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[bookmark: _Toc102392408]Introduction
Employee engagement is a part of human resource management that focuses on ensuring that the employees of an organisation can effectively engage with the business operations and increase the overall performance of the organisation in the industry. This particular report will focus on the development of an understanding of the different aspects of employee engagement by critically evaluating the drivers of employee engagement and the tools to measure the engagement of the employees within an organisation. In addition to this, an employee value proposition will be developed on the basis of the measures that have been taken by the organisation to make the workplace covid-19 safe. 
[bookmark: _Toc102392409]Concept of employee engagement
Employee engagement can be critically defined as the level of dedication and the willingness of the employees to work harder for the organisation and engage themselves with the operation so as to achieve the strategic goals of the business. The concept of employee engagement is considered to be one of the most important aspects of the organisations in the contemporary world of businesses because, in order to have an optimum efficiency of the organisation and a competitive advantage in the market, it is important to ensure that the employees can engage with the business operations of the organisation to achieve the strategic goals of the business from time to time (Sun and Bunchapattanasakda, 2019). The concept of employee engagement is critically related to job satisfaction, employee morale and the success of the organisations as a whole. The productivity and the efficiency of the performance of the employees critically increase when they are engaged more with the business operations of the organisations and organisations have the opportunity to increase the employee engagement with the help of different methods such as reward systems, communication systems and career advancement opportunities. 
[bookmark: _Toc102392410]Drivers of employee engagement
Since employee engagement is considered to be an important part of an organisation, numerous studies have focused on analysing different drivers of employee engagement. The following are some of the major drivers of employee engagement that are present in the contemporary business environment: 
Career growth: 
It has been observed that the engagement level of the employees significantly increases in an organisation that provides the individuals with growth in their careers (Motyka, 2018). When individuals obtain the knowledge that there can be different opportunities for personal as well as professional growth in the organisation, they are more interested in engaging effectively with the business operations to utilize the opportunities for growth that are present for them within the company. 
Meaningful work: 
Employees are more interested in working effectively and efficiently in an organisation where the work that is assigned to them is meaningful and can provide them with knowledge or growth in the long run. Usually, it is observed that when an organisation does not provide meaningful work to the employees, the working aspects become monotonous for the employees which eventually reduces the level of engagement within the organization (Saks, 2019). 
Leadership:
The leadership of an organisation is considered to be one of the major drivers of employee engagement because the leader of the role is to motivate and bring the members of the team together to conduct the business operations. The implementation of the right leadership skills and techniques critically helps an organisation in making sure that the employees are engaged with each other more efficiently to develop a collaboration. 
Recognition: 
It is one of the most important parts of employee management and can significantly drive the engagement of the employees within the organisation because it focuses on recognising the employees for their hard work which helps the organisation in achieving strategic goals and success (Chanana, 2021). When an employee observes that the management of the organisation in which they are working is recognising the hard work in front of every other individual, it increases the motivation to engage more in order to achieve better recognition within the organisation. 
Belongingness: 
The factor of belongingness is a very important role in the development of employee engagement because when an organisation starts to focus on the aspects that can help in developing better working conditions for the employees, it makes the employees feel belong to the organisation. Due to this particular factor, the employees feel that they are a part of the organisation and hence they consider it to be an important responsibility to engage more efficiently with the business operations and ensure maximum success for the operations of the organisation. 
Rewards:
This particular factor is related to recognition and it has been observed that it can critically increase employee motivation and engagement within a company. It is critically related to the transactional leadership Theory in which the employees are provided with financial or non-financial rewards in return for the hard work and the achievements they make within the organization (Men et al., 2020). This increases the motivation and makes the employees focus more on engaging with the business to achieve better rewards in future. 
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In order to understand the way in which employee engagement is helping an organisation to gain success, it is necessary to measure the engagement level of the employees within the organisation. The following are some of the major tools that are present for the organisations to use in order to measure the employee engagement effectively: 
Employee survey: 
It is one of the most effective ways in which the level of engagement of the employees can be measured by understanding and considering the feedback from the employees regarding their feelings and attitudes. In most organisations, it has been observed that the employee surveys that are conducted by the organisations are considered anonymously so as to make sure that biases are not present while evaluating the results of the survey (Sendawula et al., 2018). It can critically provide an understanding of the overall situation in which the organization is operating and the level of satisfaction that the business operations can provide to the employees. The analysis of employee satisfaction can critically help in evaluating the level of engagement of the employees within the company. 
HR tools: 
In the modern and contemporary business environment, the HR tools have taken over the survey method because of the major limitation that is present in the employee survey. The limitation that is present in the employee survey is that it does not provide holistic and real-time feedback to the employees because they are conducted once a twice a year. The HR tools, on the other hand, are efficient software that can provide real-time data and feedback on the employee's satisfaction as well as the engagement level of the employees (Albrecht et al., 2018). One of the major HR tools is the performance management software which focuses on using different types of key performance indicators in order to identify the level of performance that employees are having within an organisation with which it is possible to analyse the engagement level of the employees within the company. 
Social media:
There are different features that are present in modern social media platforms that can help organisations in obtaining and measuring the level of employee engagement within the company. For example, the social media platforms include glass door ratings and reviews with which the sentiments of the employees can be effectively measured by the management of the organisations (Young et al., 2018). There are different features of internal social media networks such as the intranet of the organisation where different ideas can be posted by the employees and conversations can be developed among different employees regarding the business operations that can engage them mode within the business. 
Exit interviews: 
These are the interviews that are conducted for the employees who are willing to depart from the organisation. These interviews usually focus on understanding the reasons behind the employees wanting to resign from the job that they are currently doing within the organization (Saks, 2021). It can effectively provide the management with the knowledge of the level of employee engagement that is present within the organisation and the factors that are resulting in employed this satisfaction which eventually makes the employees leave the organisation. 
[bookmark: _Toc102392412]Employee value proposition
The following is the employee value proposition that includes different strategies to raise the level of engagement within the organisation. 
Compensation and benefits:
The company will provide a high level of compensation to the employees and also include different types of benefits in return for the achievements that the employees make within the organisation. 
Developing work flexibility: 
The organisation will focus on the development of better work flexibility for the employees working in the organisation to ensure better satisfaction in relation to the jobs. It will also ensure that the flexibility is developed in such a way that the employees have the opportunity to work in different areas which can eventually engage the employees within the operations of the organisation more efficiently (Shrotryia and Dhanda, 2019). 
Career development opportunities:
The value proposition of the employees for the organisation will include the strategy of providing career development opportunities that will focus on providing different opportunities for growth. The management will focus on developing different trading programs with which the employees will be able to develop their skills and achieve better personal as well as professional growth within the organisation. 
Development of a positive working culture: 
One of the major strategies that will be focused on by the organisation in the employee value proposition that will help in enhancing employee engagement is the development of a working culture that does not include any biases. The primary focus of the organisation with this particular strategy of the value proposition will be to make sure that equal opportunities are provided to every employee within the organisation without any type of discrimination and thereby increasing the motivation of the employees to engage more in achieving benefits within the organisation. 
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Figure 1: Employee value proposition 
(Source: As created by the author)
In addition to the above-mentioned techniques and strategies that must be followed by the organisation in order to engage the employees more efficiently, the following are some of the other strategies that the organisation must focus on in order to enhance the level of engagement of the employees:
Development of an effective reward system: 
It is recommended to the organisation to focus on utilising an effective reward system that can provide the employees with financial as well as non-financial rewards in return for the hard work that day provides for the development of the organization (Ismail et al., 2019). According to the majority of the study, it is considered to be the most important factor that can help in enhancing the motivation level as well as the engagement level of the employees within any particular organization. 
Implementation of the right leadership style: 
The leadership style that is being implemented by the organisation can have a significant influence on the level of engagement of the employees within the company (Lee et al., 2020). The company must critically focus on understanding the way in which operations are conducted and the factors that influence the satisfaction of the employees within the organisation to implement the most appropriate leadership style that can help in motivating them and engaging them efficiently within the organisation to enhance the collaboration. 
[bookmark: _Toc102392413]Conclusion
Employee engagement can therefore be stated as an important part of an organisation which helps in the overall development of the company in the short as well as in the long run. It is important for every organisation to implement different strategies and activities that can help in enhancing employee engagement because it is directly related to the overall performance of the organisation and the level with which the organisation focuses on achieving competitive advantage. There are different drivers of employee engagement that are present within an organisation and a company or management must focus on utilising these drivers to make sure that the performance level of the employees within the organisation is at the maximum level. It can also be concluded that the tools that are present in measuring employee engagement are effective in the contemporary environment of Business and must be critically use these tools in order to develop better efficiency within the employee base. 
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