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[bookmark: _Toc58581206]Introduction
The report elucidates the concept of employee engagement and its crucial role in boosting employees’ efficiencies, which in turn would enhance the organisation’s growth prospects, profits and competitive advantage. It describes the various factors that promote employee engagement, some of which include alignment of the employees’ objectives with the organisation’s goals and a good reward/recognition system. Diagnostic tools used to assess employee engagement levels such as engagement surveys and stay/exit interviews, are assessed. Strategies to improve employee engagement levels are discussed and an employee value proposition is suggested.

[bookmark: _Toc58581207]Reviewing the Concept and Drivers of Employee Engagement
Employee engagement defines the employees’ passion for their jobs, commitment towards their organisation and interest in taking voluntary efforts as regards their work (Imperatori, 2017). It refers to a state where the employees feel committed, energetic and passionate towards their work and defines the mental/emotional connection that employees experience towards their organisation. 
Promoting employee engagement enables the organisation to boost work quality, improve employees’ efficiencies and preserve talent, which in turn drives organisational growth and profits (Turner, 2019). Other benefits of employee engagement include lower attrition rate, improved customer service, higher revenues, stronger brand image and larger market share. Engaged employees have a better understanding of their role, purpose and fit within the organisation, which leads to better decision-making. As a result, such organisations enjoy higher earnings and are well-equipped to surpass competition and quickly recover from financial problems. 
Employee engagement is growingly becoming an indicator of assessing employees’ work satisfaction levels (Shuck, 2019). The modern-day employee is keen to play a vital role in their job roles and shows significant enthusiasm and commitment towards their organisation and co-workers. With changing employee expectations, retaining best talent is becoming an arduous job for organisations. Organisations that possess appropriate employee engagement strategies are likely to preserve their top talent and lure new talent. 
Factors that can reduce employee engagement include lack of appreciation/recognition by superiors; no proper alignment with the organisation’s mission; and a poor communication network (Albrecht, et al., 2015). Organisations should hence view employee engagement as a major goal, in view of its key outcomes of improved efficiencies, long-term retention, better work quality and higher growth/profits. 
Drivers of Employee Engagement
Factors that drive employee engagement in organisations are:
Employees should be able to perceive a strong connection between their job role and the organisation’s goals/objectives (Thornton, et al., 2018). Employees who perceive how they can significantly contribute to the organisation’s goals would show high engagement levels and work harder towards ensuring the organisation’s success.
The engagement level of employees who identify themselves with the organisation’s culture is higher (Turner, 2019). The bond between the organisation and the employee is stronger in such cases and would motivate the employee to transcend beyond his/her role to work towards the company’s success.
Equitable compensation in combination with attractive rewards/recognition can motivate employees and improve their engagement/commitment levels (Imperatori, 2017). The modern-day employees are constantly on the lookout to improve their knowledge, learning and skills.   Organisations should adopt a learning culture not only to improve employee engagement but also to keep in tune with the continuously changing business environments. 
Clearly outlining and communicating goals to employees, employing fair/unbiased methods to assess employee performance and providing rational/prompt feedback to employees are effective elements of a good performance management system, which can help fortify the organisation-employee bond and boost engagement (Albrecht, et al., 2015).
A majority of employees are found to quit their jobs due to dissatisfaction with their superiors (Kaliannan & Adjovu, 2015). Organisations should invest significant efforts/time in developing leaders, who are well-aligned with its culture, goals and employees. 
Developing and maintaining effective communication networks can ensure high engagement levels (Thornton, et al., 2018). Poorly-informed employees may not be able to perform their roles efficiently. Communication is also key to enabling employees know about what the organisation/management expects from them (Albrecht, et al., 2015). This communication would help employees to plan/prioritise their workdays and carry out their responsibilities effectively. Larger organisations should work towards ensuring the alignment of their workforce with the organisation’s changing priorities (Imperatori, 2017). Effective internal communication is crucial in such cases. 
Other factors that can improve employee engagement include ensuring good interaction/collaboration among employees and between employees and management and outlining/executing favourable organisational policies. 
 
[bookmark: _Toc58581208]An Assessment of Diagnostic Tools to Measure Engagement
Metrics that define employee engagement include a positive perception about recognition, feedback, personal growth, job satisfaction, alignment with the organisation’s goals and good relations with co-workers/superiors (Taylor & Woodhams, 2016). Engagement survey is a popular diagnostic tool to assess employee engagement levels in organisations (Jaramillo & Richardson, 2016).  The survey can include questions that ask employees what they feel about their job role and if there are any aspects that they would like to change. 
Engagement surveys help companies gain significant awareness about what employees feel about their respective work/job roles, motivating factors and quality of their work relationships (Maylett, 2019). Higher participation and honest responses are ensured as the survey forms can be filled by employees anonymously. However, conducting engagement surveys can be expensive, especially if a HR consultancy/survey provider is hired for the purpose. In such cases, it can be difficult to add company-specific questions. 
Engagement surveys are generally conducted annually or bi-annually and hence, do not provide a complete, ongoing feedback about employee engagement levels. Due to this reason, organisations use HR software in tandem with surveys to track and accumulate information about employee engagement all around the year (Maylett, 2019). Apart from assessing engagement levels, these advanced HR software platforms enable easy management of employee data as they centralise the storage of survey outcomes. Performance management software plays an important role in tracking/facilitating feedback/conversations between employees and managers, thus ensuring that all employees are satisfied and work towards organisational, team-level and individual goals. Utrecht Work Engagement Scale (UWES) and Gallup Workplace Audit represent metrics that measure employees’ engagement levels through business outcomes (Turner, 2019). HR software platforms might not truly reflect actual employee engagement levels because certain software measure engagement without active participation of the employee. 
Team leaders and managers can organise regular, scheduled in-person meetings involving informal conversation with each employee to understand how they feel about working in the organisation and assess their engagement levels (Albrecht, et al., 2015). The method’s benefits are that the superiors would be able to get detailed, individual accounts of issues faced by each employee; the private conversation would encourage each employee to openly discuss about their concerns/issues. However, these meetings can be rushed (owing to other important tasks), disorganised (no proper agenda) and tactical (emphasis is on tactical issues, growth, strategies etc.).   
Employee posts on the organisation’s local intranet or social media enables the managers to ascertain their team members’ morale by skimming through the employees’ posts and ideas (Bridger, 2018). Employee ratings in websites such as Glassdoor provide an insight about what the employees think about the company. However, employee posts on the company’s intranet or social media might not present a true picture of the employee’s sentiment about their company. 
Exit interviews, which involve enquiring departing employees about the reasons underlying their exit decision, can help companies identify areas where they can improve to boost employee engagement (Jaramillo & Richardson, 2016). Stay interviews involve asking employees about factors that encourage them to continue working for the organisation. Exit interviews’ drawback is that it helps organisations to know about aspects that they could have done better (which can be late) while stay interviews help them to identify the areas that they are performing well and determine areas where they can still better themselves.  
Employee lifecycle encompasses the various stages that employees pass through during their work stint in the organisation, ranging from recruitment, induction, training, development, performance appraisal, retention and exit (Maylett, 2019). The organisation can collect employee feedback in each lifecycle stage and develop appropriate employee engagement initiatives. Although it provides valuable information, this tool can be time-consuming and laborious and the organisation’s focus might shift to other important areas over time. 
One of the most important aspects of the employee engagement measurement tools is to ensure that the right questions are asked; a majority of employees participates; and genuine responses are obtained. Failing on any one of the above aspects can result in not obtaining a true picture of the organisation’s employee engagement levels.
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An employee value proposition denotes the range of benefits/associations/values that the employer provides the employees in exchange for the employee’s capabilities, skills, knowledge and experience (Shuck, 2019). The employee value proposition recommended for Southwest Airlines is given below:
“Southwest Airlines promotes a healthy and fun work environment where each employee’s contribution to the organisation is appreciated, recognised and celebrated through organisation-wide and local culture committees. The company promises a stable work atmosphere that ensures equal opportunity for individual learning and advancement to all its employees. Southwest shows the same respect, caring attitude and concern towards its employees that are expected to be shown towards its customers.”
In light of the ongoing pandemic, the company has undertaken certain initiatives such as flexible work hours, working from home, job restructuring and design and ensuring that the workplace is Covid19-safe (Southwest Careers, 2020). However, there are concerns that lower employee engagement levels might affect the organisation’s viability. Strategies that Southwest Airlines can follow to improve employee engagement include:
The organisation can conduct employee engagement surveys to determine the engagement levels of its employees. These surveys can ascertain if the employees possess a positive perception about their role, contribution and fit within the organisation (Al Mehrzi & Singh, 2016). An understanding about the presence of potential factors that reduce engagement can be attained; the survey can determine if the employees feel appreciated/recognised by the company’s rewards/recognition systems, whether their individual objectives are aligned with the company’s goals and if the communication network is effective.  
Improving the Rewards and Recognition Systems and Promoting a Learning Culture
The company’s rewards and recognition systems can be improved to ensure that employees feel appreciated and recognised for their work (McManus & Mosca, 2015). Initiatives to express gratitude in recognition of employees’ efforts would make them feel appreciated and improve productivity. Non-financial rewards such as promotion and learning opportunities can be provided to motivate the employees and improve their engagement levels. A culture that encourages learning is vital to improve the engagement levels of modern-day employees who constantly endeavour to enhance their knowledge/skills (Turner, 2019). Providing opportunities for employees to partake in organisational decision-making, mentoring them in their roles or allocating more responsibilities can improve their self-esteem and boost engagement.
Adopting an Effective Internal Communications Strategy
Effective internal communications is paramount to ensuring that employees identify themselves as a good fit within the organisation and its culture; effectively communicating about employees’ contribution towards fulfilment of the company’s objectives would boost their morale and improve engagement (Bakker, 2017). Establishing a separate communication channel for employees to voice their concerns/issues and ensure that they are addressed effectively can help employees develop an opinion that the organisation is genuinely interested in their welfare and would improve engagement levels. 
[bookmark: a]Engagement surveys can help identify if employees face any issues as regards their interactions with co-workers/superiors and determine their perception about personal growth, job satisfaction and recognition in the company; appropriate measures can be taken based on the survey outcomes, which can boost their engagement levels.   

Implementing a Good Performance Management System
Individual-/team-specific goals and the company’s expectations from the employee should be clearly communicated to facilitate higher efficiencies (Albrecht, et al., 2015). The performance management system should outline clear goals/objectives, use fair assessment methods and furnish rational feedback, which enables employees to better their performance. 
Promoting Flexibility
The organisation has already implemented flexible work hours for its employees, which represents a key tool to promote engagement (Bakker, 2017). It allows employees to adapt their work location and working hours as per their requirements. This flexibility in choosing the work hours and locations promotes a better work-life balance and engagement, and ultimately leads to higher productivity. Reminding/encouraging employees to take work breaks would build the organisation’s image as one that is interested in its employees’ welfare and would motivate them. 
Community Initiatives
The organisation can promote community-support initiatives and encourage their employees to take part in such activities (McManus & Mosca, 2015). This would help create an opinion that the company does not focus merely on generating profits but also aims to contribute towards societal welfare; the initiatives can help improve employee engagement as employees would feel proud to be associated with such organisations. 

[bookmark: _Toc58581210]Conclusion
Employee engagement defines the connection that employees experience with their organisation and reflects their commitment/passion towards their work. It drives employees’ performance and thereby boosts the organisation’s market share, growth and profits. Factors that promote employee engagement include employees’ positive perception concerning their contribution towards the organisation’s objectives, good rewards/recognition system, good relationship with co-workers/superiors and effective/clear communication.  Engagement surveys, in-person meetings and stay/exit interviews are used to assess employee engagement levels. Strategies such as building a learning culture and maintaining effective communication systems can aid in raising employee engagement levels.
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