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This assessment includes the concept and importance of employee engagement for a company. It also consists of the tools and strategies to measure and improve employee engagement in the given company that has recently introduced working from home and flexible working hours and has restructured roles and made the workplace safe from covid-19. Many companies have vitalised the importance of employee engagement and how a low rate in the engagement may affect the viability of any company and how higher rates may improve the company’s overall productivity. Engagements happen when workers are satisfied with the roles they are provided in the company and are happy with the professional responsibilities they are assigned with. With this, employees tend to show improved performance and engagement in completing the tasks which they possibly prefer. It is believed that the employees work harder and as they value their job as well as the sole objectives of the company. As when employees are delighted to go to their workplace and have a clear vision of their respective tasks, they feel their conduct in the company is valuable and tend to show increased efficiency and productivity in the workplace. So, it becomes important for the businesses to measure their employee engagement and effectively apply strategies to raise levels of engagement. 
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[bookmark: _Toc101196334]“Concept of the Employee Engagement”
 “Employee Engagement is said to be introduced by Kahn in the year 1990” and can be defined as the concept of human resources that describes the commitment and passion of a company’s employee base. Employee engagement is all about the effort and positive attitude of the employees that drive performance and productivity of a business. In other words, it may be defined as the engagements in terms of the feelings and behaviour of workers (Antony, 2018). With this said, employees tend to show improved performance and engagement in completing the tasks which they possibly prefer. People who have expertise in human resources believe that the employees work harder and as they value their job as well as the sole objectives of the company.
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Drivers of employee engagement estimate the presence or the lack of quality in the work field that affects the overall engagement. With the drivers of employee engagement, people involved in the company can accurately analyse both the efficient and weak parts of their business that may be helpful in positively shaping the culture and performance of the company (Khodakarami and Dirani, 2020). There are several drivers of employee engagement that can drive the employees to find more meaning in their respective jobs and eight of them are discussed below - 


1. “Autonomy” - Autonomy can be necessary to inspire the workers of a company to increase their performance in the given work. To introduce autonomy in a business is to basically trust the workers in their decision making skills and on how to complete their tasks in the best way possible. This allows employees to have the freedom of having a flexible working time and to manage their time according to their comfort (Torrington et al., 2014). Overall, this makes employees feel involved in the company and their core objectives.   


2. “Comfort” - This driver is often ignored by many people but is necessary in the employee engagement. It refers to the comfort ability of any employee when completing the given tasks and how it becomes important in the engagement portfolio of any business.  When employees’ are provided quick access to the resources required for the given task, it is certain that they feel comfortable in putting their physical, mental and emotional attributes for the same task.


3. “Relation within Colleagues” -  When employees of a given organisation tend to show mutual respect towards each other, interaction and loyalty among one another increases which can be helpful in building a friendly environment in the workplace. It becomes quite necessary when group tasks are assigned to the workers, so a supportive and positive outlook towards one another can be beneficial in increasing productivity and the overall engagement (Khodakarami, and Dirani, 2020).


4. “Fairness” - It becomes necessary for any business to conduct or introduce fair policies that meet the needs of all their employees. It is all about how fairly a worker feels to be treated in and around the company. This driver indicates the workers’ feeling about the job or task they are assigned with and the rewards they receive upon completion of the given task. It is also worth noting that most employees tend to compare their job conditions with their colleagues and so it becomes important how they determine the extent of respect they get from the management and their co-workers.


5. “Feedback” - Feedback is an important factor that can help in increasing employee engagement and the overall performance in the workplace. While feedback can be motivating and encouraging, sometimes it can be demoralising for some employees if appropriate or constructive feedback is not made. With constructive feedback, workers can have a proper understanding of their work goals, if they are successful in meeting expectations or if they’re failing in certain terms and how they can show improvement in the given task (Armstrong and Taylor, 2017). It is not only the employee engagement that is affected by the beneficial feedback but rather it also helps in building a firm relationship between the employers and the employees. 


6. “Leadership” - Leadership is one of the key drivers of employee engagement that any company, big or small can relate to. Actions of leaders can interpret the level of engagement in the employees and can be decisive in motivating or demotivating an employee (TAYLOR and WOODHAMS, 2012). Leadership drivers also take note of how affable and welcoming leaders are to employees and if those workers do not find the leaders connecting to its employees at the workplace, they may not properly engage in the given tasks and these results in often questioning the leader’s decisions. Also, if the working class of a company feel the leader is not reliable and committed to the betterment of the company, employees would not feel like working for the company and opt to search for better companies. 


7. “Psychological Safety” - It is very important for the workers of any company to have immense trust that they would be able to perform their tasks without having to fear the negative impacts on their self-worth, image or even their profession (TAYLOR, 2010). If the workplace of a company does not guarantee the “psychological safety” of its employees, it would be merely possible for the workers to manage impersonation and negativity and they would deliberately fail to make successful contributions in the given work.


8. “Purpose” - Having clarity towards the purpose and objectives of the business is necessary for the employees to feel connected to and have a purpose for the values of the company (Armstrong and Taylor, 2017). It helps employees to have a better understanding of the core mission that the company deals with far off the profitability of the business or the rewards they get upon completing the assigned tasks.      
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Employment Engagement is not only referred to how happy an employee is to have assigned to certain tasks or roles but it is rather about the amount of dedication, relation and their positive outlook towards the motive of their task, job and the company (MARCHINGTON and WILKINSON, 2012). Diagnostic tools that can help to measure employment of any company are - 

“Surveys” - “Employee Surveys” is regarded as one of the most frequently used tools to measure engagement in the employees and to get response of the feelings for any worker (Burnett and Lisk, 2019). To increase the effectiveness of the given surveys, companies can initiate anonymous submission from the employees to get more numbers of participation with higher rate of honesty. Surveys which are properly initiated with appropriate questions would be helpful for businesses to analyse the level of commitment, passion and job contentment of each of their employees.  

“HR Tools” - Surveys for the workers a few times in a calendar year can be helpful when starting to measure employee engagement because sometimes the employees fail to provide comprehensive, open-end and current feedback. For the given reason, companies nowadays are periodically surveying its employees with software tools that easily collect and trace the engagement in the employees around the year (PILBEAM and CORBRIDGE, 2010). HR tools contain programs or tools that help in collecting employee feedback and measuring the job satisfaction of any employee. These tools also allow the company to manage the workers as well as their data by adding all the survey results in the same database. 

“Social Media” - The use of social media is increasing everyday and with this being increasingly recognised throughout the world, business owners have another tool that can be helpful in measuring employee engagement. IT can be easier for employers to mark their workers’ feelings and ideas by checking ratings and reviews. The company intranet allows their workers to publish their views and connect in interactions which help employers to have proper understanding of the workplace and their commitment and attitude towards the company. 
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“The employee value proposition or the EVP” is the value or rewards that a worker gets for their skills, abilities and background in the company. The EVP comprises the beneficial reasons which keep an employee encouraged and moralised to work for the company (Mascarenhas, 2019). A powerful EVP can be helpful in retaining quality workers and to get the attention of raw talents.

“Understanding Existing Perceptions” - It is not just business owners or managers that build the culture of the business to add in the employee value proposition but it also comes from the employees and people that maintains the company’s values. A powerful EVP is creatable when the leader has the better understanding of the discernment or the viewpoint that the employees hold towards the values and culture of the company.

“Determining key selling points” - By initiating a hybrid form of team functioning, it becomes easier for a company to evaluate and determine the key selling points or the aspects that are valued more by the consumers (Sun and Bunchapattanasakda, 2019). It is also necessary to check the EVP by testing with the workers to see if it is coherent to why they like to contribute to the company. 
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The term “employee engagement” is becoming widely popular and to help improve the rate of engagement certain strategies can be implemented in a workplace -

“Measuring employee engagement” - It becomes hard for companies to improve engagement in the workplace if they are unaware of the real time rates of engagement in the employees (Cattermole, 2018). So, it is necessary for businesses, big or small, to introduce relevant surveys or HR tools to measure the engagement rates. It is also applicable for companies to collect ideas and feelings through social media interactions. 

“Coaching leaders and managers” - Any company’s leadership management affects the rates of employee engagement. If the management team of a company shows a high rate of engagement in their tasks and treats their employees in the right way, it is certain that the employees also become engaged in their given objectives. So, to increase the overall engagement and productivity in the workplace, it becomes relatively necessary to coach the leaders and managers of a company to set the right tone for the employees. 

“On boarding” - It is one of the best times to assign new workers to their tasks, team objectives and the core motive of the company. While on boarding, it is necessary to guide the workers for the first few months by providing them with mentors who are not in the leadership team.

[bookmark: _Toc101196339]Conclusion 
Upon completion of the assessment, it can be concluded that the concepts and the importance of employee engagement is highly necessary to be understood by the companies as it helps to boost productivity in the workplace and increase employees’ loyalty and commitment to the company. It also becomes important to understand the key drivers and the employee value proposition that may affect the overall engagement in the workplace. Also, there are various strategies that both major and minor businesses apply to improve the rate of employee engagement in the company.
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