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Introduction
This broad concept encompasses nearly every aspect of human resources management as we've come to understand it. Employees will not respond to poor management by completely committing themselves to their jobs if all aspects of human resources are not managed in an effective way. In order to build the notion of employee engagement, preceding concepts such as work satisfaction, commitment, and organisational citizenship behaviour were used as foundations. Despite the fact that these notions are closely connected, employee engagement is a far larger term. When compared to the three previous categories of job satisfaction, employee commitment, and organisational citizenship behaviour, employee engagement is a better predictor of good organisational performance. Involved workers have a strong emotional connection to their company and are extremely invested in their work, going above and beyond the terms of their employment contract (Bridger, 2018).
Task One – Concept and Drivers of Employee Engagement
Managers are unanimous in their belief that this century needs greater efficiency and production than any previous period in history. Businesses are always looking for ways to improve their efficiency. Managers have had to deal with a slew of difficulties in order to succeed in moving their business ahead of the pack. Various academics, researchers, and consultants have been putting forward their best advice for managers in order to assist them succeed. Many writers in the second half of the twentieth century credited ideas like Total Quality Management (TQM) and Business Process Reengineering (BPR) with boosting organisational performance via operational and process changes (Gallup & Harter, 2014). In order to plan, implement, and control the required improvements in operational efficiency, they were/are utilised as management solutions. Survey houses and consulting firms are the most often cited sources of information on employee satisfaction. It's seen as less of a scholarly artefact. Human resource management is only getting to know this notion, which has been discussed in academic journals for the better part of the last two decades. Employee commitment and Organizational Citizenship Behavior (OCB) are also important components and predictor variables of employee satisfaction, according to recent research, which defines OCB as a behaviour observed in the workplace that illustrates itself by taking new initiatives and proactively seeking out opportunities for improvement. These structures, however, are part of the larger construct of employee engagement and cannot stand alone as a substitute for it (Robertson-Smith & Markwick, 2009).
A number of studies have attempted to uncover the characteristics that contribute to employee engagement and have generated models that managers can use to better understand how to motivate their employees. They are looking for the factors that would help boost the level of employee engagement. It is possible to bring employers and workers closer together to the advantage of both if employees have a sense of community, the freedom to be themselves, and the chance to contribute, they find purpose (Sharma et al., 2019).

People prefer to work for companies where they have a sense of purpose. A new paradigm dubbed "Hierarchy of involvement" has also been introduced, which is based on Maslow's need hierarchy. Pay and benefits are the essentials at the bottom of the pyramid. Once an employee fulfilled these demands, then the employee looks to growth prospects, the opportunity for promotion and then leadership style will be put to the mix in the model (Bridger, 2018). Lastly, after the employee has achieved all of the aforementioned lower-level objectives, he or she turns to an alignment of value-meaning, which is manifested by a genuine feeling of connectivity, a common goal, as well as a shared sense of meaning at work, respectively. Nearly two-thirds (60 percent) of those polled said they need more chances to advance in their careers in order to be happy in their current positions. A key part in the recipe for retaining and motivating employees is a solid manager-employee connection (Truss et al., 2013).
In general, five things must be done by managers in order to build a highly engaged staff. Adherence to the following directives is essential:
· Empower.
· Encourage and promote cooperation and teamwork.
· Encourage personal growth and development in others.
· When it's acceptable, show your support and appreciation.
Most factors that are discovered to lead to worker involvement are non-financial in their nature. Consequently, any company that has dedicated leadership may attain the necessary degree of involvement with less expense of doing \sit. Managing people's finances does not imply that administrators must overlook this part of their workers' lives. In reality, success must be connected to compensation (Bridger, 2018). Nevertheless, this is just to reiterate the classic phrase of Human Relations Movement which says as social being, human resource is not driven by money alone. Pay and perks are equally vital to any worker, excellent or bad. The remuneration of a company's employees should at the very least be similar to that of the general market in that region. Nevertheless, getting salary and benefits package up to market’s levels, which would be a fair first move, will not lead a firm very far- they are like tickets to the ballgame, they can get the business into the game, but can’t help it win (Gallup & Harter, 2014).
Task Two - Diagnostic tools to measure engagement
As workers continue to work from distant locations or from their homes during the epidemic, the issue of employee engagement has taken centre stage. Employees who are happy in their jobs are more likely to put in long hours and remain with the same employer. Employee engagement is more than just an employee's degree of satisfaction or the amount of labour they put in. An employee's degree of dedication, connection, and passion toward their work and the company are all part of the idea of employee engagement. Work engagement, but at the other hand, isn't constant; it comes and goes. Here are a few methods to help you monitor and promote employee engagement (Robertson-Smith & Markwick, 2009).

Rewards and Recognition Programs for Employees
Recognizing and rewarding engaged workers is a smart approach to find them. Recognizing and rewarding good work is well-established as a key factor in increasing employee commitment. In the same way, managers and HRs may assess employee engagement by counting the number of workers who get awards and recognition (Sharma et al., 2019).
Assessments of Employee Opinions Often
Surveys are the best way to quickly and accurately determine how engaged your employees are. Not only does it make it easier to determine levels of employee involvement, but it also encourages people to contribute their own creative ideas. An engaged workforce relies on two-way communication, and this is critical. When it comes to employee questionnaires, HR and management should be sending out short, concise, and relevant questionnaires often. Having this information will enable HRs, supervisors, and the business better understand their workers' level of engagement, as well as their organisational temperament. Satisfaction, Alignment, and Future Orientation should be the primary indicators in your survey form (Truss et al., 2013).
Get to know each other often.
HRs and managers should meet with their workers one-on-one from time to time. One-on-one meetings allow employees to freely exchange information and express themselves since they are held in person with their boss or HR representative. Ideally, this process is carried out on a weekly or biweekly basis (Bridger, 2018.
Exit and Stay interviews should be conducted
People quit companies for a variety of reasons, but as a manager or HR professional, you must understand what led them to do so. Employees often mention their dissatisfaction with their jobs as a cause for quitting the company. Employee engagement may be improved by performing departure interviews and stay interviews, which assist managers and HRs identify areas for improvement. When it comes to improving involvement, post-game interviews reveal what you might have done differently, but stay interviews reveal what you are currently doing well and what you need to work on (Gallup & Harter, 2014).
Aim for a Minimalist Approach
It may be tough for you to have a one-on-one meeting with your staff if your firm is too huge. The use of focus groups is an option in this situation. When doing this, it's common to gather people from the same team or from separate teams. Managers and HR professionals should have a list of 5 to 8 questions ready to ask workers, such as if they believe their job is essential or whether they have the necessary resources to do their duties. A better understanding of how to boost staff engagement and productivity may be gained from this (Robertson-Smith & Markwick, 2009).

Retention and productivity metrics should be tracked
Employee retention and productivity measurements provide insight into the level of commitment workers have to the company. As a result, employee retention and productivity indicators will be directly affected by employee engagement. The importance of employee engagement cannot be overstated, and it should be monitored on a regular basis in order to keep your staff engaged and committed to your company (Sharma et al., 2019).
Task Three – Guidelines for successful employee value proposition - including strategies to raise levels of engagement
EVP is the unique collection of advantages that each employee gets in exchange for the skills, capabilities, and experience they provide to a firm. The purpose of an EVP is to convey the uniqueness and core values of your business. People are pleased and driven to work at a company that has a compelling goal and a unique culture. It is essential to ensure that your EVP is original, relevant, and engaging. A strong EVP helps a corporation retain its finest employees and recruit the greatest external talent when it is incorporated into all elements of the organisation (Truss et al., 2013).
Understand what others already think about a subject.
It's not enough for business executives to create a corporate culture for your EVP; it's up to your employees to live and breathe those principles. From your employees, you can bring your vision of a perfect corporate culture to life. To create a realistic EVP, you need to know what your current and future workers think about your brand and culture. For instance:
· What entices prospective workers to join the company? 
· What makes current workers believe that the business is special?
· When it comes to working at the company, what are they most excited about?
· What's the point of staying?
· What causes them to leave?
Employee surveys, focus groups, exit interviews, and feedback from former workers and job candidates may all be used to acquire this information (Bridger, 2018).
Determine the main selling points
In order to evaluate the data and decide the components of your company that people appreciate most, form a cross-functional team. Establishing your company's employer brand and articulating it in your EVP will help prospective employees understand what your company stands for and how their values align with yours. This information may be used to write an EVP that addresses the following questions.
· Is it in line with your long-term goals?
· Is it a point of difference for your business?
· Has this given an accurate depiction of what life is like at your company?
· Is it a motivating factor?
· If so, does it appeal to a wide range of people?
In order to ensure that your Employee Value Proposition (EVP) accurately reflects your company's core values, conduct a survey of current and potential workers (Gallup & Harter, 2014).
Disseminate the information
Make sure your EVP is communicated in a fresh and relevant manner to the individuals you want to attract after it has been defined. In order to attract the best employees, you need to communicate your firm's values to potential employees via all of your recruiting channels, including your company website, advertising, and the interview process. The passive labour market will create a favourable impression of your organisation if you consistently communicate a compelling EVP via branding, public relations, and marketing (Sharma et al., 2019).
In order to be on the same page, it is important to realize that the current workers are your most potent marketing tool and play a critical role in attracting new talent. In order to build brand ambassadors, your workers must be able to perceive a consistent brand image both outside and internally (Truss et al., 2013). As part of your company's induction plans, incentive and recognition programmes; internal communications; policies; and business strategies, you should include the EVP. Every year, review your Employee Value Proposition (EVP) and make sure that it reflects your company's evolving employee experience. Effective EVPs attract individuals that are eager to join your team. Making the right hiring decision is the most difficult aspect (Bridger, 2018).
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