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CONCEPT, DRIVERS, TOOLS AND STRATEGY OF EMPLOYEE ENGAGEMENT




EXECUTIVE SUMMARY


This report is presenting the meaning and importance of employee engagement. It is defining the main drivers of employee engagement, the most popular measurement engagement tools and strategies, which organisations use and implement in their organisational culture. Papers, articles and website are used to support as evidence the definition and significant role of employee engagement in the business. People engagement is evolved in the recent past years, become vital part of companies, developing the communication and connection of employers with employees with the help of the latest technology innovations.





INTRODUCTION OF EMPLOYEE ENGAGEMENT



Employees in every organisation are valued assets and closely related to the level of performance of the companies. Therefore, it is very important for employers to measure and define the employee’s engagement to their company. The employee engagement describes the level of dedication of workers, their enjoyment and job satisfaction. Organisations are more likely to create good level of engagement with their workers in order to secure the company’s success. The higher productivity of each employee may rise company’s performance (Smith, 2020). 
The concept of employee engagement may be an act of the companies to create an indestructible connection between them and employees, to ensure the positive attitude of workers to employers, the personal involvement in the organisation of the employees and their physical and psychological well-being. Employee engagement may be referred to the employee’s motivation, passion and commitment to the employers and shows employee’s satisfaction of achieved organisational goals. An engaged employee knows its job role, its loyal and passionate, has high level of productivity and its emotionally connected to its organisation (Gupta et.al., 2019).
The employee engagement can bring many benefits to the company and is used as a tool to organise the human capital in order and have success. The engaged employee is powerful, brings energy into organisation and contribute for the good outcome of the firm. Also, the engaged employee contributes for the lower absenteeism in the company. The disengaged workers bring negativism in the company, those people are performing their job without willing, creativity or passion. Very often the disengaged employees demoralize the engaged workers. Those people never show passion at work and they have no connection with the organization and co-workers. Disengaged employees are influencing negative the performance of the organisation and are not involved in the values and purpose of it. Those workers are unhappy in their job and they feel constantly underestimated because they cannot create bond with their superiors and team (Pandita, 2019).
The organisations must build strong two-way connection with their employees and ensure and develop good engagement practices in their business. Every employer must consider that the engaged employee will contribute for the company’s profit and performance while is appreciated and respected and motivated to make more efforts for the success of the company (Pandita, 2019). In order to engage its employees, companies must consider the drivers of engagement employment and all factors, which may influence, change and define the workers engagement.







DRIVERS OF EMPLOYEE ENGAGEMENT


There are many external and internal factors which may influence the employers and employees. In recent years, the employee engagement plays major role in the success of the organisations and therefore, the companies are putting efforts to build strong connection with their employees. Factors like Brexit, economical crisis and COVID-19 pandemic are considered as a threat to all businesses, causing uncertainty to employees’ roles, employment and future in the workplace. The employers create awareness of that, and companies are more involved in the well being of its workers (Ward, 2018). 
There are some drivers in employee engagement to be considered in order to build the right team and succeed on the business field. Main drivers can be leadership, team support, management, autonomy, integrity, employees voice etc.
Leadership is important part of employee engagement. Every organisation should have engaged leaders, who will be able to make bond with the rest of staff, bring in positive attitude, energy and be a good example for the rest of the workers. An engaged manager is more likely to create a good team and motivated staff, who will be involved in the success of the company and will be willing to contribute for achieving the set goals. Other aspect of leadership as a driver is the support and care of the employees which leads to positive and pleasant work atmosphere and engaged workers. Many managers achieve the bond with their staff and if they change department or location workplace in the company, some of the workers may go with them. This is proof of the respectful and loyal connection between engaged workers. A good leader should be able to engage staff quickly with trust, loyalty, talent and self-engagement (Pandita, 2019).
Connection and communication are also vital part of employee’s engagement. Workers must identify with the company, being part of its purpose, values and goals. The pandemic, for an example, put people working at home, seeing their colleagues only online, communicating through Zoom or Microsoft Teams, which may weaken their identification with the firm, or make them insecure about their future positions in the company. People on furlough may feel disconnected from their roles in the company, may get stressed of going back to workplace or stressed that they may lose their job. In situation like this, leaders must keep in touch via calls or emails, in order to encourage, relax and motivate employees, ensuring that they will stay safe and engaged to the organisation. The communication must be frequently and effective between senior levels and employees. Every errors and misunderstanding may lead to failure of the firm and may disrupt other engagement drivers (Matthews, 2020).
Importance in employee engagement have the work environment, where employees must identify with the culture of the organisation, right set job role, where employee may link with the goals, achieve the set tasks and contribute for the company’s wealth, and integrity, where there is bond between workers and employers, mutual respect and clear organisational values (Ward, 2018).
Recognition, giving opportunity for growth, benefits and learning and training programmes are other important drivers. Skill and knowledge development of employees is vital for the organisation growth and maintain relevance in changing business environment. Minor recognition like face-to-face talk, wall recognition etc may motivate and encourage workers. If the company is not able to provide bonuses or increasing salaries still can use other techniques to acknowledge the progress of its employees, offering them more freedom and flexibility (Pandita, 2019). Employee’s voice in the organisation also matters. Giving opportunity to the engaged workers to speak out and present their vision and ideas, secure the respect and involvement into the organisation. This may be done through daily meetings, reports or newsletters. It is important to value every individual in the company and show how significant his role it is for the organisation. Employee should not be aligned only with company’s values but should be recognized for its contribution to the team and firm (Ward, 2018).
Drivers of engagement must be carefully studied and aligned with human resources departments of organisations. Using them, employers must be able to engage the staff, supporting them, develop their skills, recognise their improvements and create link between company’s and employees’ performances.





ENGAGEMENT MEASURMENT TOOLS AND STRATEGIES FOR IMPROVING EMPLOYEE ENGAGEMENT


Employee engagement measurement is needed to be perform, in order to see why the company is successful or not throughout the engagement of workers. Using measurement tools, employers find out what the employees think about the company and where there is need of improvement. Measuring employee engagement helps to organisation to understand and valuate their effectiveness of their strategy. Putting effort and resources in measuring engagement, the company shows its respect and valuation of its employees (Heinz, 2019). The advantages of measuring employee engagement are the help to identify and understand issues and weak areas, to identify the trust and bond between employees and employers, to bring clear feedback of performance and to reveal where the company stands now and what needs to be changed or improved (Brown, 2020). Before the start of measuring people’s engagement in the firm, all managers and senior positions staff must be aware of the tools and way, the firm will use. They must be prepared for the later period, when all the results will come up and clarify the effectiveness of company’s strategy and ready to take responsibility to make improvements. Employers must be transparent before their actions so everyone will be aware of the happening. In that way workers will provide honest and meaningful feedback (Heinz, 2019).
Most popular tools for measuring employee’s engagement are surveys, culture assessments, feedback tools, employee meetings and discussions and exit interviews. They all have the purpose to measure and identify the employee performance, their relation and involvement with the company and to detect and improve problem areas (West, 2016). The surveys are often used tool among companies and is create as a poll with different and important questions for the organisation, with which must identify the commitment of employees to the job. Depend on the size of the firm, there might be private or group discussions about all matters in the company. The idea of it is to expose employees’ opinions, challenges, success, issues and ideas for improving company’s performance. Exit interviews may give opportunity to employers to receive honest feedback about the workplace from already leaving employee, although employers stay focus on the current employees, this method is still in use. Stay interviews are used as well, in which employers will know the reasons why long-term employees are still in the company (Heinz, 2019). 
Other popular tool in the past few years is the usage of software platforms, in which organisations can track employees’ feedback and surveys. The platform contains different question related to co-workers’ relationships, job satisfaction, recognition and many others. There are many and different platforms which help to the managers to create and develop their action plan for better performance, employee’s understanding, solving problems and establish improved organisational culture in the company. These platforms give chance to employers to understand better how the workers are feeling, if they are committed and for what they have concerns at the workplace (West, 2016). Online usage of surveys and platforms increase and develop new ways of tracking employee engagement. Except the popular platforms, there is devices and apps created, which use the collected data from employees and customers and measure performance, productivity and development of the organisation. These new devices may provide analytical and reporting tools, can measure the workforce’s mood, can present the most effective initiatives etc. The new technology now helps to managers and human resources department to collect information for employees and use it in their action plans for business wealth and success (Beagrie, 2015).
After identifying drivers of employee engagement and set the measuring tools for it, the company must create their best strategy of improving employee’s engagement. HR department and managers must create and follow the company’s mission and vision and implemented in their work with employees. The clarification of set goals and HR policies will help workers to connect with the organisation. Company must observe the management team and make sure that the staff is supported and empowered. Putting effort in developing opportunities, trust and autonomy to the staff will lead to their participating in business (Newbery, 2019). Employers must include recognition and reward programmes, which may attract new employees and current workers. Highlighting unique skills, providing trainings and personal development increase the chance of engaging workers. Providing good management and leadership training for engaging people is also part of good employee engagement strategy. Organisations may organise program for working abroad and giving new chances to its employees. Many people now are willing to change their location in order to be promoted. Using technology and surveys, the company may improve the communication and connection with its employees (Lawton, 2018).
Considering the employee’s voice driver, company must include the good listening in the strategy and show to its employees that their voice matter, to make changes if it is necessary after the survey and to prove that actions have been taking after the exposed issues. For that purpose, management team may create notice boards, used for solved problems, new ideas and recognition board. Using the feedback in the right way, the company will manage to engage its workers. The strategy includes the well-being of the employees, preferences and training sessions. The care for employees will ensure their commitment to the organisation and will impact on company’s success (Andriotis, 2016). Engaging people require investment in employees, creating good work-life balance and work environment, encourage initiatives, recognise achievements and build strong and good organisational culture (Collier, 2018).










CONCLUSION 

HR department and management team must work together and show commitment and loyalty to the company in order to bring a successful employee engagement platform. Creating and applying unique and efficient engagement strategy will bring organisational success, will bring happy and productive employees, highly connected with the organisation and may produce highly skilled leaders. Engaged employees are more efficient and successful at workplace, competitive, satisfied with job role and ready to push themselves into the limit for the prosperity and success of the company.
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