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Introduction
Employee engagement is a holistic measure of an employee’s enthusiasm, motivation, and investment in the job. Though is it often associated with job satisfaction, employee engagement could be defined and understood in different ways. Organizational efficacy, growth, and culture are largely interrelated with employee engagement, furthermore employee engagement is commitment, enthusiasm, passion, and motivation which is a combination of behaviours and attitude that give value to the organization and retain employees (Khan 1990). With the invention of varied constraints, necessary adaptation is mandatory in order to utilize the changed drivers to engage the employees within the organization.
1.Employee engagement concept and drivers
1.1Concept of employee engagement
Employee engagement is defined in varied ways by the industry leaders. Willis Towers Watson, 2021 marks employee engagement as the contributory factor in an organization’s success that can be derived from the willingness and capacity of the employees. According to Gallup, 2021, the employees who have involvement, enthusiasm, and commitment regarding their work are the engaged employees. Aon Hewitt outlined the psychological investment of an employee in his/her company as employee engagement (Antony, 2018). According to Harvard Business Review,2021, people’s desire to attend, understand, and contribute to the success of the organization through one’s predefined responsibilities and beyond is employee engagement.
Improvement of employee engagement directly increases the organization's efficiency and productivity. Researches show profits increase up to 21% by engaging the employees within the organization (Macheky, 2021). It also reduces employee turnover up to 59%, therefore is reducing the cost associated with new recruitment.  A white paper from Achievers shows that disengaged employees are prone to more general errors, which is on average 60% higher than engaged workers. Disengagement of employees costs the U.S. economy alone around $500 billion per year (Achievers. 2021).  Disengaged workers also tend to check for new options and to have a greater turnover ratio, which in turn costs the companies higher in the recruitment process (Aslam, Imran, and Rahman, 2018 and Hejjas, Miller and Scarles, 2019). State of the Global Workplace Report by Gallup said that around 85% of the workforce worldwide are either not engaged or actively disengaged with their works (Gallup, 2021). Hence understanding the drivers behind employee engagement is key to improving it.
1.2Drivers of employee engagement
There are a number of elements identified as drivers behind employee engagement. For example, I have identified 26 common drivers responsible for employee engagement within 12 top engagement research companies (Gallup, 2021). Overall, there are 8 most common drivers which are described below.
Understanding of organisational strategy
[bookmark: _Hlk78140821]Managing every single employee is impossible, rather assisting the employees to understand the organization’s strategic goals is pretty much plausible and engenders better decision making from them. One way of making it possible is the cascade method of communication (Anthony, 2018). Senior management should interact directly with the front-line employees through emails, town hall-style conversations, and others, which enables them to effectively engage, provide feedback, and feel more empowered. This strategy works better than the traditional method of indirect communication between top management and front-line workers.
Recognition: Every employee aspires for appreciation, which is a fact of the common human psychology. Recognition of an employee's performance can generate great results in terms of employee engagement. Every now and then, managers should personally recognize the additional efforts beyond requirements made by a team member. It is reassuring workers’ engagement as well as demonstrates a positive impact. According to a survey report, recognition is one of the most effective non-financial processes of retaining employees.
[bookmark: _Hlk78140834]Opportunity for growth: With the rapid evolution of technology and consequential changes within the industries, the required skill sets for employees are in continuous development. Moreover, companies are bound to pivot every few years with talents having the required skills, which were under the radar just a few years back. Nowadays, organizations that provide employees the opportunities to grow their abilities and learn newer skills also indirectly show that they are concern about their employees’ long-term welfare and job security. These opportunities also provide satisfaction to comparatively proactive workers (Shaik and Makhecha, 2019). Therefore, this is a great driver for employee engagement.
Relationship with the Line Manager: The intra-employee relationship is another driver, which can ensure employee engagement up to seven-folds. A group of supportive colleagues help employees to feel more engaged as well as prepare them for a challenging environment, exciting project, or challenging conversation with their manager. Meaningful relationships are a time-consuming yet critical element for employee engagement (Anthony, 2018). 
Level of autonomy: Against the traditional mindset, today’s employees require a certain level of autonomy; especially when knowledge and talent are available. Given that, employee's activities are aligned with larger strategy and key information is dispersed among the team, therefore, knowledge workers should be given the chance to work themselves. Managers should be more trusting and empowering, which in return will provide more engagement, commitment, and productivity from employees.
[bookmark: _Toc78255313]Sense of accomplishment: For employees under 35, one of the key drivers for engagement is the sense of accomplishment. Tasks should be more specific with certain incentives that install a sense of accomplishment within the workers. Offering training opportunities will also be helpful in this regard, which enables the employees to develop their skills and feel more engaged.
Compensation: Compensation is a tricky yet driver with utmost importance for employee engagement. Market, projected growth, and employee contribution should be factored meticulously to ensure an effective and efficient remuneration strategy (Anthony, 2018 and Shaik and Makhecha, 2019). It directly determines the employees’ engagement with the organization. A low salary than the industry standard and infrequent raises might save money in the short run, but in the long run, ensures several folds of losses. So, it is better for any organization to formulate and implement a satisfactory compensation package, focusing to retain the top talents within the organization.
2.Diagnostic tools for measuring employee engagement
There are a number of diagnostic tools available for measuring the engagement of the employees. The best strategy is to use a mixture of them, rather than just sticking to any certain one. The tools are as follows:
Pulse surveys: It is one of the most common and efficient tools for employee engagement (Goestjahjanti et al, 2020). The smaller size of the surveys enables them to be distributed more frequently and provides a real-time view of the situation. Data can be collected through a mix of numerical scale and open-ended short questions aimed towards the drivers of engagement. Every survey should be focused on finding a specific insight with a set of relevant five to ten questions. These anonymous survey insights can be used to make decisions regarding modification. 
One-on-one meetings: Private meetings enable employees to focus on matters relatively more important to them, which might be missing in the surveys. The focus should be given to listening to the employee within these meetings. Besides, the interviewer should be someone who has a solid relationship with the interviewee (St-Aubin, 2021). This way these meetings would be more beneficial, compared to other tools
Small group discussions: Group discussions are alternative for bigger companies, where one-on-one meetings aren’t a plausible option. Employees from similar departments should be clustered and discussion should be conducted on the team’s challenges and successes; whereas cross-departmental group discussions should be held for understanding the inter-departmental issues and the overall bigger picture (Burnett and Lisk, 2019).
Stay and exit interviews: Many organizations conduct exit interviews, but more importance should be given to conducting stay interviews. These interviews should be focused on learning what makes employees remain within the organizations and how things can be improved. Finally, when someone wants to leave, exit interviews should be arranged to find out the issues. However, it is more of a reactive tactic; so, stay interviews are more effective in this aspect.
Employee Net Promoter Score (ENPS): ENPS is a tool that focuses on assessing employee loyalty. It is based on Net Promoter Score (NPS), which was designed to measure customer loyalty. Employees anonymously mark their company on a scale of 1-10; the score is again classified into three categories: detractors (0-6), passives (7&8), and promoters (9&10). Detractors
wouldn’t recommend working for the organization whereas promoters are the biggest supporters. ENPS nicely depicts the workforce clusters based on dedication and engagement; though it doesn’t explain the underlying reasons (Yaneva, 2018). 
1. [bookmark: _Toc78255314]Constructive Employee Value Proposition (EVP)
In the traditional sense, Employee Value Proposition (EVP) is the combination of financial and non-financial benefits provided to the employees for their contribution to an organization. The modern definition says EVP is the ecosystem consisting of support, recognition, and values by the employer in order to facilitate the employees to achieve their max potential. EVP is important for attracting and retaining top talents as well as optimizing recruitment expenses. 
HR theories list five main components for EVP that can be used towards organizations in a way that can be helpful for engagement between employees and management. Financial rewards, employee benefits, career development, work environment, and culture are the main theories that can improve employee engagement within the organization resulting in better performance and image.
A good salary, bonuses, and benefits can attract employee attention to better work performance. Career development is a key to discover talent within employees and make them feel valued and passionate in achieving the organization's goals. The work environment is an important aspect for employees. Teamwork, flexible hours, recognition, and better communication is part of great team-building and engagement. Creating a culture within the organization allows employees to trust and collaborate better leading to a great work relationship aligned with company goals and performance.
Traditional EVP is getting less impactful within the pandemic-oriented remote workforce. So, some additional human-centric actions must be included for an effective EVP (Venkataramani, 2021). Mentionable actions are:
Deeper connections: Including goal-based daily task plans and talent processes, modifying family benefits based on employee needs and organizational capacity, and educating the managers regarding more people-centric attitudes will ensure building a deeper connection within the organization (Chanana, 2020).  
Radical flexibility: Employee and team relative more flexibility and autonomy, aligned with organizational strategy and communication within the team will bring in radical change within the employees’ confidence, satisfaction, and engagement.
Redefined personal growth: Customized personal growth opportunities along with virtual sessions focused on personal necessities will certainly meet the needs of the employees during and after-pandemic workplace. Sponsoring an online learning platform, encouraging peer-to-peer learning, etc will help to implement the aforementioned goal.
Holistic well-being: Managers must focus on person to person for the implementation of a holistic well-being approach. Regular virtual one-on-one sessions with line managers, honest conversations about mental health, virtual team discussion, and gamification activities, etc will surely go a long way to ensure the holistic well-being of the employees and in turn, will make them more engaged (Risley, 2020).
Shared purpose: Encouraging inter-organizational decisive ownership of societal issues, creating accountability for implementing personalized actions on those issues, and ensuring better implemented CSR by prioritizing those societal issues aligned with organizational goals – collectively confirms the “shared purpose” element of the modern EVP.
[bookmark: _Toc78255315]Conclusion
[bookmark: _Toc78255316]Employee engagement is essential for the excellence of an organization. An engaging employee is a continuous process, that requires meticulous planning, utilizing the right tools, analysing the results, and modifying HR policies, then again going back to tracking the results. Through effective utilization of the right EVP, it is plausible to attract, retain and develop the best talents available within the organization’s capacity. And for that, modernizing the EVP based on changing dynamics and adapting accordingly is the way to achieve the best performance for organisations.
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