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Employee engagement is basically considered as the HR concept which outlines the level of eagerness and dedication an employee feels regarding his job. An employee who is engaged confidentially engaged within the organisation might be able to support in fostering the productivity of the organisation quite in an effective manner (Shaik and Makhecha, 2019). it has been measured that employee engagement can be crucial in terms of the success of the company and might play an effective role in increasing organisational performance. In fact, it might frequently have considered an imperative factor that is associated with the goals and values of the company.  
It is indeed necessary for business organisations to measure employee engagement as it assists in identifying the key problems as well as mitigating those quite in an effective manner (Pambreni et al., 2019). Measuring employee engagement on a daily basis might be accommodating in case of undertaking difficult circumstances stimulate inside the organisation. It will be obliged for the company to generate a trustworthy relationship with the employees to retain them quite meritoriously. This business report will deliberate the basic drivers of the employee engagement along with assess the utilising the diagnostic tools in order to measure the engagement. It will also demonstrate the construction of the employees' value proposition along with the strategies to advance levels of engagement. 
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As per the consideration of the engagement specialists, the core aspect of employee engagement is that there is no specific "no magic pill for engagement" considering the diverse structure of altered companies (Jena, Pradhan and Panigrahy, 2018). Nevertheless, the caveat to this epithet is the fact that too frequently in business, the drivers of engagement are abandoned.  According to the conception of Paul Beesley, he declares that “Recession and the credit crunch didn’t help – companies were focused on survival, but it is at this time that you need engagement most.” In terms of that, there are some key drivers of employee engagement that have the ability to quantify the occurrence and absence in the workplace quality and that influences engagement. 

· Autonomy: It has been measured that the drivers play a critical role in stimulating and motivating employees along with obtaining the best outcome from them. In a particular organisation, consisting of autonomy basically refers to having the power of making decisions related to the business operations on their own (Hejjas, Miller and Scarles, 2019). Therefore, making a trustworthy relationship within the staff has been considered an effective part of the driver of engagement.  While given the time to select the way to organise their time and where to put their expertise, employees are far more disposed to feel participated in the company and its undertaking. 
· Leadership: While there is a little discrepancy between analysis into engagement drivers, the impact of leadership practices is considered an imperative factor in this case. As per the consideration of various scholars, talent management and employee retention are measured to be the fundamental part in order to sustain the leadership and evolution of a particular organisation (Tepayakul and Rinthaisong, 2018). It is indeed true that transformational leadership and employee engagement are exceedingly consistent with each other and regarding this business, enterprises aim to apply this particular leadership style to diminish the rate of employee turnover. Consideration of Mark Gregory, states that an apposite leader has the competence of fostering the level of employee engagement as well as measuring the way the engagement is recorded towards the widespread community (Jena, Pradhan and Panigrahy, 2018). He also demonstrated that “There are two levels to this – fundamentally, the leader has to be able to engage the people they’re leading, and that engagement has to have four sub-components: Trust, clarity of purpose, alignment of systems (removal of bureaucracy) and unleashing talent.”
· Career Path: Career goals and professional development are also considered effective drivers of employee engagement. These two factors comprehensively contribute to employee engagement. Relying on the fact of career stage, a convinced employee is in, they may be encouraged by diverse aspects (Milhem, Muda and Ahmed, 2019). Moreover, consisting of the opportunities for evolution in a particular organisation regarding professional development is the key driver. Due to this reason, it is undeniably necessary for the leaders and managers to support the employees by encouraging them for improving their career goals and in case of professional development quite successfully. 
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It has been measured extensively that the mobile workforce and business leaders in today's business world encounter several challenges during the time of forming an engaged team culture that will guide the success of the company (Antony, 2018). An employee who is engaged stay loyal to the organisation for a longer period of time and thus companies invest their valuable time to increase engagement among the employees. In order to make certain of the fact that employee engagement is cultivated and measured, here are some effective tools:   
· HR Tools: Surveying is considered an operative procedure and a good start to nurturing employee engagement yet it does not measure as a realistic way of gathering effective feedback. Due to these reasons, various business enterprises are progressively accompanying periodic surveys along with the utilisation of several software programs. In fact, modern HR programs offer a range of proficient tools in order to gather feedback along with extending the level of satisfaction among the employees (Khodakarami and Dirani, 2020). The tools have been considered extremely facilitating for monitoring the activities of the employees by analysing their storing data from the feedback. Performance management software might be vital for enabling more repeated conversations and feedback between employees and managers. The implementation of these HR tools assists in making sure that each and every employee in the organisation are engaged and satisfied.  
· Frequent Employee Surveys: The conduction of the surveys among the staff is the swiftest way of measuring employee engagement in an effective manner. In terms of investigating the key problematic issues as well as assessing the level of satisfaction an employee has in his organisation can be restrained by accomplishing survey (Saad and Abbas, 2019). It will be facilitating the managers and other business professionals to identify the level of engagement in a particular organisation. The feedback also depends on the fact that how effectively the survey has been accomplished and the way of accumulating feedback (Antony, 2018). Make sure the survey questionnaires are relays on the elementary metrics which are alignment, future orientation, and satisfaction. 
· One On One Meetings: It is, therefore, the HRs and managers concerned to conduct one-to-one meetings with their employees to listen to their core problems. It has been measured to be an imperative way of understanding the perspectives of the employees toward the company (Shrotryia and Dhanda, 2019).  Feeling free to share information including the difficulties that the employee is encountering during the time of accomplishing his job, should be done. Rather than arranging long-hour meetings, an informal chat with the employees regarding work-related issues is considered a great way to gather feedback from them. It has been measured to be the ultimate technique for gathering feedback cause it's safe and the manager can get a realistic view of this (Jung, Jung, and Yoon, 2021). Moreover, the key purpose of this tool is to remove the fear from the employees so they might feel safe for opening ups issues. 
· Creating Small Focus Groups: In the case of small enterprises, it will be challenging for the manager or the business professionals to demeanor one on one meetings with each and every employee. Regarding this fact, gathering feedback might be a complicated procedure and measuring them along with providing a solution to the employees can be multifaceted. In terms of that focus groups have been formed in order to monitor all the activities related to employee engagement (Shrotryia and Dhanda, 2019). Through the construction of the focus groups, it will be facilitating for the managers to gather data from the groups as well as suggest strategies to the focus groups for decreasing the time limit. The application of this particular strategy is considered extremely accommodating for measuring employee engagement quite in an effective manner. 
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Employee value proposition (EVP) is frequently demarcated as a set of monetary and non-monetary reimbursements provided by a company to its employees in return for the services, capabilities, and involvement they convey and the donations they make to the organisation (Paadi, Barkhuizen and Swanepoel, 2019). In other words, it essentially refers to the promise that has been initiated by an employer towards his employees in return for their assurance. In fact, the commitment made by the employers involves the sum of overall the reimbursements and rewards employees receive from the organisation related to work. In fact, it is indeed necessary for a brand to design its EVP exceptionally to continuously augments the talent acquisition procedure of the company. 
For example, the value proposition of Google is certainly on the way to improving and the company is leading the responsibility when it comes to the employee value proposition. Without any hesitation, it can be said that there is a worthwhile and gratifying career at Google. As per the consideration of the modern-day business facts, the application of an effective EVP might be competent to assist business enterprises in terms of 'establishing a strong employer brand'. There are some strategic approaches through which companies can be sustained in an effective manner.
· Stability: It is considered the ultimate aspect or an imperative part of the employee value proposition. Stability in a career along with having the prospects for the employees for further development might be accommodating for staying loyal within an organisation for a longer period of time (Hussein, Al-Jubori and Mahdi, 2022). For these reasons, learning and development will play an effective role as well as conceivable mentoring and the initiatives that have been taken.
· Respect: Respect is considered to be a necessary component that has the ability to enable sustaining the value proposition in a particular workplace quite effectively (Pawar, 2018). It is all about getting support from the business professional or from the HR, creating positive relationships along with improvising the team spirit. In fact, having a healthy workplace culture determines the fact about the core values and norms of the company. 
· Flexibility: The formation of a flexible working atmosphere is considered facilitating for improving the value proposition of the employees in a particular organisation. It encompasses the aesthetic design of the physical spaces to freedom of speech. This will create an effective balance for generating an optimistic working atmosphere in the workplace in an effective manner (Pawar, 2018). Too much corporate environment might hamper the working procedure of the employees and can be problematic for creating relationships inside the organisations. Regarding this fact, several international business organisations tend to follow transformational leadership approaches in order to maintain a positive working atmosphere.  In this way, a business enterprise will be able to make competent initiations regarding the fact of augmenting employee value proposition (Antony, 2018).  
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Employers can reassure employee engagement in several ways, counting on offering rewards and promotions for first-rate work, communicating potential clearly along with organising employees' knowledge about the company's presentation. Often, it has been observed that Engaged employees frequently have a tendency to build an emotional association with their job and company and will be more attentive in terms of working toward their organization's objectives. By analysing the entire business report, it has been measured that in order to increase organisational performance it is indeed necessary for the business enterprises to focus on the employee engagement quite meritoriously. In fact, measuring engagement is also considered compulsory as it helps in comprehending the satisfaction level of the employees towards the organisation. The drivers of employee engagement need to be reflected by business enterprises for fulfilling each and every requirement of the consumers. Business enterprises should select the appropriate mode of the driver which are considered suitable for their company culture. On the other hand, the construction of the employee value proposition is measured to be a responsible factor for increasing engagement in the workplace quite effectively. Moreover, the way of applying the strategies for employee engagement also determines the fact that how effectively the engagement will be accomplished.  
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