform better, and boosting the success of the team and future of the business. Employee engagement basically is the  employees mental and emotional connection to the work, the team, the organisation. Employees could be highly engaged ( the best for the business), moderately engaged, barely engaged, disengaged ( negative and undisciplined ).
    Highly engaged employees have very positive and favourable opinions of their work. When employees love their job, are connected to the team, feel positive about the organisation, they will want to stay longer and work hard to help the organisation to succeed. 
    Moderately engaged employees won’t ask for more responsibilities, something  hold them back.
     Barely engaged employees feel indifferent toward their job, they lack motivation, they just do the minimum needed.
     Disengaged employees think negative about their place of work, they lack commitment and responsibilities. 

Employee engagement is not to be confused with happiness, satisfaction, wellbeing, is more deeper and long term connection to the company.  When employees are engaged they want 
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to go above the basic requirements of the job. their productivity is higher and don’t have a reason to look for work somewhere else, because they know they will be recognised for their contribution, they see opportunities for personal growth and development.
    Drivers of employee engagement are :  the job allows employee to utilize their strengths,  they believe the organisation will be successful in the future, find the job interesting and challenging, the leaders of the organisation value people as their most important resource, their opinions are important at work. Employees want their job to be challenging, they want to own tasks that use their strengths and to have opportunity to develop in their roles.
 One  important aspect for engagement is the relationship between the leader and team. Employees want to work for leaders and teams that put people firs, value employee contributions. 
    Is the managers job to interact with employees, to create an environment where individuals can truly be engaged, managers have to build good relationships with employees , to collect the employee feedbacks and suggestions, recognize and celebrate performances, give performance feedback and help employees to develop and grow.  


       HR is who controls and owns the employee engagement initiatives and making sure everything runs smoothly. HR select the right employee engagement partner, implement tools and processes, support and develop managers, manage day to day needs and happenings related to engagement efforts.
   To measure employee engagement is important for the improvement of their engagement.  
Surveys are good ways to understand and find out what should be changed for better engagement and results.  Employee surveys help to understand what is happening in the organization. Surveys encourage employees to voice their  thoughts and feelings about work.
   There is different ways to measure engagement: with employee engagement surveys, the surveys help understand engagement at the organisational level, these includes questions that is measuring employee engagement as it been proven. Other ways are Pulse surveys, these helps organisations to get real time feedback on any topic any time, this is used and important during transition and changes. Other ways are the employee lifecycle surveys what is allowing to collect feedback from employees at the key moments in their possession at their organization, for example new hires opinions and what they think about onboarding process, 30,60,180 day marks, this is useful for the future hires.   Also is for understanding of what could make them to leave, what needs to be done to prevent, and how would affect some employees leave the others. 
   Managers play a critical role in measuring engagement, they should do one to one meetings, feedback recognition to understand individual engagement.

     Since pandemic started and now at post pandemic era where employees are still working remotely or from home, topic engagement is in centre stage. Companies with highly engaged employees make higher profit and are more productive, then others.
 Engagement level changes from time to time, employee recognition is very important, because employees would work harder if they are appreciated. Also the recognition rewards  are a tool  and are good way to identify engaged employee.  Another tool to identify engagement is the employee surveys, it helps measuring engagement and motivation  of employees.  These surveys helps HR, managers and also the organization to know how engaged are the employees and the organization’s nature. These surveys usually ask about satisfaction, future, alignment. Another good tool is the HR and  managers one to one meetings with the employees, where they can share what they want and informations. 
Very important for the HR  to know the reason if someone wants to leave the organization, exit interviews are good to know which areas to improve. These interviews contain questions 
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about what they like about the job, what make a good day of work, relationship with the manager, what dislike about the job,  what would change about the job, why to stay, and 
leave the organisation. For a very large organization is hard to make one to one meetings,  so they will do group meetings. Where they can find out if the employees fell that their work is important and if they have everything they need  to do their job.
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  Employees want to work for organizations that have a good leader, who value the employees and the team, also shows integrity and for an organization that have strategy built for success. They want to contribute to that success and they want to be part of winning teams and organizations, with employers that inspire and support them inside and also outside of work.   Employee value proposition is the value a company offers for the value  the employees bring to the company.  The benefits and rewards the company offers to the employees for their commitment, skills, capabilities.
Employee value proposition is important to boost engagement and to make sure employees provided everything they need to give their best.  Company culture, values, recognition, support system all are included in value proposition. This all will show to the employees the reason they want to work for the company, strong employer brand, essence of the company, what make unique the company. 
Organizations that use employee value propositions effectively are proved to have high employee engagement, also better financial performance, increase new hire commitment.
    The company highest performer employees are good source of ideas, what motivates them, what they value at the company. Candidates that didn’t accept the  job offer of the company can provide information about what influenced their decision, what areas could the company improve. Exit interview are also important to find out why employees started to look for other job. Surveys to find out what people think about the company. 
   Employees always values financial rewards like salary bonuses, vouchers, gift cards. Benefits like discounted gym, employee assistance program. Career development as  training, mentoring. Employee value proposition should include an attention on work environment, flexible working hours, work life balance, team building, recognition, paid time off. All the employee value proposition should be dedicated to different roles and levels, new employees maybe cares more about development opportunities.
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 Annual engagement surveys are really helpful to get feedback on what is good and working and what needs changes.
A valuable employee value proposition is in use of attracting ideal candidates, retain employees and improve engagement. 
   Building an attractive employee value proposition take time end hard work. Need to understand the candidates and employees motivations. Then a good tailored employee value proposition is also in need. To keep the business viable is important complex and hard work, keep employees engaged, let them use data to find out consumer needs, keep the feedback coming, evolve with the market.
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