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Employee engagement is defined as an employee's passion and energy for customer service, which stems from their desire and capacity to offer persistent discretionary effort to help their company thrive, according to Kwon and Kim (2020). It is defined by workers' dedication to a business, their belief in what it stands for, and their willingness to go above and beyond to provide exceptional customer service. Therefore, it's all the more a mental as opposed to an actual arrangement. Workers that are occupied with their work discover motivation in it. Besides, they are client engaged and worried about the organization's future, and they will work determinedly to achieve the organization's general objectives and goals. Employee engagement is decided, in the end, by how positively an employee views and feels about the organisation, as well as how proactive they are in attaining corporate goals for colleagues, customers, and other stakeholders. In essence, it refers to how well people carry out their responsibilities in a constructive and proactive manner.
[bookmark: _Toc78652942]Concept and drivers of employee engagement
Due to the growing influence of both consumers and workers throughout the world, employee engagement is becoming increasingly important within organizations. Customers now have a far broader option of where to conduct business as a consequence of increased competition and technical development in the global business environment. While customers have greater discretionary power than ever before, modern society places a greater importance on the value of time rather than the value of money. In light of this, strong levels of employee engagement not only encourage talent retention, but also create customer loyalty and improve organizational performance, all of which contribute to increased shareholder value. (Ewing et al,.2020) As a result, employee engagement is crucial to a company's success.
We can give individuals pioneers a precise information on their organizations' qualities and weaknesses at any second by using this method to survey engagement. The information may then be utilized by administration to recognize regions for development and make changes that will help to fabricate a positive business culture.
The full list of Emplify's employee engagement drivers is available here –
Capacity
This regularly disregarded factor identifies with how quiet representatives are with regards to completing things. Workers should have the option to give their physical, mental, and passionate energies to their positions (Kang and Sung 2017). With the end goal for that to occur, they should have the option to quickly and promptly access the materials they need to execute their work effectively.
Autonomy
This factor is exceptionally fundamental in persuading individuals to achieve their best work. Representatives are trusted to make decisions on the best way to best execute their errands, which is the perfect inverse of micromanagement. Representatives are extensively bound to feel engaged with the firm and its objective when they have the opportunity to deal with their time and utilize their insight.
Fairness
Engagement is affected by more than just partner associations (Marty et al, .2018). Representatives' impression of how reasonably they are treated inside the business is similarly significant. This driver mirrors various essential variables, including how workers feel about the work they're appointed, their opinion about their compensation, and how they survey the level of regard they get from their supervisors and associates. Pioneers, observe: Employees are continually contrasting their work conditions with those of others, so it's basic to set up clear destinations and a predictable remuneration method.
Coworker Relationships
The connections that a worker has with their colleagues are alluded to as this driver. At the point when colleagues have equal respect for each other, they structure solid, confiding in associations. At the point when collaborators interface intently, colleague associations are incredibly fundamental, and they might be kept up with through a strong business culture.
Goal Support
Do laborers approach the assets they need to satisfy their targets? Or then again would they say they are missing critical achievements because of interruptions and an absence of help? These and different concerns might be replied by surveying objective help, which decides if workers are getting the help they need to prevail in their business.
Feedback
Workers might learn in case they're meeting assumptions, where they're having undeniably greater accomplishment, and how they can develop by getting suitable and accommodating criticism. Helpful input affects worker commitment just as representative supervisor connections.
Leader Integrity
This measurement surveys whether workers accept their chiefs are committed to accomplishing what is best for the firm, just as how successfully they finish those guarantees (Motyka 2018). In this specific situation, trustworthiness identifies with workers' impression of authority as reliable and dependable, and that they will achieve what they say they will do.
Leader Availability
These measurement estimates how congenial, apparent, available, and open the organization's leaders are. Representatives might start to doubt goals and question undeniable level organization decisions in the event that they don't accept authority is drawing in with them at work or making them accessible.
Professional Development
This driver alludes to the accessibility of development chances offered by supervisors and pioneers who empower representatives' expert turn of events. It's basic to give the fitting assets, yet in addition to urge groups to exploit those (Joseph et al. 2018).
Meaning
Quite possibly the most fundamental segments of representative commitment is discovering reason at work. Representatives believe that being associated with work gives them esteem when this inspiration is dynamic. This may demonstrate that they have a sensation of direction. They might acquire importance from factors like distinction, compensation, or impact at different occasions (Najjemba Muganga et al. 2018). Every individual's strategy for securing importance in their position is unique, yet it impacts each worker's level of engagement.
Purpose
Workers should imagine that they can take care of their responsibilities without taking a chance with their confidence, status, or vocation. Workers who work in a climate that needs mental wellbeing might become fixated on overseeing perspectives and antagonism to where they neglect to contribute viably to the association.
Psychological Safety
Representatives should accept that they might seek after their work unafraid of hurting their mental self portrait, position, or vocation. Representatives who work in an environment where mental security is missing may turn out to be so engrossed with controlling insights and pessimism that they neglect to contribute genuinely to the organization.
Relationship with Manager
Managers impact how people feel about their business, subsequently the worker supervisor association is urgent. This commitment driver covers a thorough assessment of a representative's association with their chief, including regard, input, reasonableness, development, and promotion.
Role Clarity
Workers can undoubtedly connect how their regular obligations impact the business when they get what their positions include (Shrotryia and Dhanda 2019). Representatives who have a reasonable comprehension of their jobs are bound to work with center and expectation.
Shared Values
Employees who have normal work mentalities and convictions are said to have shared qualities at work. This can assist with encouraging a feeling of local area and a common craving for accomplishment. This measurement likewise shows how well a representative's own convictions fit with the organization and the work they're doing.
Utilization
This measurement estimates how well representatives accept their capacities are being used by their manager. The degree to which laborers accept their regular occupation exercises utilize their insight and capacities impacts worker commitment. It's basic for chiefs to evaluate jobs and duties on a successive premise to guarantee that laborers are by and large fittingly utilized, particularly as they develop and acquire new ranges of abilities.
Rest
It's one thing to have taken care of time as a component of your advantages bundle; however representatives should likewise feel sure that they can utilize it when they need it. Employee engagement may decay on the off chance that they feel remorseful about taking breaks or then again on the off chance that they feel constrained to be "consistently on" and accessible outside of regular working hours. Pioneers should regard rest and urge staff to acquire it.
[bookmark: _Toc78652943]Diagnostic tools to measure engagement
Business leaders stand up to obstacles in making a drew in group culture that will drive their organization's achievement in the present multi-generational and mobile workforce. As per a 2017 Deloitte study, commitment and culture concerns are one of the top hardships for 87% of organizations, and only 12% of workers accept their organization is incredible at viably making the ideal culture (Fan et al. 2019).
Businesses should seek for ways to monitor and assess employee engagement levels using the diagnostic tools listed below in order to ensure future success –
HR software
Surveys are the most widely recognized way for social occasion data about worker feelings and assessments. The best overviews might be finished and submitted secretly, bringing about higher support rates and more legitimate reactions from workers.
Employee surveys
The most well known strategy for acquiring contribution on representative suppositions and perspectives is to direct surveys. The best overviews might be finished and submitted namelessly, expanding support rates and permitting staff to give more fair answers.
[image: ]
Figure – Surveys for employees
Source –
Social media
Businesses presently have one more solid device available to them on the grounds that to the approach of web-based media. Organizations might watch evaluations and audits, for instance, to check representative assessment (Saks 2019). It's additionally helpful to have an inside web-based media organization, like the corporate intranet, that permits workers to present thoughts and take part in conversations. This permits directors to have a superior comprehension of their staff, their spirit, and the more extensive business culture.
Exit interviews
It's vital to ask the appropriate questions via a well-designed engagement survey, but it's also necessary to ask the tough questions about why workers, particularly top performers, choose to leave the organization. This valuable info might support distinguishing regions for advancement to enlist and keep the best, most connected whizzes (Osborne and Hammoud 2017). Numerous specialists suggest consolidating a composed poll with a post employment survey during the worker's last week at work, just as a subsequent telephone meet a month or all the more later.
eNPS
Quite possibly the best and simple approaches to assess employee engagement is to utilize the representative Net Promoter Score (eNPS). It's only one fundamental request that decides genuine responsibility.
[image: ]
Figure – eNPS Score Rating
Source –
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Employee Value Proposition (EVP) is the balance of rewards and benefits that workers receive in exchange for their work performance. Creating an EVP that is unique to your company will enhance your personnel acquisition and retention significantly, providing you a competitive advantage over your competition.
Creating a Great Employee Value Proposition
· Examine what you presently provide — EVP development should begin with the fundamentals. You must determine what your firm is now and what it is not. It's important to be clear about your branding. Make a list of all the EVP components in the section above. Examine each item on the EVP checklist to see how much of each your firm presently provides. It's critical to maintain total objectivity when performing this task (Nazir and Islam 2017). As a result, getting feedback from your staff on how effectively these are being fulfilled is beneficial. 
· Interview current and former workers – Building a strong EVP requires knowing what your firm can and cannot give. Employee surveys can be used to get input from focus groups made up of current workers and any new hires. Include former workers in employee surveys, and figure out what the company might have done to keep them.
· Define the essential elements of your EVP – It's now time to assess your results and come up with a fresh employee value proposition for your firm. You'll be able to recruit and retain great personnel this way (Sun and Bunchapattanasakda 2019).
· Write your employee value proposition - After you've figured out how your firm stands apart from the competition and what kind of employee experience you can provide, the following step is to craft a compelling employee value proposition statement. 
· Promote your EVP using the appropriate means — you’ve created a winning EVP, but it's useless unless it's properly conveyed.
[image: ]
Figure – EVP
Source –
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08/02/2021Conclusion
A strong EVP will set you apart from the competition in the fight to recruit top talent. Employees nowadays are looking for a fantastic location to work and a wonderful work experience. Organizations that understand this and use it into their recruitment strategy are more likely to attract top talent. Employee engagement is critical in today's corporate climate, and it cannot be overstated. As a result, managers should make a concerted effort to implement successful employee engagement methods inside their businesses. To do so, they must be knowledgeable about the many elements that impact employee engagement. While managers should be aware of the factors that influence employee engagement, they should also keep in mind that the tactics they use to encourage it should be tailored to their specific businesses.
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one simple question that truly gauges loyalty.

It's one thing to be happy at work, but would you be willing to
recommend the organization as a good place to work? Would
you be willing to recommend the products/services they sell?

o iy

Very Unlikely Extremely Likely

We've written about how the employee net promoter score is
the one metric you should be obsessing over.

Important: Measuring is only the first step. As an
organization, you need to be committed to
continuously improving engagement. After you
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Don't just talk about your EVP on the careers page on your website.
Promote it!

EVP Communication Channels

Communicate your Employee Value Proposition throughout the recruiting journey

Awareness Consideration

passive candidates. active candidates.

Job postings Message templates Offer letter
Careers site Interview experience Total rewards
Employer reviews Follow up Decision experience

EMPLOYEE VALUE PROPOSITION

Source: Susannah Sack, Rally Recruitment Marketing

Leverage the different internal and external communication channels

you're currently using in your organization to get the word out.

Internally, you can promote your EVP through company blogs,
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