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INTRODUCTION 
The report is prepared in context with employee engagement and different tools for measuring employee engagement in coordination with value proposition from the ideas and analysis which covers the different strategies for increasing the level of engagement. 
Employee engagement is a part of human resources that explains about the different levels of enthusiasm and dedication of the employee towards their work profile. The employees engaged within their work and performance makes the organisation realise their efforts in strategies in relation with growth and development of the organisation. Employee engagement within the organisation could be critical when it is linked towards job satisfaction and boosting employee morale. Communication is treated as one of the major crucial parts of creating and maintaining employee engagement. The employees engaged with the organisation are likely to be creative, productive and good performers. They often show a greater value and commitment towards the organisation’s value and their goals (Sun and Bunchapattanasakdda, 2019). The leaders of the organisation always encourage the employees which includes communication, offering rewards and promotion for amazing work and also offers regular feedbacks to employees regarding work. The employees engaged within the organisation also believes that their working profile is meaningful, they get appreciated and always supported by their managers and they have been entrusted with the success of the organisation.
The employees engaged within the organisation have also developed an emotional connect with their job and organisation that is focused towards working for achieving organisational goals. They are connected with the organisation rationally and emotionally and also motivated for performing on a higher level (Motyka, 2018). 
 
CONCEPTS AND DRIVERS OF EMPLOYEE ENGAGEMENT 
Focusing on the drivers to employee engagement, “engaging employees for success” includes four key drivers named as: Strategic Narrative (Leadership), engaging leaders, employee voice and integrity. These drivers are very important within the organisation as it helps to focus and pay attention towards success and creating benchmark for it. The drivers of employee engagement further states: 
Leadership: it is one of the well recorded points that most of the resignations comes due to employee and leader relationship. The employees of the organisation are not happy with their leaders and due to such reasons, the employee puts resignation. An organisation who spends a lot of time and efforts for grooming their leaders for being aligned towards their goals, culture and focused also have to ensure that their subordinates are happy and satisfied with them. New change or current developing industries have a very young and dynamic workforce that focuses on the autonomy for decision making and also increases the level of responsibilities and accountabilities (Antony, 2018). 
Performance management: An effective performance management system is contributed very positively towards the employee engagement and development. This includes goal setting at the top of any performance management system. Further, it is articulated towards goals that are fair and just needed for judging the performance on time and being rational towards it. Performance management also needs to offer feedbacks and include critical elements that looks for bonding and connection between employee and organisation (Shaik and Makhecha, 2019). 
Learning and training opportunities: it includes “people enjoying learning” mainly when the workforce is continuously looking for enhancement in skills and knowledge. It is very important to focus on skill enhancement and knowledge as it offers a learning culture to the employees and they constantly get new skills for the purpose of development and looks for relevant knowledge in the changing business landscapes and opportunities. 
[bookmark: _Int_AlWCMnY0]Rewards and recognition: The very bottom line is relating towards work performance and individuals working to earn. It helps the employees to stay motivated and fulfil their ambitions in life. It includes equitable pays with some rewards and recognition program which further enhances motivation level and it also leads towards commitment and employee engagement (Obeidat et al., 2019). 
Work environment or Organisation Culture: this includes the bonding between employee and company which is further cemented towards an employee identification in respect to culture of the organisation. An employee within the organisation is engaged and always motivated for pushing up the limits and performs well if they find the organisation culture or environment is supportive and always the leader helps whenever needed (Obediat et al., 2019). 
Work role or Job role: the employees within the organisation should always look over the link between their roles and focus on the organisation goals. It is also important to understand the interconnection that gives an intrinsic motivation and also helps in employee engagement. Most of the employees within the organisation comes to work on deadlines without possessing a sense of belongingness and also try their best to attain the given tasks without possessing the sense of achievement on task completion. However, the employee who looks for the clear link on role contribution to the organisation always goes on some extra miles and also helps in creating organisation wealth and development (Obediat et al., 2019).

EVALUATION OF DIAGNOSTIC TOOLS FOR MEASURING EMPLOYEE ENGAGEMENT
Employee engagement within the organisation is very important and it could be measured with the following tools or through levels:
[bookmark: _Int_qV8r3hH1]⦁	Employee Surveys: Surveys are something which is mostly used for measuring employee engagement in relation to get several feedbacks on employee feelings and their attitude towards the organisation. The most effective surveys could be filled and it could also be submitted anonymously, it eventually increases the participation level and also permits more honesty towards the employee response in respect to their feelings and values. The managers of the organisation can put several efforts within workforce engagement level by putting questions like:
· Are you determined to give your best effort on work every day? 
· Are you happy with the work culture followed within the organisation?
It is very important to have good surveys that helps in understanding employee motivation, employee passion, job satisfaction and work quality (Burnett and Lisk, 2019).
[bookmark: _Int_10Ku0qee]⦁	HR Tools: Within the survey, employees once or twice within the year starts to have a good place, the disadvantage is that they are not getting real-time, ongoing or holistic feedback in respect to their performance.  Due to this reason, the organisations are increasingly supplementing the periodical surveys with different versatile software tools and programs that could collect and keep a track or record on employee engagement within a year. There are several modern platforms that gives tools for the collection of feedbacks and measures employee satisfaction and it also permits to manage the employees and their data by keeping it safe at one place (Shuck, 2019). 
[bookmark: _Int_42dWDySM]⦁	Social Media: The development or increase in social media refers that the organisation managers have some powerful tool on their fingertips which helps them measure employee engagement with the organisation. For example, the organisations can measure the employee engagement by monitoring their ratings on different social media platforms like Glassdoor and they also can read the reviews given by employees in respect to the organisation. An internal social media network could also be beneficial like the organisation intranet helps the employees to post their view, ideas and also, they can engage in conversations that are useful. This gives managers a opportunity for understanding better and also get a sense of their morale and looks for entire organisation culture (Bridger, 2018). 
⦁	Taking advantage of the employee lifecycle: employee lifecycle refers to the phase followed by the employees within their working period, it starts from their recruitment, selection and onboarding which is further followed by development, performance management, retention and at last, off-boarding. Within these stages, the employee engagement with the organisation can be observed and it can also reinforce the value proposition with the company brand and cultures (Bridger, 2018).

EMPLOYEE VALUE PROPOSITION FROM THE IDEAS AND ANALYSIS INCLUDING STRATEGIES TO RAISE ENGAGEMENT LEVELS

Employee value proposition also abbreviated as (EVP) is the complete offering of an organisation to make their prospective and current employees in return could put their best efforts and helps in attaining the targets. It also encompasses the different payment benefits, considers all the non-financial aspects which further attracts, retains and also motivates the employee of the organisation. there are five main elements that makes up an employee value proposition are compensation, work-life balance, stability, respect and location (Arasanmi and Krishna, 2019). The elements or strategies further states:
Compensation: this attribute is also called as compensation and benefits which includes the employee satisfaction level in respect to their salary and also considering the performance rewards and bonus like evaluation system of the organisation. It also includes fair performance-based compensation which makes the employee value proposition more valuable. 
Work-life balance: this is the benefit which is paid off time and holidays to flex time options along with several retirement plans. It also includes the advantages of employee’s value, flexible work timing, the chance to opt for work from home, vacation period and offering parental leave (Mascarenhas, 2019). 
Stability: stability is very important in career, different opportunities for the employees helps to grow their career and develop themselves as per the need of the organisation. They can develop employee’s growth by giving them training timely so that the employees be in touch with all the latest activities or changes happened within the organisation. 
Location: this is the component that is quite simple and focus on the location of the office. Location is treated as one of the broadest ways which helps to develop positive work environment and also develop certain level of autonomy.
Respect: It is all related with positive relationships, offering support and team spirit in between the team and team members. Apart from respect, it is important to focus on organisation culture and organisation’s core values and trusts (Bagienska, 2018). 
Offering support to employees in L&D opportunities: it is important for the organisation to offer various educational resources and programmes that enables the employees to learn and grow more whenever needed. L&D programmes helps in empowering the employees to get some values and skills for better understanding and performing better. The individuals who look for their job support and growth should actively contribute within the future career growth and development. This could be attained by skill-based training, leadership training, online courses and mentorship programmes (Kumar et al., 2021). 
[bookmark: _Int_jEtJbLtZ]Offering different employee wellness programmes: health and wellness initiatives are important and it also aims to enhance the entire well-being of the employees of the organisation. Employee wellness programmes are centred around mobility points, covers physical activities, nutrition and health and wellness along with peaceful mind activities. It is important to offer employees such tools and resources so that they can manage their health and also, they can improve their productivity and engagement. Health and wealth of the employee are important are it also supports employee wellbeing within the EVP (Kumar et al., 2021). 
[bookmark: _Int_Kax6zkbI]Financial rewards: this component within employee value proposition is focused towards employee expectations from the entire evaluation and compensation system and concerns towards the total rewards. It also includes the different financial offerings like in terms of salary, bonus and stock or broking options. Financial compensation within employee value proposition is the key motivator within the workplace and makes the employees motivated and retained with the organisation for a long time (Kumar et al., 2021).

Therefore, it is important to build employee proposition in a systematic manner with six major steps like:
· Assessing the current offerings. 
· Interview of current and past employees of the organisation 	Defining the major components involved within the employee value proposition 
· Writing down the employee value proposition 
· Promoting employee value proposition by opting correct channels 
· Reviewing the results (Pandita and Ray, 2018).


CONCLUSION 

The report is prepared in context with employee engagement where there is explanation regarding employee engagement and its concepts. The report also covers major drivers for employee engagement, different evaluation tools and techniques to major employee participation or engagement within the organisation and at last, the report has covered employee value proposition ideas which includes several strategies for employee development and engagement. 
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