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The aim of this report is to demonstrate the concept and understanding of the chosen case of an organisation related to employee engagement. The term employee engagement refers to a concept of Human Resources (HR) which presents the level of dedication and enthusiasm which an individual feels for their specific job role and organisation (Groysberg et al., 2018, p.44-52). The human resource department is responsible for ensuring effective employee retention and employee engagement in the form of appreciation and offering other resources to make the employees stay for a longer time in the organisation (Torrington et al., 2020). It is related to the discretionary efforts that an employee places for their performance and work in the organisation.  Employee engagement is recognised as one of the significant aspects in the organisation which ensure facilitating performance and productivity. The engaged employee tends to better understand their purpose which results in better decision-making. Employee engagement is further significant in the company as it enables the employers to develop and promote a better work culture and ensure effective strategies are in place, thereby enhancing productivity, reducing employee turnover and developing better customer relationships. It further benefits the company as a whole by outperforming its competition (Motyka, 2018, p.227-244). Employee engagement can be effectively measured in a business organisation through the strategic alignment, employee performance and satisfaction and competency of the contributors. The purpose of this report is to describe the concepts and prominence of employee engagement in an organisation. The report is divided into three sections. The first section of the report describes the drivers and concepts of employee engagement. The second part describes the evaluation of various diagnostic tools required to measure employee engagement in the organisation. The last section describes an analysis of employee value proposition along with strategic recommendations to increase employee engagement. 


[bookmark: _Toc90896467]Main Body
[bookmark: _Toc90896468]A critical review of the driver and concepts of employee engagement
In a workplace, “employee engagement”  is the result of having the right conditions for all the employees of the organisation to make their satisfied and dedicated towards values, objectives and mission of the business with an improved sense of their own well-being. It is dependent on the integrity, trust and two-way commitment (Whittington et al., 2017). It is a method that maximises the chances of business success, the performance of the individuals and their well-being. Employee engagement is all about having a clear understanding of how business is satisfying their objectives and purpose. The engaged employees are trusted and empowered, offered feedback and supported in boiling new skills while recognised for their achievement.  For employers, employee engagement is all about showcasing positive behaviour and attitude to generate enhanced business outcomes in a manner that trigger and reinforce one another.  It is all about drawing the knowledge of the employees as well as their ideas to enhance the services and products and be more innovative in how they perform. It also assists in drawing deeper dedication from the employees in order to minimise sick absences, graveness, conflicts and increase productivity (Shahid, 2019). In addition to this, it also assists in making the actions of the organisation consistent in accordance with its values. 
Employee engagement is considered to be critical in any workplace as a highly engaged workforce tends to bring their best in the work that they perform in the organisation. When the workforce performs their best, they tend to assist the business in meeting its objectives. There are a number of drivers which promote or facilitate employee engagement in the company which includes the following.
Performance management- the use of an effective performance management system positively contributes towards employee engagement. For the purpose of performance management, the managers set clear articulated objectives, and transparent platforms to oversee the work performance of the individuals and offer them feedback to facilitate effective communion and assist them in attaining their personal as well as professional goals (Putri and Setianan, 2019, p.518-519). However, it involves partialities and certain employees may suffer from lower self-esteem. 
Leadership- it is recognised as another significant driver to employee engagement where leaders tend to guide, motivate, support and inspire their team members to meet the common objectives of the team to successfully accomplish a work which helps employees in getting work satisfaction and motivation to perform better. However, leaders sometimes focus on targets rather than the engagement and creativity of employees.
Leaning and training opportunities- it is the process and attempts towards increasing the knowledge and skill of the employees to make them perform better in the organisation (Torrington et al., 2017). The development of knowledge and skills is not only significant for the workforce to meet their professional growth but offers a learning culture that is significant for the companies to remain relevant in the frequently evolving business landscape. However, it results in a loss of interest among employees (Groysberg et al., 2018, p. 44-52).
Rewards and recognition- this plays an important role in making the employees feel satisfied by offering various benefits and motivation in the form of rewards which includes incentives, bonuses and appreciation for the employees that are performing exceptionally well in the organisation. This also enables the employees to design ideal work-life balance, work environment etc which plays a direct influence on the engagement. However, this process involves excessive execution and planning and gives rise to biases among employees (Saad et al., 2018, p. 743).
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Employee engagement plays a significant role in a long term success of a business. Measuring employee engagement will allow the team to build a strong strategy that is effectively devised as per the needs of the employees. The measurement of employee engagement further assists in enabling the management to select the best initiatives for the employees and organisation as a whole. There are a number of ways to assess and measure employee engagement which includes the following.
Survey- employee engagement survey is known as one of the most popular approaches for gauging workforce engagement. This is known as an effective way to record the responses of the overall team related to their dedication to work along with certain perceptions for the enterprise. A survey is performed through a mix of numerical scale as well as opens ended questions which are generated towards several drivers of employee engagement. The use of this method allows the employees to collect real-time data (Motyka, 2018).  
One to one meetings-the use of one to one interactions provide the opportunity for to workforce to discuss the matters which are more significant to them which are often challenging to assess at the time of formal evaluation. The management along with the HR department can ensure to organise individual meetings with the workforce on a quarterly or monthly basis. In this approach, the company can ask questions related to any issues which the employees are facing in the organisation (Armstrong and Taylor, 2020). This assessment will further assist the management to develop a strong bond with the employees. However, this method requires a lot of time which the employees can actually set in doing their own work (Whittington et al., 2017).
Stay and exit interviews- when employees leave the organisation, the managers must ensure to determine and know the actual reason behind their resignation. This enables the manager to determine the areas in which they must improve and work to enhance employee engagement (bbc, 2021). The use of exit interviews assists in understanding what strategies or methods a company can adopt to further provide satisfaction to the employees while stay interviews enable the management to know the areas in which they are already excelling. For example, the managers can ask a question related to "what make you leave the organisation? What do you look forward to every day of your work and much more (Ahmed et al., 2020). 
Retention rate and productivity metrics-this tool help in analysing how engaged the workforce is in the business. This will place a direct effect on the productivity metrics and retention rate. The productivity metrics can be calculated effectively by measuring revenue per employee, knowing the level of customer satisfaction, and the planned to done ratio. This will assist the managers to measure and track how efficient the workforce is in getting their work done appropriately. However, this approach is still judged in businesses through subjectivity (Putri and Setianan, 2019, p.518).
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An “employee value proposition is a unique set of benefits that an employee” receives as a result of showcasing their unique capabilities, skills and experience in the company (Pawar, 2019, p.133-152).  It includes the core reasons for which the employees feel motivated and proud to work in the organisation through the process of developing a positive culture and inspiring vision. The use of employee value proposition assists in decreasing employee turnover while increasing profitability in the business. It develops an inclusive work environment that fosters a diverse culture in the organisation. The various components of employee value proposition include radical flexibility, deeper conservation, holistic well-being and personal growth (Motyka, 2018).  The organisation can construct an employee value proposition in the following ways which include the following.
Understanding current perceptions of the employees- this is the first stage that measures how engaged employees fee in the organisation. This method is conducted in a form of a survey where management can determine the perception of values, culture and benefits that employees have from the organisation.  The survey can be conducted in the form of various questions such as the tangible benefits provided by the company which includes flexible working time, creating a safe and hygienic work environment and restructuring roles (Pawar, 2019).  
Gain insights-once the responses are collected, the organisation is required to analyse the data collected through a survey in the form of words that several respondents used to analyse the company’s culture and individual perks and benefits which are repeatedly signed out. 
Communicating the message- once the employee value proposition is defined, the organisation must look for effective ways to communicate it with the individual; that they are trying to hire through advertising, website and interview process. This will develop a positive perception related to the value of working in the organisation (Mkheimer and Mjlae, 2020).
Strategies to increase employee engagement- after collecting the responses of employees, the management is required to develop relevant strategies to drive employee value proposition which includes the following.
The leaders and managers are required to delegate work based upon the capabilities and qualifications of the individuals which will assist them in becoming more dynamic, engaging and dynamic (Groysberg et al., 2018, p. 44-52).  The management can ensure to effectively appraise the employees for their work performance by organising quarterly work appraisal programs to provide bonuses, incentives and certificates to the employees while offering other benefits in terms of training, paid leaves, growth and career opportunities etc. The other opportunities provided to the employees include education, personal development and networking. 


Evaluation- the progress and success of employee value proposition can be successfully measured through taking feedback from the employees about the culture of the company to determine their level of satisfaction while keeping a close track of employee retention (Whittington et al., 2017).
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The report discussed the significance of promoting employee engagement in organisations. The report presented that employee engagement is the outcome of having the right conditions for all the employees of the organisation to make them aligned with the objectives, values and mission of the organisation. The report further highlighted the various concepts of employee engagement followed by several drivers which helps in making the employees feel satisfied in the business which includes performance management, leadership, learning and training opportunities and rewards and recognition. The report further presented several diagnostic tools required to determine and assess to level employees are engaged in the organisation. The several diagnostic tools discussed in the report include one to one meetings, surveys, exit and stay interviews and retention rate and productivity metrics.  The last section of the report covered the Employee value proposition which includes the unique set of offerings and values that positively affects the employees in the workplace. The report discussed the various stages required to develop a successful and efficient value proposition in the organisation. The various stages covered for employee value preposition includes understanding current perceptions of the employees, the ways involved to effectively communicate the message, strategies required to increase employee engagement and testing and evaluating the overall strategies involved in an employee value proposition. 
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