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[bookmark: _Toc58620278]Introduction
The process of making employees passionate to an organisation by providing participative management, and giving the right to participate in decision making is called employee engagement. The result of employee engagement is positive to an organisation (Uusiautti and Karima, 2018, P.221). More engaged workforce means more satisfied workers, more satisfaction means more output which tends to create more profitability to an organisation. In this report different types of drivers and concepts of employee engagement will be discussed. Evaluation will also be done on the diagnostic tools of measuring employee engagement. To ensure better performance employee value proposition will be created based on the current situation of the chosen company. Discussion will also be done on the strategies of increasing employee engagement of the chosen organisation. The chosen organisation is Google which is one the largest technological companies of USA. Under the schedule a few employees can attend the office maintaining all kinds of necessary steps and the rest has to work from home. From this perspective the working condition of Google is flexible, and safe from Covid risk. 


[bookmark: _Toc57155279][bookmark: _Toc58620279]Concepts and drivers of employee engagement
[bookmark: _Toc58620280]Employee engagement Concept
Employee engagement is the process of making employees engaged to an organisation. Employee engagement can be understood from different models and theories. 
IES model: According to the model employee engagement can be understood from ten core concepts (Hubault and Sznelwar, 2012, P.76). There are friendliness, job satisfaction, communication and cooperation. Health and safety, pay, conditional benefit, equal opportunities, performance and appraisal, development and career and the last one is immediate management and training. 
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[bookmark: _Toc58354292]                                Figure 1: IES Model (Source: Vanhaverbeke, 2013)
Schmidt Model: This model places great importance on the recruitment of employees (Trischler and Kaluza, 2020). According to the model to increase e the employee engagement good recruitment should be ensured and retain the right workforce is must. If an organisation like Google has the right workforce then they will work for the organisation because skilled workforce are committed to organisation more then unskilled one.


Zinger model:
This model focuses on three inputs of employee engagement. These are 
1. Organisational: In this method a culture is build up where employee engagement are valued among all of the employees in an organisation like Google. Here recognition and appreciation is important.
1. Leadership: A leader must be engaged in the organisation (Spitzer, 2015, P.8). According to the model if the leaders are not engaged the employees will never be engaged to the organisation.
1. Individual: It is the contribution of the employees to the organisation. Employees will not be engaged in organisation if they don't get recognition (Aveline and Kumar, 2018, P.721). That's why appreciation and recognition is important here.
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[bookmark: _Toc57132958][bookmark: _Toc58354293]Figure 2: ZINGER's model of engagement Source: (Kusuma and Madasu, 2019)
[bookmark: _Toc57155281][bookmark: _Toc58620281]Drivers of employee engagement
Drivers of employee engagement means the factors that motivates an employee to be engaged in the organisation. These will be discussed below:
Opportunity to learn: If the employees get the opportunity to learn and develop their skill working in the organisation then they will be engaged to the organisation (Babalola and Nwanzu, 2019, P.1). For example the workers in Google can develop their skill by participating in different seminar and training session by the organisation which develop their personal growth and make the employees more engaged in the organisation.
Feedback: If the employees know how they are doing and what should they do by getting feedback then they will be more attached to work which will increase the engagement of the employees.
Growth opportunities: When the employees see that they have potential growth opportunity in the company they will be eager to retain in the organisation and be engaged to it. 
Support and Coaching: There may be bad times in the life of an employee. In this moment if they get support from their workplace they will be more engaged in the workplace.
Profit-sharing policy: When an employee knows that the profit will be share proportionality then he or she must be willing to work hard as extra benefit will be offered for taking extra pressure (Turner, 2014, P.483). For this reason employees will be more engaged. Other than these there are many drivers of employee engagement including mental support, healthy environment, fairness in the organisation etc.
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[bookmark: _Toc58354294]                    Figure 3: Idea of profit loss sharing (Source: Boateng, 2014)

[bookmark: _Toc57155282][bookmark: _Toc58620282]Evaluating the diagnostic tools to measure the engagement
Although employee engagement is very important or an organisation to survive in the long run many organisation never finds out the level of engagement of the employees to the organisation. There are many tools to measure the engagement of the employees to an organisation which will be discussed below.
Pulse Survey: It is a process of taking short and regular survey on less number of people (Mahawar, 2018, P.1425). It help to find out the condition of the level of engagement by taking answer form few people in an organisation .It helps to the idea on regular basis. For example, if the manager of Google decides to take survey form random 10 employees in the office then it will be considered as a process of a pulse survey.
One for one interview:  This is a great way of measuring the engagement of an employee. IT provides more accurate data than the other measurement techniques. IN this method the mange takes interview of employees on one and one basis. The employee is asked about the opportunities, and problems in the organisation and the level of satisfaction is measure by different question which help to understand how the employees are engaged within the organisation.
                            [image: ]
[bookmark: _Toc58354295]                            Figure 4: One for One Interview (Source: Yaghi, 2017)
[bookmark: _Toc57155283]Employee Net Promoter Score (eNPS): This is one of the mostly used tools by any kinds of company to measure the engagement of employees. In this method the loyalty of the employees towards an organisation is measured by different rating and score (Sari, 2018, P.19). The employees are placed as the ambassador of the organisation like Google. Then how they will suggest other to buy the product of the companies is measured. It helps to measure whether the employees are happy with the quality of the products of the organisation. By getting the score the manager can decide where they should le improve the quality of the products are not. There are three classes based on the score. 
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[bookmark: _Toc58354296]                       Figure 5: Classification based on score (Source: Nielsen, 2014)
IF the score is less than seven then it is regarded as detractors. If the result is 7-8 it is regarded as passives and 9-10 is referred to as promoters. 
[bookmark: _Toc57155285][bookmark: _Toc58620283]Employee absenteeism rate
Employee absenteeism rate is a great tools for measuring the engagement of the employees (Mohanty, 2018, P.366). It helps to find out the level of satisfaction of an employee. If an employee is not satisfied to the organisation then the rate of absenteeism will be high. High absenteeism means employees are not engaged in the organisation. For example, there are different department in Google in which employees work. The company can find out the level of absenteeism by observing the participation of the employees to decision making and problem solving activities. If it is seen that the level of absenteeism is high then Google should take necessary step to increase the participatory mode of the employees.


[bookmark: _Toc58620284]Employees Value Proposition including Strategies to raise level of engagement
[bookmark: _Toc58620285]Employee Value Proposition
An employee value proposition helps an organisation to make the employees engaged to the organisation.  With a good employee value proposition the organisation can attract the employees. For this reason constructing an employee value proposition is important for any organisation. In this segment the employee value proposition will be construed for Google.
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[bookmark: _Toc58354297]     Figure 6: Variable of employee value proposition (Source: Siegfried, 2011, p.2)
As there are diverse range of employees in Google hence the value proposition would be done based on the employees. 
Affiliation: The firs element of employee value proposition is affiliation. In this segment Google will ensure its mission and values. It will develop good work environment and good culture so that employees are engaged in the company.
Work Context: IN the work content segment Google will ensure good structure for the company, provide feedback, and challenging worked to the employees. The feedback will help the employees to get direction on how they should work.
Career: Employees look for career. If there is positive environment on career employees become engaged. Google will ensure personal growth, training and security to the employees which will make the employees engaged in the organisation.
Benefits: There are different non-monetary benefits that motivates the performance of an employee (Abdulqader, 2019, P.39). Google will ensure health benefit, retirement benefit, tuition related benefit to the employees. For example, because of the recent pandemic of Covid 19 the company has started to engage their employees working from home. Google has taken necessary measure against Corona Virus situation. After the Corona Virus case of one of Google's employees in Switzerland the CEO emailed every employees to be careful and restricted any kinds of travelling. Then Google created shift wise duty for the employees.
Monetary incentives: Google will ensure good payment scale, bonus to the organisation which is the solo reason for engagement for many employees.
[bookmark: _Toc57155288][bookmark: _Toc58620286]Strategies to raise levels of employee engagement
[bookmark: _Toc57155289]Human skill is the main reason to be successful in business performance. For this reason making sure the employees are engaged to the organisation is important. Because without their engagement they will not provide good service which will make the customers dissatisfied. There are many strategies to raise the level of engagement which will be discussed below.
Good Job Design: If the job design is not good then employees will not be engaged to the organisation. For this reason ensuring good job design is important. For example, because of the Corona virus result of one of Google's employees in Switzerland the company has decided to design the job differently and allowed less people to work at the same time. It has created good impression on the mind of the employees.
Good work environment: The organisation which provides good environment is satisfactory to for the employees. If the employees feel positive culture in the workplace then they will work hard and be engaged more to the organisation. For example, Google has approved everyone to work from home with a nice text from the CEO. It has affected the employees positively a removed their tension regarding the Covid 19. In an interview with Forbes the CEO of Google said that it has started more flexible work routing for the employees which is called hybrid work routine. In this system employees will be able to work both in home and in office at the same time based on the situation of company environment.
Good leadership: Without good leadership employee engagement will not be ensured. According to Schmidt model (2004), it the leaders are not engaged to the organisation then the employees will never be engaged to the organisation. For this reason Google must make sure that the line manager of the company are engaged to their work and have the ability to motivate the employees to be engaged. 
Learning and development Programme:  Quality matters a lot. IF an employee has proper quality he or she can survive in the competitive world (Lawrence, 2018,). For this reason employees want to learn different skill from their organisation by working. For this reason training and learning opportunity make them more engaged to the organisation. For example, Google arranges training programme for the employees 2 times in a year which teach them different skill. The company has designed its job by instructing the employees to work from home. For this reason it has taken necessary step to train the employees on how they can accommodate with the new condition of working from home.
Participatory environment: If an employee cannot participate in the decision making they cannot never be attached to the organisation. For this reason giving them the right to participate in the decision making helps to be engaged in the organisation. For example, Google can arrange meeting on different problems in which lower level employees will get the right to provide any suggestion.
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[bookmark: _Toc58354298]                   Figure 7: Participatory environment (Source: Saulais, 2016)
[bookmark: _Toc57155294][bookmark: _Toc58620287]Conclusion
The importance of employee engagement beggars description. For this reason understanding the concepts of employee engagement is important for any organisation. For his reason Zinger model, Schmidt mode, and IES model have been discussed here. For any kinds of organisations measuring the level of employee engagement is very important. There are many tools like pulse survey, focus group survey, one to one interview etc. which help to measure the level of engagement of the employees. Employee value proposition is important to attract the employees to organisation by offering different variables.  Lastly the strategies to increase employee engagement have been discussed here. Employee's engagement can be increased by providing participatory environment, decision making right, growth opportunities to employees.
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