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[bookmark: _Toc99281492]Introduction
Engaged employees are devoted to their organization’s objectives, ready to improve its success, and have a greater feeling of personal well-being. Employee engagement is built on trust, honesty, two-way dedication, and interaction. Being able to communicate ideas and opinions which are considered when making choices is an important part of employee engagement. Engaging employees improve work culture, reduces staff turnover, increases productivity, improves work and customer connections, and impacts firm earnings (Macey and Schneider, 2018). It increases customer service. This is beneficial for client retention, sales, and references. Your personnel are more inclined to care for clients and go over and beyond them. Considering that previously, the corporation did not seek to evaluate employee engagement, but given the present pandemic and the new modes of working established by the organization. So, this study emphasized the aspects associated with employee engagement.


[bookmark: _Toc99281493]Employee Engagement
Employee engagement is a human resources concept that characterizes the amount of excitement with which people are enthusiastic about their employment, devoted to the company, and willing to put out extra work and effort, for their teammates, and the company (Saks and Gruman, 2014). Employee engagement gauges employee satisfaction with their employer. Motivated employees are passionate about their job and the company's success. There is a belief that employee engagement goes beyond a wage and is critical to the organization’s growth. 
Employee engagement is very important for the organization as see the big picture and know their place in it. Improved decision-making results. Engaged employees outperform their competitors. They have a greater EPS. Engagement is critical to creativity and development (Macey and Schneider, 2018). The reason behind the importance of employee engagement has been mentioned below.
1. Conscious of their environment engaged employees to stay connected to their employment. High engagement workplaces have 70% fewer security issues (Wickham, 2020).
2. Connected businesses endeavor to be more considerate of employees' needs, motivated to take proper care of themselves. Healthy personnel help an organization with a lot of benefits.
3. Highly engaged firms don't need to use stress-inducing methods like societal pressure or dismissal to inspire personnel. Employees are satisfied when their supervisors don't threaten them, and happy workers conserve money.
4. Employees who are motivated passionate regarding their team’s performance (Anitha, 2014). So, they should show up every day to work. Engagement led to reduced absenteeism.
[bookmark: _Toc99281494]Factors of Employee Engagement 
The measure of employee engagement gives people executives a clear picture of their individual progress and problems at any moment. Using this information, leaders may discover areas for development and implement changes that positively impact business culture. Every industry uses it to reduce attrition, increase productivity, and enable personnel to do their finest work (Chandani et al., 2016). To attain similar outcomes, it is important to understand the following drivers and their significance to the business.
Individualism: Employees that have autonomy in the workplace are those who are empowered to make judgments on how to perform their tasks properly of their abilities (Andrew and Sofian, 2012). The ability to select how they manage their time and where they apply their knowledge increases the likelihood that employees will feel engaged in the firm and its purpose when they have this freedom.
Leadership: Leaders must be visible and available to their teams. Leadership is essential for staff conduct. Leaders' behaviors can encourage or discourage them (Carasco-Saul et al., 2015). They can either provide guidance, appreciation, and assistance or cause anxiety and tension. Leaders can keep or lose staff. This is not just about how leaders nurture engaged personnel, it's also about how their personal degree of involvement is transmitted to larger populations.
Interactions with coworkers: Employees must foster strong relationships with colleagues. Given the length of time most employees perform the job duties, it seems obvious that coworker connections influence employee engagement (Chandani et al., 2016). Positive interactions with colleagues allow for bonding through shared experiences, guidance, and ideas. Coworker connections are vital while working closely together and can be fostered through a supportive business culture.
Fidelity: Employees trust and respect the organization’s ideals since they are consistently applied. Engaged organizations demonstrate trust and justice based on respect, two contexts, and obligations (Sun and Bunchapattanasakda, 2019). Moreover, Leaders are also devoted to seeing what is beneficial for the firm.
Professional Growth Prospects: Management and leadership that encourage employees to advance professionally are examples of this driving. Incorporating new activities and developing new abilities will help to avoid boredom and achieve job goals (Andrew and Sofian, 2012). People are more motivated when they can learn new abilities and improve existing ones, according to studies.
Feedback: Feedback is a key generator of engagement, both for those giving and receiving it (Sexton et al., 2018). Confidential feedback empowers workers to give real-life workplace experiences, and anonymized feedback benefits them professionally. Getting proper and relevant critique lets employees know their performance, where they excel, and where they may progress.
[bookmark: _Toc99281495]Engagement assessment tools 
Creating an enthusiastic team atmosphere that can drive organisational success is difficult in today's inter and flexible workforce. Employee engagement is more than just employee satisfaction or output (Furco and Miller, 2019). Companies should evaluate and control motivation levels to ensure prospects. However, employee involvement varies throughout the year. There have some tools to foster and evaluate employee engagement which is described below.
Surveys on Employees: Surveys are the most efficient and effective way to gauge employee engagement. It aids in gauging staff engagement, employee morale, and employee concept generation. The most successful studies can be completed anonymously, increasing engagement, and allowing staff to become more honest (Gable et al.,2010). HR and management should regularly send short, concise, and relevant assessments to workers inquiring about their jobs. It will assist HR, executives, and the company identify employee engagement and the firm's attitude.
Employee Appreciation Programs: Hardly anything motivates and engages employees like awards and recognition. Recognizing and rewarding employees can help identify engaged individuals. Employee engagement is thought to be affected by incentives and appreciation (White, 2014). Measuring the number of employees getting awards and recognition further enables managers and HRs to evaluate employee engagement.
Analyze Exit and Stay Interviews: It's not only about asking the appropriate questions in an interview conducted; it's also about understanding why employees, especially top performers, leave (Herman, 2015). Employer engagement can be improved by undertaking departure and stay interviews. A stay interview reveals employees’ strengths and weaknesses, but an exit interview reveals areas of improvement for employees.
Occasionally Arranging Individual Meetings: Management should conduct regular meetings with employees (Rogelberg et al., 2010). Because of one-on-one sessions, employees feel comfortable sharing information and expressing themselves. It should be conducted weekly or biweekly.
Online communities: With the advent of social media, managers get a new tool. For example, firms can check Glassdoor customer reviews to gauge employee satisfaction (Milliken et al., 2015). Unified communication amongst employees is facilitated through a workplace intranet-style social media platform. Managers can better recognize their employees, their morale, and the entire corporate ethos because of this.
[bookmark: _Toc99281496]Employee Value Proposition
In most cases, an organization’s Employee Value Proposition (EVP) is viewed as a group of financial as well as non-financial benefits provided to its employees in exchange for the expertise, capabilities, and experience they bring to the company as well as the way they affect to the entity (Browne, 2012). Understanding the organization’s key capabilities are essential to developing an employee value proposition that is exclusive to your company. Employee Value Proposition (EVP) is important for any organization as a competent EVP can assist recruit new employees who share the same aims and values as the organization (Arasanmi, and Krishna, 2019). When done effectively, an EVP provides a detailed insight into each job position, ensuring that candidates are interested in the role and the corporate culture. This will help improve the employer brand, create a company more enticing to work for.
Several elements must be considered when creating an EVP. So, there has been an employee value proposition incorporating key parts of an employee value proposition.
Compensation: Compensation includes salary satisfaction, as well as supplementary incentives like bonuses and factors like your assessment process. In this aspect of EVP, an employee's entire benefits are addressed. It includes pay, bonuses, and share options.Figure 1: Employee Value Proposition. Source: Browne (2012).

Employment Advantages: Consider paid leaves, vacations, flextime, and pension. Flexible work schedules, remote work options, vacation, and paid family leave are among the most desired benefits by employees today (Goswami, 2015). Although working from home, flexible working time has already been incorporated into the company due to COVID-19. These also include health insurance, pensions, paid leave, and corporate holidays.
Career Prospects: Employees want to know how their employees can help them improve professionally (Arasanmi, and Krishna, 2019). Employees require career security, an opportunity to grow and improve, and training. In this case, the firm's training programs, as well as its own learning and development goals, play a role.
Work Environment: It is a lot more than just your office's location. Work-life balance, flexibility, and a healthy work environment, Recognition, Team building, Communication systems are all examples of location in the fullest sense. In a favorable working environment, this EVP component is related. For organizations to prosper and accomplish useful work, employees should thrive.
Company Culture: On the job, individuals would like to understand what a typical day looks like, not only in terms of job duties but also in relating to the workplace environment and culture (Goswami, 2015). Positive relationships with teammates across hierarchies are addressed throughout this aspect of the employer value proposition.
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There are various things a company may do to rapidly have a good influence in the office if one has observed a change in team engagement (Fair, 2018). Employee engagement can be improved in various ways. A few are long-term aims, while some are short-term victories for your staff and organization, such as: 
Consistently communicate: Significant internal interaction makes employees happy. And they get along with each other teams because they are well informed (Heinz, 2022).  Employees want a safe place to express honest feedback, and they need to be informed about crucial decisions.
Prioritize onboarding: Sometimes in the job, first impressions matter. The onboarding program shapes the employee's impression of the organization and its role (Anitha, 2014). Onboarding employees helps them understand your company's objective, vision, and principles. It also helps kids see their place in the bigger picture.
Recognition and reward: A motivation program or rewards program can help foster a public thank-you culture. Individuals must understand that colleagues, supervisors, and leaders value their job to feel highly immersed (Bhattacharya and Mukherjee, 2019). It moreover makes people appreciate their job and inspired them to do their best.
Volunteer coordination: Making a team out of volunteers or participating in group activities is a terrific approach that helps the community. Involvement in a bigger cause allows for deeper connections. Volunteering events increase employee motivation more than holiday parties, according to 70% of employees, and philanthropic organizations get a positive working environment, according to 89% of employees (Heinz, 2022).


[bookmark: _Toc99281498]Conclusion
Employee engagement is all about knowing one's job in an organization and how it fits into the organization’s purpose and goals. The main purpose of the study is to understand employee engagement and its factors and implication in the organization for prospects through motivating employees. So, at the begging of the paper, there have detailed discussion about employee engagement and its importance. Then there have identified some drivers of employee engagement. Secondly, there have discussed various tools to measure the engagement of the employees. Lastly, there has constructed an employee value proposition along with the strategical concept regarding the improvement of employee engagement in the organization.
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