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[bookmark: _Toc56447757]Introduction
Organisations these days are structured in a more empathetic way where relationships between the organisation and the customers as well as the employee and the employer are properly taken care of.  One of the most important resources of an organisation is its employees therefore organisations focus more on planning and implementing different strategies which helps in attracting and retaining the employees (Lee et al., 2018). Also it is important that the employer of an organisation takes care of its employees in a way that they are motivated towards performing better. Better performance of the employees leads to better productivity of the organisation which increases sustainability and competitiveness of the company. Keeping in mind the hygiene and motivating factors it is essential for an organisation to design its structure and policies in a way which helps it to engage and deploy its employees. 
Therefore, this report rightly describes the steps or approaches which an organisation takes in order to ensure better productivity of the employees and also helps in attracting, engaging, deploying and retaining its people. The report also analyzes the concepts and drivers which enhance employee engagement and also talks about the tools and measurements which are necessary for enhancing this.

[bookmark: _Toc56447758]Approaches of organizations to attract, engage, deploy, and retain people
The process which organisations take into account for attracting engaging and deploying as well as heating people in the organisation are described below.
The organisation should look forward to creating a room for diverse talent into an organisation. Creating a diverse organisational structure will help in getting various talents and skilled professionals who can add value to the particular organisation. In order to get in valuable professionals the organisation must focus on its recruitment process by creating a robust selection procedure. For increasing and enhancing the procedures which organisations follow during the recruitment process should be unbiased highlighting the benefits and emolument structure which the organisation will provide its new recruitment. The job description provided should be aligned with the mission and vision of the organisation and what the organisation really once out of its employees (Popli and Rizvi, 2016). It should prepare properly to highlight all the basic and necessary skills which are mandatory for applying for the job.
Further the organisation should focus on synchronising all the information with both of the employers and employees working for the organisation. Properly maintaining and synchronising the responsibilities and actions which the employees are responsible for I will help them in better engaging with the organisations interest.
The aspect which is one of the most important factors which helps in retaining employees is that of branding. Branding helps in attracting as well as retaining an employee in an organisation (Kang and Sung, 2017). The brand value is a critical factor which helps the organisation to achieve new heights. Branding not only highlights the Goodwill of the organisation but also promotes the commitment which the organisation makes to its employees as well as other stakeholders. Certain aspects of the organisation such as its ethical code of conduct, social responsibility and its culture help in retaining and attracting employees.
The factors which help in engaging and deploying employees in an organisation are the positive culture of the organisation and the attitude as well as the energy which flows in the organisation. Other stimulating factors for engaging and deploying employees are the decision structure and discipline structure of the organisation, the author of trust within an organisation helps in building positive Outlook towards working in a more responsible way. The greatest factor towards engaging employees in a better way in an organisation is the managerial structure and the leaders (Antony, 2018). It also includes the training models of the organisation and the personnel who lead the people. An effective leader is not only responsible for creating a better workplace but also is responsible for motivating and inspiring the people towards working in a more collaborative and productive manner.

[bookmark: _Toc56447759]Review of the concept and drivers of employee engagement
From the above two segments of the study paper it can be understood that employee engagement is very important and vital for an organisation to perform well. There are various ways in which an organisation focuses on while increasing the engagement of their employees (Gilani and Cunningham, 2017). The concept of the drivers of employee engagement is stated below.
There are distinctively 10 drivers of employee engagement such as
Autonomy:
This driver plays a very crucial role in inspiring people for doing their best in the organization. It focuses on providing the employees with the probable freedom which helps them to apply the expertise for providing better organisational value.

Capacity:
The driver helps the employees to feel motivated towards providing their mental and physical capabilities for generating productive results. It helps them to access the key responsibility areas and the resources which are required for the job.

Co-worker relationships:
It helps in understanding and promoting the employees relationship into an organisation and focuses on generating and increasing the co-worker relationship. 

Fairness:
Equity and equality is something which is very essential in the corporate sector therefore ensuring equity and fairness for the organisation helps in driving the employees to be better engaged with the organisation for a longer time period.

Feedback:
Every employee requires feedback of the task done by them which ensures their growth and development and also motivates them to work better. Constant growth and development will ensure better employee engagement to the organisation.

Goal support:
The employees need proper support from the organisation which ensures availability of basic necessities and resources which are required for achieving certain goals and objectives. 

Leader availability:
The availability of effective leaders ensures better guidance to the workers and employees. And effectively do not only motivate and inspire the employees to be working in a better way but also implements the Strategies and plans which needs to be followed in order to to attend certain objectives and goals which aligns with the organisation as well as our employees personal goals.

Leader integrity:
Passport of integrity among the leaders will help in developing ethics and conduct among the employees as well (Imperatori, 2017). Business ethics and work ethics insurance proper attainment of organisational objectives by keeping in mind the importance of integrity and honesty. Therefore an effective leader always ensures honesty and integrity among the people he or she leads.

Professional development:
This is one of the most crucial drivers which help in ensuring professional development and employee engagement to the most. Professional development criteria help in the overall development and growth of the employees in accordance with their personal as well as professional goals (Kundu and Lata, 2017). Its focus is not only to ensure that's right resources are implemented for the right process but also encourages the team to take proper advantage of the opportunities available in the market and organisation.

Psychological safety:
Lastly according to various needs and hierarchy theories the aspect of psychological safety is very essential for ensuring employee loyalty towards an organisation. Psychological safety e involves the trust and fear factors regarding the self-image career and status of the employee.

These factors or the drivers help in pursuing and improving the employee engagement factors related to the organisation.

[bookmark: _Toc56447760]Tools to measure engagement
The tools which are used for measuring employee engagement in an organisation are very vital as it denotes the retention and attention factor of the employees towards the organisation. Better employee engagement is the result of high employee satisfaction which comes from aspects of the organisation which helps in motivating the employees as well as looks after the factors which are generally employee centric. Employee engagement can be increased by making the organisation structure more flexible which considers employees as an integral part by making them feel important through checking on the needs and looking after the requests (Singh et al., 2016). A major factor which helps in generating employee satisfaction is true delegation of authority, delegating the decision making powers make the employee feel more important for the organisation and therefore works towards creating value.
There are three elements which help in measuring employee engagement: they are the individual needs of the employee, team orientation and professional growth. The individual roles or needs which are expected out of the employee must be clear which clarifies the aspect that is expected out of the employees. Main individual or an employee is certain about what head responsibilities are and how he or she needs to excel in them state the fact that the employee is more likely to get engaged with the organisation for a longer period of time (Dhanpat et al., 2018). The factor of team orientation also implements few aspects such as the zeal of working together with other teammates and the focus and integrity to work ethically with the team for a common cause is also used for analysing the engagement level of an employee. Last but not the least the growth perspective which the employee has helps in denoting if the employee is looking forward to a longer engagement with an organisation, as the employee focuses on grabbing opportunities and growing both professionally as well as personally with the organisation. 
Analysing the engagement level of an employee there are certain behavioural aspects which the human resource manager needs to identify for analysing if the employee is looking forward towards loyalty with organisation or not (Ma et al., 2018). I can be further understood by surveys, comments and interviews conducted with the employees who focuses on highlighting about the needs and requirements and the grievances of the employees. A Better employee relationship results in better employee engagement which can be achieved by properly handling the aggrieved employees into an organisation and resolving their problems from a modem pathetic Outlook. 

[bookmark: _Toc56447761]Employee value proposition strategies to raise levels of engagement
As it can be analysed from the above segments that it is very essential for an organisation to analyse and evaluate the engagement level of its employees. Therefore certain strategies are implemented in order to raise the level of engagement of the employees. 
The most important factor which ensures productivity of an employee is when the employees are properly heard and give importance. As an effective leader and a manager he or she needs to focus on the factors which create a problem within the employees. Being employee centric is very essential because it makes the employees feel more important and valued by the organisation and the management. The feeling of being valued increases their level of engagement in the organisation and also makes them more loyal to the organisation. 
Tactics such as rewards and recognition, articulate goals and responsibilities, encouraging of power among the employees, being supportive and valuing the employees and paying them what they worth are the strategies which an organisation and the HR team of the organisation takes into account for better employee engagement (Shuck et al., 2017). The factor of being supportive and helping the employees to achieve their personal as well as professional goals not only motivates the employees but also helps them to complete and fulfil their responsibilities with more agility. Proper training and development programs can also ensure better employee engagement and retention in an organisation by inspiring and upgrading the skills both professional and personal. Employees now focus more on the aspect of proper pay for their employees in order to retain them from shifting to any other organisation. Paying what the employees deserve gives them proper recognition and rewards for doing something good and motivates them to work in a more productive manner. Another strategy which can be implemented is encouraging the employees who are already performing tremendously in the organisation (Shrotryia and Dhanda, 2019). This aspect of encouraging power employees will help the business of the organisation to retain valuable human resources in their organisation. The power of empathizing ultimately helps organisations not only to retain employees but also helps in retaining customers. Empathising helps the manager to recognise the problems and the grievances of the employees and therefore provides proper solutions to it. 

[bookmark: _Toc56447762]Conclusion
After reading the above analysis on retention of customers and improving the engagement of customers in the organisation. The above said paper rightly describes all the factors which impacts employee engagement and also highlights the factors which enhances employee attraction, deployment and retention in the organisation. It can be seen that being employee centric and empathetic towards the employees will leave the organisation to become more successful towards ensuring more engagement from its employees. 
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