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Employee engagement and its drivers
In recent years, the term employee engagement is perhaps one of the commonest and widely used concept in circles of HRM. An engaged workforce has been associated with high performance, in fact, companies are today leveraging engaged employees as a strategic competence tool. According to Leiter and Bakker (2010), engaged employees tend to be very energetic and enthusiastically involved in their work duties. 
Others have gone a head to call is a ‘an individual’s psychological state of mind while at work (Purcell 2014), a fulfilling, positive, effective motivational state of well being at work, the opposite of job burnout. Daniels (2010) has opined that employee engagement is not a part of employee contracts but something they offer freely. It is beyond employee commitment, it is a state when employees go an extra mile because of their passion for their job (Taylor and Atkinson 2914; Foot et al 2016).
[bookmark: _Hlk59094844]What is Employee engagement?
CIPD (2014) has defined employee engagement as employee commitment to an organization, its values as well as their willingness to help colleagues. Stairs and Gilpin (2010) defined it as employee commitment to their employer, their will to thrive at work as well as their motivation to offer their best in order to benefit not only themselves but the organization as well. According to Anitha (2014), it refers to how much commitment and involvement employees have towards an organization and its values. 
As noted by Armstrong and Taylor (2017) employee engagement is a two way relationship between the employer and employee whereby the employee chooses to voluntarily repay the organization for the resources he/she receives from it. The motivational elements for engagement are intrinsic and not as a result of pay or a binding contract (Armstrong and Taylor 2017).  High levels of engagement reduce absenteeism, enhance customer loyalty and satisfaction, increase sales and boost fast growth among other benefits (Pilbeam and Corbridge 2010; Marchington, and Wilkinson 2012). 
Despite the notable importance of employee engagement in organizational success, employee engagement across major countries like the UK is still considerably low. In a survey carried out by Qualtrics Employee Pulse, the UK recorded an average engagement score of just 45%, where by France scored 54%, Australia 56% and 60% in the USA, making UK employees the least engaged (Davies 2017). According to the survey findings, organizations mostly focus on normal elements such as  career progression, pay and take for granted most important factors such as supporting work-life balance of employees as well as opportunities to try more lateral things in their roles (Davies 2017). 
As noted by Foot et al (2016), leadership communication is vital in building an engaged team of employees. This is because effective communication is important in keeping employees well versed and strengthening the organizational purpose. The communication must go further to illustrate that the company listens to its employees and takes them seriously (Foot et al 2016). Today, with organizations working in a volatile environment, they need to ensure that they keep an engaged team in order to achieve a competitive advantage. Making employees feel respected and valued is thus an important facet of creating and strengthening the psychological contract (Armstrong and Taylor 2017). 
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[bookmark: _Hlk59094897]Communication
According to Taylor and Woodhams (2012), clear communication with employees is vital in creating an engaged work force. In fact, MacLeod and Clarke, 2009 opined that employees require clear communication from superiors, that way they are able to relate their roles with leadership vision. Internal communication is essential in delivering organizational values to employees and helps gain their undivided support in achieving organizational goals (Bedarker and Pandita 2013).  
Armstrong and Taylor (2017) posited that without effective communication and support of employees, it is close to impossible for a company to achieve its goals. Torrington et al (2017) concurs by opining that there is little to no chance of an organization realizing its desired outcomes if there is no clear communication between superiors and employees. 
According to a conceptual model developed by Welch (2011), employee’s commitment to an organization, their sense of belonging to an organization are top engagement variables while communication creates awareness and understanding of the organizational environment and goals which in tandem result in innovativeness and achievement of organizational goals. Communication is thus vital in building an engaged workforce. 
[bookmark: _Hlk59094954]Leadership
Leadership is a key factor in employee engagement, but not all leaders can build an engaged workforce. According to research, leaders that nurture an engaged workforce tend to be associated with organizational commitment, motivation, and job satisfaction among others. Xu and Cooper -Thomas (2010) posited that a supportive, trustworthy leaders who have the potential to create an environment free of blame tend to be great when it comes to building an engaged team because employees see them as psychological safety. In a study conducted by Papalexandris and Galanki (2009), it was concluded that leaders with mentoring behaviors such as imparting confidence among followers, clear communication, power sharing, providing role clarification and articulation of vision tend to nurture employee engagement. This is because they tend to inflate follower performance which enables employees or followers to relate with organizational goals.  Higher levels of engagement have been noticed among supervisors or line managers who are relationship oriented and tend to involve employees in decision making (Torrington et al 2017; Taylor and Armstrong 2017).
[bookmark: _Hlk59094991]Training and development
According to Torrington et al (2017), employee induction, training and development play a major role in employee engagement and reduce turnover levels. Whereas most companies tend to skip induction in a rush to get employees started, induction plays a major role in employee engagement because it not only establishes employee expectations but also helps new employees to emotionally adjust to the new work place.  Inductions provides a platform through which company information is spread among new comers through sharing with them materials about the company mission, goals, purpose and any challenges it may be facing. New comers are also introduced to the company culture and company expectations of them. Generally, induction introduces new comers into the organization, helps them to understand what they need to do in order to advance their personal prospects in the company, forming a platform for the establishment of the psychological contract (Torrington et al 2017). 
[bookmark: _Hlk59095025]Flexible working arrangement
Although factors such as pay and career progression are important to employees, work-life balance support is one of the most critical factors in keeping employees engaged. In fact Torrington et al (2017) opined that family and personal reasons to be one of the major triggers of labour turnover, most especially among women. Lack of flexibility at work is today among the major causes of disengagement and voluntary resignation especially among women when they find themselves unable to balance work and family. 
According to Pilbeam and Corbridge (2010), today’s adaptive organizations require adaptive employees which requires employers and employees to be flexible about the how, what and why of work performance to ensure that the organization achieves its goals. When people have the ability to combine home and work responsibilities successfully, they become more fulfilled, motivated and more engaged which in turn boosts productivity (Marchington and Wilkinson 2012; Peccei 2013; Torrington et al 2017). Providing flexible working engagement is thus vital in retaining, engaging employees and also maintaining a competitive edge against competitors. 
Even if the company has put in place flexible working arrangements it should be aware of the likely short comings. Flexible working may according to Pilbeam and Corbridge (2010) result in instability and fragmentation among workers. It also has potential to subvert organisational cohesion which is important for optimum, quality performance and goal achievement. 
[bookmark: _Hlk59095067]Payment
In recent research, there is a lot of debate about whether pay levels can boost employee engagement. In fact, most companies have gone as far as using attractive salaries to retain their employees. Though some evidence has showed that employers with high payment rates tend to have lower attrition rates, others have proved that pay could be the least important factor in reducing turnover and increasing employee engagement (Taylor 2002; Davies 2017). 
Torrington et al (2017) opined that although salary increments can result in greater job satisfaction and employee engagement, this may not work in cases where employees are already unhappy and planning to quit. It only tends to work in cases where employees are already happy with their jobs. While lower pay may result in dissatisfaction, higher pay can not guarantee satisfaction and retention. In other factors like rewards, flexible working, work and family balance support and communication play major roles in engaging employees Torrington 2017; Davies 2017). 
[bookmark: _Hlk59095130]Evaluates diagnostic tools to measure engagement
[bookmark: _Hlk59095157]Analytics and big data 
As technology continues to be a part of day to day lives, analytics and big data have proven very effective in the HRM realm. According to Torrington et al (2017), companies can use this technology to identify patterns and establish a connection between wellbeing, engagement, management style and productivity among others. It can help employers establish facts about why and how employees are engaged in their job and how it can translate metrics and what can be done to retain them. Big data can also highlight challenges faced by a company’s workforce and how management can address them 
[bookmark: _Hlk59095191]Strategic frameworks
The company can also use frameworks in order to point out what drives employee performance in relation to the organization’s strategy. A number of models including the use of score cards such as the balanced score card has been deemed effective by different companies i the process of linking employees, performance and the company strategy. Coined by Keplan and Norton (1992), this tool measures different business metrics including internal business measures, learning and growth measures and customer measures alongside financial performance in order to evaluate how well a company is performing. Today, the balanced scorecard is one of the most used tools in big organizations. 
According to Torrington et al (2017), an effective balance score card should be able to measure not only company profitability but also other key metrics of the organization. The tool measures hard metrics such as profitability, revenue, sales and soft metrics such as trust, wellness, training and development among others. 
[bookmark: _Hlk59095221]Surveys
Another approach that is being adopted by companies is the use of pulse surveys where by the company sends a few questions to a group of employees in order to continuously get insights what employees are thinking, saying or even doing.  However, the validity and reliability of these tools vary depend on a number of factors. Though they can give employers insights on how to improve the organization, let employees feel heard, and track trends, they have a number of drawbacks. 
Surveys tend to be time consuming considering that they have to be done consistently in order to benefit from them. Despite being anonymous, employees may not be sincere especially when it comes to negative comments. Employees might therefore not be open enough which will result in inaccurate insights. 
[bookmark: _Hlk59095264] Employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement

Employee Value Proposition (EVP) includes all benefits and rewards that organizations offer their employees in return for their performance at work. In today’s volatile business environment characterized by high turnover rates and limited human resource, it is essential for organizations to develop EVPs that not only only build a great employer brand but also attracts and retains key talent. 
According to Deshpande (2019), a company’s EVP should list unique employee rewards, policies and benefit programs that not only show its commitment to its employees but show why its work experience is better than that of competitors. 
The company supports and empowers its employees to reach greater heights of achievement in career progression. It believes in offering its employees resources and tools that not only keep them more knowledgeable but healthier and wealthier. The company offers its employees a number of benefits to ensure wellness including financial wellness in form of programs that pay student loans. It offers gym and fitness services to keep its employees healthy, parental leaves to promote work family balance and also offers employees leave of absence to help them fulfill their personal goals. In order to help employees, reach their goals in career progression, the company offers training and educational opportunities to help employees become the best at what they do. 
In order to maintain a safe work place during the COVID 19 pandemic, the company has not only put measures to make workplace COVID 19 safe, it has also put in place flexible working arrangements. The company’s culture of flexibility has made it possible for its employees to achieve the company goals even amidst the turbulent environment characterised by COVID 19 pandemic. All in all, the company strives to create a community of healthy, knowledgeable and wealthy employees who are nurtured by supportive and trustworthy leaders that encourage communication and employee wellbeing.





[bookmark: _Hlk59095331]Conclusion
Employee engagement is vital in organizational success, it has potential to boost revenues, customer satisfaction and loyalty, boost fast growth and reduce absenteeism. In order to enhance employee engagement employers must make sure to address both job and organizational engagement which are major aspects of engagement. According to the findings, managers/ leaders play a major role in building an engaged workforce. This should however be coupled with other initiatives such as learning programs, effective and clear communication, flexible working arrangement, training and development among others. Though pay has through the years been seen as a driver of engagement, the findings have shown that it is the least important factor when it comes to engagement, employers should make sure to couple it with other rewards and other initiatives. 
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