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[bookmark: _Toc81559395]Concept of Employee Engagement:
Employee engagement is the degree to which the workers or employees of the organizations feel enthusiastic about their duties, have committed themselves to an organization, and put up the discretionary energy into the job. Businesses often relate employee engagement with employee satisfaction. However, employee satisfaction merely determines how satisfied employees in the organizations are. It does not discuss the intensity of their enthusiasm level, participation, or emotional involvement. For certain personnel, being satisfied entails getting a salary without working as much as expected (Macey & Schneider, 2008). 
When businesses concentrate on how to enhance employee engagement, adjustments will not certainly be increased the performance of the employees. In Many Cases, the circumstances that get workers "satisfied" with their work are identical to the circumstances that infuriate employees whose performances are quite high. These types of employees adopt change, look for methods that enhance their performances, and are not big followers of the status quo. They think that all of the employees should be held responsible for providing desired outcomes; on the other hand, weak employees or poor performers tend to prevent accountability, stick with the status quo, and oppose the change (Markos & Sridevi, 2010). 
[bookmark: _Toc81559396]Importance of Employee Engagement:
Employee engagement push employees to do more with greater efficiency. Employees who are more engaged with the operations of the businesses tend to grasp the organizational objectives and goals. Companies with an engaged staff have greater efficiency in their operations and end up overtaking their competitors in the market. Such businesses have greater revenues and reserves, and there are greater chances of recovering from any recession or depression for these companies. Engagement is a crucial differentiating factor in the development and revolution (Osborne & Hammoud, 2017). 
[bookmark: _Toc81559397]How to measure Employee Engagement:
Employee Engagement can be precisely assessed with short assessments or surveys that include only a small number of queries; however, these assessments can give some indication of whether employees of the organization are engaged or not. This assessment does not provide details regarding the reason behind their engagement or disengagement. If there is not enough information available, the organization would not be able to comprehend the situation. Because this kind of information helps businesses establish certain activities, education, and training of employees, policies, and programs to increase employee engagement. To obtain a broader image of employee engagement, there is a need to include more questions in the assessment or survey that would cover up a comprehensive array of related matters (Othman, Mahmud, Noranee & Noordin, 2018).

[bookmark: _Toc81559398]Drivers of Employee Engagement:
[bookmark: _Toc81559399]The key drivers of employee engagement are as follows:

[bookmark: _Toc81559400]Autonomy:
Autonomy at work means workers are free to make decisions regarding how to perform the task more efficiently. Once employees are granted the liberty to make decisions regarding their duties, employees will be far more inclined to feel devoted to the business and its objectives.
[bookmark: _Toc81559401]Capacity:
Employees must feel competent inputting basic, rational, and psychological energy into their duties. To do that, it is essential that they need to have access to the necessary resources to get their work done more swiftly and easily. 

[bookmark: _Toc81559402]Feedback:
Suppose employees are given continuous feedback regarding their performance. In that case, it will allow employees to understand how well or bad their performance is and what initiatives must be taken to improve the performance. 

[bookmark: _Toc81559403]Leader Availability:
The presence of the leaders or the managers in the workplace encourages employees to get the work done more efficiently because they know that their performance is being monitored. The availability of leaders in the workplace also boosts the morale of the employees.

[bookmark: _Toc81559404]Fairness:
Fairness in the workplace is something that has a direct link with employee engagement. The higher the level of fairness in the workplace, the greater will be employee engagement. How employees think they are receiving treatment in the workplace is very important because it directly impacts their performance and morale. Workers compare their work circumstances to others daily. Hence, the managers need to establish clear hopes and have a stable procedure over bonuses or rewards (Khodakarami & Dirani, 2020).


[bookmark: _Toc81559405]Tools to measure Employee Engagement:
The most commonly used methods to measure employee engagement are as follows:
[bookmark: _Toc81559406]Employees Surveys:
Employee Engagement can be measured through surveys. It includes several questions that are to be filled by the employees. This method is the most commonly used method by organizations to measure employee engagement. However, these methods of measuring employee engagement do not provide details regarding the reason behind their engagement or disengagement. If there is not enough information available, the organization would not be able to comprehend the situation because this kind of information helps businesses establish certain activities, education and training of employees, policies, and programs to increase the intensity of employee engagement. So, to acquire a wider picture of employee engagement, there is a need for including more questions in the survey that would cover up a comprehensive array of related matters (Motyka, 2018).
[bookmark: _Toc81559407]One-On-One meeting with employees:
One-On-One meetings with the employees are another excellent way to gauge employee engagement. The managers usually have long hours chat with the employees regarding the issues or the satisfaction level of the employees. The benefit of this technique of getting the response of the employees is that during a one-on-one meeting with employees, the chat between them remains private and safe and sound discussion. Through this way, the managers would be able to obtain comprehensive details about every issue that has been raised. Hence, it would enable managers to take considerable initiatives to remove the barriers or obstacles that employees face in the workplace to engage themselves with the organizational objectives (Pavlik, 2020).
[bookmark: _Toc81559408]Stay/Exit interviews:
Conducting interviews of the employees is an excellent way to gather responses and discover what makes employees engage with the organization's goals or what certain factors are causing their disengagement. Conducting exit interviews is the most commonly used method in most businesses; however, stay interviews should be conducted more often. The managers would ask the question to those employees that are quite satisfied, the top performer that what is making them want to remain in the organization. Exit interviews can also be effective, but there is a problem with exit interviews that it provides information too late. Preferably, it is better to employ both methods in the. The objective of an exit interview is to discover what an organization might have done well to enhance employee engagement. On the other hand, the objective associated with the stay interview is to discover what the organization is doing well already. 
Employee Value proposition is very important for any company; EVP is the unique set of benefits that employees will receive in response to the work done; when the EVP is integrated into a business, it will help in retaining the talented employees and will extract the best external talent. The employee value proposition will also help in constructing the positive engagement between the employees and the company. So in this present case study, the company has never paid attention to employee engagement or EVP, so an EVP plan is constructed for this company in collaboration with strategies adopted for the employee engagement within the company (Arasanmi & Krishna, 2019). 




Employee value Proposition

Compensation
Benefits
Work environment
Culture
Career
· Salary satisfaction
· Compensation satisfaction 
· Raises and promotions
· Timelines
· Fairness
· Evaluation system 
· Ability and chance to progress and develop
· Stability 
· Training and education at work 
· Career development 
· College education 
· Consultations
· Evaluation and feedbacks
· Time off
· Holidays
· Insurance
· Satisfaction with the system 
· Insurance
· Training and development
· Retirement 
· Flexibility
· Family 
· Recognition
· Autonomy
· Personal achievements
· Work life balance
· Challenges
· Understanding of ones roles and responsibilities
· Understanding of firm’s goals and plans 
· Leadership and management support 
· Collaboration and team support 
· Trust



 The compan also needs startegies for the employee engagement, the three inportant strategies are described in the pyramid chart which are important for increasing he employee engagement at the company. 
[bookmark: _Toc81559409]Employee Engagment Strategies

How can I grow?
Do I belong?
What do I give?
What do I give?

EVP

The employment value proposition is considered as an important determinant of employee engagement and retention with in any company, only those companies can get maximum benefit from their employees if they have a strong EVP. employee value proposition will determine the level of  employee satisfaction through considering all the factors including the compensation criteria, work environment, cultures, career opportunities, benefits, training and other incentives than an employee can get while working in the company, all these factors are a clear determinant of employee satisfaction and engagement with in the company. 
While considering the employee engagement strategies, first all the employee surveys are conducted which will inform the employer regarding the situation with in its company. Either the employees are happy or not, it will tell the employer about the employee perception about the company. The other strategy is the one on one meetings with the employees, which will bring more clarity to the situation. Clear and more specific information regarding the employees perception about the company. Through this one on one meeting the employer can also clarify the company status and polices to the employees, that what is their EVP. How they compensate their talented employees, what kind of incentives the company provide to its employees, what are the training programs, are there any motivational factors. Culture and work environment is also very important which also being discussed with the employee during the one-on-one meeting sessions. What are the demands of employees and what do they exactly want from the company, what changes company can adopt to improve the prevailing situation. All of these EVP factors and points are discussed with the employee in the meeting sessions. By doing this most of the employees will understand the perceptive of the company and would yield high staff retention and motivation and also employee engagement will also increase. The third strategy that can be adopted for the employee engagement is through the stay and exit interviews. The strong Employee Value Proposition is considered to be the best and far most important determinant for employee retention. This will motivate the employees to stay in the company. Also they stay and exit interviews will help in the employee engagement as well, the employees will be interviewed regarding the factors that are motivating them to stay in the company and also will be asked about the factors that are forcing them to leave this company. So the employer on the basis of these interviews can improve the Employee Value Proposition chart and might include that factors in the employee value proposition. The most important question any employee asks are when he/she is working in any company, i.e., do I belong, what I give, what I get, how can I grow. These are the important questions and these questions are answered through engaging with employees via strong employee value proposition plan (Dedic & Zavaher, 2020). 


It is layman thinking that first thing regarding employment is salary compensation. Yet actually there are numerous different pieces that all together balance a total Employee Value Proposition (EVP), and pay is just one of them. That is particularly evident in the present always evolving world, where the Covid-19 pandemic has significantly moved the representative/boss relationship. Business leaders and initiators needs to take a glimpse at their in general EVP perspective of the changing necessities of workers, which have been molded by the pandemic. Indeed, even in a post-COVID-19 world, representatives are expecting adaptable working and mixture work models that permit them to work from anyplace, whenever, to proceed. So for the company to survive the Chief executive of the company has to make a strong Employee value proposition plan which will help in the employee engagement and also will provide satisfaction the company employees. otherwise in this competitive world where every other employee is looking for better work environment and work culture, the employee can easily move to other company, so for the maximum staff retention and for achieving company goals, the company must incorporate its Employee engagement strategies with the employee value proposition. 
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stay/exit interviews
(motivating factors
demotivating factors)


one-on-one meetings
(what do i get, what do i give)


Employees survey
(what is the perception of employees)








