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Introduction
This report will explain, analyze and evaluate the following main points:
1. The concept and drivers of employee engagement;
2. Enhancing employee engagement;
3. Outcomes of engagement;
4. Diagnostic tools to measure engagement;      
5. Creating an employee value proposition.


1. The concept and drivers of employee engagement
Torrington et al. (2014, p.156) state that: “employee engagement can only be usefully defined as a multi-dimensional concept that encompasses a variety of different elements. Indeed, it is quite likely that the antecedents of employee engagement vary from person to person, let alone workplace to workplace”
Engagement refers to the emotional attachment and positive perception of employees to their work and organization, which factors contribute to increasing the motivation and enthusiasm of employees (Torrington et al., 2014).
Armstrong and Taylor (2017, p.226) point out that: “Engagement happens when people are committed to their work and the organization and are motivated to achieve high levels of performance. It has two interrelated aspects- 1) job engagement, which takes place when employees exercise discretionary effort because they find their jobs interesting, challenging and rewarding; and 2) organizational engagement, when they identify with the values and purpose of their organization and believe that it is a great place in which to work and to continue to work”.
Engagement is a process of providing conditions that support the effective work of employees, rather than a process of forcing these "employees to work harder", so it is important to ensure a "healthy work-life balance", instead of focusing on "long working hours (CIPD, 2007)

Gifford (2019) states that: “Employee engagement brings together and repackages older and more established concepts, in particular work motivation and organisational commitment. Other relevant concepts include job satisfaction, passion and enthusiasm, identifying with one’s work, playing to one’s strengths, absorption and energy in doing work, citizenship behaviour, and shared purpose or alignment to strategy”.


After analyzing and evaluating the above “concepts and definitions of employee engagement,” it becomes clear that the engagement process cannot be defined as a constant concept, as it includes multilateral elements that vary depending on the context and strategy of the organization. Some elements of the process of “employee engagement” such as “positive perception of work and organization, motivation, commitment, healthy, work-life balance, job satisfaction, passion and enthusiasm, rewarding” can be defined as essential for almost any organization.
Drivers of employee engagement
Armstrong and Taylor (2017, p.218) share the following “drivers of employee engagement”:
· “Job challenge” - provides an opportunity for achievement, “personal growth” and development;
· “Autonomy”-  employees have the “freedom and independence” to plan and control their work;
· “Variety”- when employees performing work duties, different activities are performed and a different set of skills is used;
· “Feedback” - sharing information about the level of efficiency of the employee in the performance of his work duties;
· “Fit” -it is related to the successful “compatibility between the individual and the work environment” through which employees feel completely free to behave like themselves;
· “Opportunities for development”- providing the employees with ways and means for realization and personal development;
· “Rewards and recognition”- “these represent both direct and indirect returns on the personal investment of one’s time in acting out a work role”.
The model, shown below, shows that developing a sense of value and involve in employees is one of the key drivers for employee engagement.
[image: Figure 5.1: The engagement model](Crestani, 2018)
According to Robinson et al., (2014) employees' sense of being valued and being involved in the organization is one of the “key drivers for employee engagement”.
Robinson et al., (2014) outline key aspects of developing a “feel valued and involved” strategy and identify key actions that encourage employees to “feel valued and involved”.
Key aspects of “feel valued and involved” strategy are the following:
· “Involvement in decision-making “;
· “The extent to which employees feel able to voice their ideas, and managers listen to these views, and value employees’ contributions”;
·  “The opportunities employees have to develop their jobs”; 
· “The extent to which the organisation is concerned for employees’ health and well-being”.
Key actions that encourage employees to “feel valued and involved” are the following:
· “Training, development and career”;
· “Immediate management “  - to ensure “good quality line management”, managers should strive to perform the following activities-
· To inform their employees;
· To treat them fairly;
· To support their employees for successful performance of their duties;
· To provide ways for personal development and training of their employees.
· “Performance and appraisal”; 
· “Communication”;
· “Equal opportunities and fair treatment” -Providing “clear, accessible HR policies and practices about regard to appraisals, equal opportunities and family friendliness”. Performing practices for prioritizing policy of  Diversity and Inclusion.
· Providing a “harmonious working environment — which encourages employees to respect and help each other”.

For the drivers of employee engagement Baran and Sypniewska (2020) emphasize the importance of how employees are perceived by the organization - as valued partners or simply as sources of profit.
In organizations that follow the model of perception of their employees as respected and creative partners, it is noticed that these employees are more enthusiastic in performing tasks, they show greater psychological resilience and patience to adversity, experiencing job satisfaction, t .е. organizations have high levels of employee engagement. But organizations that treat their employees only as a means of profit, the opposite is observed - they have very low levels of engagement (Baran and Sypniewska, 2020).


2. Enhancing employee engagement
According to Armstrong and Taylor (2017) improving “employee engagement” is a long process that has no end, and its main elements are primarily related to quality “leadership, autonomy and opportunities for development”, than to pay more money to employees.
“Enhancing employee engagement” process has two aspects (Armstrong and Taylor, 2017):
· “Enhancing job engagement”- it refer to the following-
· “Line managers” - they are a key factor as they constantly provide the overall necessary support to employees in carrying out organizational activities;
· “Job design”- the work must be designed in a way that motivates workers, i.e. they can use multifaceted skills and apply their autonomy;
· “Learning and development programmes” - all employees, regardless of the level they occupy, to be provided with continuous learning and opportunities to acquire multilateral skills.
· “Developing engagement through performance management”- through “create  a performance management system” to provide “feedback on performance and planning career development”;
· “Developing engagement through reward” – to using “total reward approach” – which combines “both finance  - performance pay, variable pay and team rewards” and non – finance reward practices – Involvement in decision – making, career development and work-life balance”.
· Enhancing organizational engagement”-
· “High involvement management”- the attitude towards the employees should be like towards partners and “the interests of the employees are respected”;
· “Employee voice” - employees form a positive perception of the organization when they can also share their views, ideas and worriment;
· “The big idea”- successful companies with a high level of employee engagement have formed their significant company “mission, values and vision”;
· “The work environment”- through effective leadership and management to create a work environment in which the employee feels safe and healthy, in which he receives the necessary and timely support for his work, in which he has the opportunity to use and apply all his skills and knowledge and to develop his full potential;


3. Outcomes of engagement
Armstrong and Taylor (2017, p.219) determine the following results of successful employee engagement:
· “Lower absenteeism and higher employee retention”;
· “Increased employee effort and productivity”;
· “Improved quality and reduced error rates”;
· “Increased sales;”
· “Higher profitability, earning per share and shareholder returns”;
· “Enhanced customer satisfaction and loyalty”;
· “Faster business growth”;
· “Higher likelihood of business success”.

The image below demonstrates the main characteristics of an engaged employee, i.e. these are the results of a successfully planned and implemented strategy for employee engagement.

[image: Characteristics of an engaged employee | Download Scientific Diagram]( Stoyanova and  Iliev, 2017)

After analyzing and evaluating the information explained above, it is impressive that a successful HR professional must know and be able to apply the basic concepts of employee engagement and the drivers of employee engagement, as well as to know how to ensure ways to enhancing employee engagement. Because through this knowledge and skills the human resources specialist will be able to successfully plan and implement a strategy for employee engagement, which will contribute to the quality implementation of the organizational strategy and this in turn will lead to the achievement of the main goals of this organization.




4. Diagnostic tools to measure engagement      


 In the often changing business environment, it is difficult for companies to adhere to a constant strategy for the commitment of their employees. The organization must periodically monitor and measure the commitment of its employees in order to be able to adapt its strategy according to the results obtained (Liu, 2017).
Liu (2017) recommends that organizations use the following methods to measure “employee engagement”:
· “Employee surveys”- through this research, the organization receives feedback on how its employees feel and how they relate to the organization.
· “HR software”- to use “periodic surveys with versatile software programs that can gather and track employee engagement year-round”
· “Social media”- “An internal social media network, like the company intranet that allows employees to post ideas and engage in conversations is also useful”.
· “Exit interviews”- conducting interviews with employees who have left the organization
· “Take advantage of the employee lifecycle” –   collecting feedback of employee during different stage of the “employee lifecycle”.
                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                      


5. Creating an employee value proposition
Michael (2020) states that: “An employer value proposition (EVP) is the unique set of benefits which an employee receives in return for the skills, attributes and experience they bring to a company”.


The image below shows the essential components of the structure of the employee value proposition strategy.
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At the “heart” of this strategy is the idea of “our employee is our valued partner”.
The structure of the strategy includes the two aspects of “employee engagement” - the first is related to” job engagement” and the second relates to “organizational engagement”.
· Components of “job engagement” of this strategy are the following:
· Good management-high quality management including-
· Always treating  employees honestly;
· Continuous provision of support and mediation to employees in the performance of their duties
· Periodically giving feedback and hearing and respecting the position of workers;
· Awareness of the importance and periodic organization of training programs.
· Job design- managers strive to design work in an attractive way for employees by giving them autonomy and the opportunity to use their own creativity and versatile skills.
· Opportunities -Employees at all levels have the opportunity to participate periodically in training programs related to their direct responsibilities and tasks and in personal development programs to acquire diverse skills and knowledge.
· Reward- the Company follows a “total reword approach by combining “financial and non-financial reward practices”.
· “Non- financial reword”- employee participation in the decision-making process; Proving “work-life balance” and  versatile opportunities for overall personal development;
· “Financial reword”- Providing “performance paying”, “variable pay”, “team rewards” and healthy food vouchers.
· Components of “organizational engagement ” of this strategy are the following:
· Work environment-The “well-being” and health of its employees are important for the organization, so the organization strives to provide its employees with a working environment of security and prevention of their health. And especially of the specific situation at the time of the pandemic – Covid-19 the organization tries to maintain the psychological stability of its employees and provides vouchers for psychological counseling to those who wish.
· Organisational practises- the organization has established “clear, accessible HR policies and practices about regard to appraisals, equal opportunities and family friendliness”. The organization also applies and promotes the practice of diversity and inclusion.



Conclusion
  Although the definition of employee engagement is not a constant concept, a successful HR professional must knows and be able to performs the following key aspects:
· Basic concept of “employee engagement”;
· The main drivers of “employee engagement”;
· Ways to increase “employee engagement”;
· The different types of diagnostic tools for measuring “employee engagement”; 
· Creating impressive strategies for the “employee value proposition”.
Because through this knowledge and skills HR professionals will be able to plan and implement a strategy for employee engagement that will enable these HR professionals to create value for the organization through its workforce, i.e. the organization will  succeed  to implement its organizational strategy and will achieved its goals thanks to its highly engaged employees.           
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