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This report will be the focus on employee engagement in a business organisation that will help in understanding the importance of employee engagement in the business to facilitate better growth and organisational profitability. In this report, the concept and the drivers behind the employee interaction will explain, which will increase the understanding of its role in making better organisational decisions. Also, the measures of employee engagement and an employee value proposition will be explained to increase the understanding related to the use of employee engagement in making the company more productive and goals oriented. 
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Employee engagement is the process of presenting opportunities in front of the employees to engage with colleagues and managers and the wider organisation. 
(Sun and Bunchapattanasakda, 2019)
In other words, Employee engagement is the process of gaining the participation of employees in organisational operations. It has gained a lot of importance over the last 10 years as the organisations are now thriving in making better business decisions that are supported by employee participation and their engagement in the operations of the company. Employee engagement helps in making better use of the skill and effectiveness of employees in making better business operations (Sun and Bunchapattanasakda, 2019). 
It is one of the most vital elements in the organisational process of human resources management as it helps in making better employees participation and therefore helps in making effective business decisions. Therefore the concept of employee engagement helps in making better business decisions as the employees will be presented with the opportunity to make communication with the organisation that will help in generating innovator ideas that can be supported and converted into viable business ideas. Therefore the low level of engagement in the business organisation can be improved by a proper understanding of its concept and the ways that can be best implemented in the business and organisational decision making (Osborne and Hammoud, 2017).
Drivers of employee engagement
There are various drivers of employee engagement that increases the participation of the employees in the business organisation and in the process of making decisions. There are mainly five drivers of employee engagement that are:
· Employee welfare: employment welfare is the ability of employees to make their social and interpersonal development that will help in making them more interacted and intellectual skilled. It refers to the amenities and the facilities that have been provided to the employees by the company. Employee engagement can increase the welfare that has been given to the employees as the employees can make promotions and increase the benefit offered to them (Khodakarami and Dirani, 2020).
· Employee empowerment: empowering employees refers to the distribution and the delegation of the authority that has been given to them to facilitate the decision making that can be used in making decisions on their end. This will help in increasing the accountability of the employees and therefore makes them accountable for the responsibilities and decisions that they take.  
· Employee growth: growth of a person in the business organisation is important as it increases the motivation of the employees along with the responsibilities that also increases the satisfaction of the employees from the job. Therefore employee growth is important as the employees see their interpersonal and organisational development (Khodakarami and Dirani, 2020).
· Interpersonal relationship: the interpersonal relationship in the business between employees is important as it supports the transfer of ideas that will help in transforming things the ability of the employees to work with better organisational and interpersonal efficiency. 
· Gaining leadership skills: leadership skills refers to the ability to lead people towards changes that can be influential and therefore helps in achieving sustainability in business operations. Employee engagement helps in gaining insights that can be used and implemented in the process of processing information so that ideas can be generated that will be used to increase the effectiveness of the business organisation. Hence the leadership skills can be improved that will contribute to better organisational success (Khodakarami and Dirani, 2020).
There are other drivers that can be used as a source of employee engagement. Some of these are:
· The ability to make connections and growth in the company.
· Getting equal opportunity at work, health and safety at work. Being recognised and other benefits.
· Job satisfaction
· Managing better relationships at work and therefore increasing the effectiveness of the communication and the effectiveness of the business communication (Sun and Bunchapattanasakda, 2019).
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In the words of Othman et al (2018) Given the importance of employee engagement, it is important that the managers must use some of the methods to measure the employee engagement of the business organisation so that better strategies can be formed that will lead to better and more efficient communication between teams and employees. In this dynamic business environment, cultural issues and employee engagement are issues that are needed to be concerned to make better human resource practices to increase business effectiveness. 
Employee surveys
As stated by Ebener and Hasselhorn (2019) the employee surveys help in collecting the views of employees over the intensity of interaction that they have been experiencing in the business organisation. One of the important facts about making surveys is the ability to provide the answers anonymously that helps in transferring information without being noticed or targeted. Some of the questions that can be asked by the business in collection business information are: 
1. Are you giving the best of your efforts?
2. Are you satisfied with the work culture?
3. Are you comfortable in making connections with the other employees and management? (Ebener and Hasselhorn, 2019)
Exit interviews
Making surveys is an effective method of collecting the data that is treated to the employee engagement but the questions that lead an employee to leave the company is more important as the drivers of the exit can be used in making better strategy for the employee retention and engagement strategy. This not only helps in knowing the reasons behind leaving an organisation but also to make an analysis of the type of working conditions and the environment that has been provided to them for working (Hossain et al., 2017).
Making small focus groups 
As stated by Gupta and Sharma (2018) Small focus groups can work on singular directions and therefore for the participants of the group are re required to make effective business and interpersonal connections to make the effective transfer of thoughts. This increases the effectiveness of the teams and therefore helps them in making better decisions that can be focused on better growth and organisational goals. This can be used in assessing employee engagement and also how much effectiveness can be brought in the working after making communication with each other can also be analysed (Gupta and Sharma, 2018).
Introducing productivity measures and retention rate
As stated by Fahim (2018) Productivity measures makes the employees use innovation and creative thinking in making better business decisions therefore it makes it important that these are to be implemented in the organisational development process that makes it a major aspect in measuring employee engagement. Productive measures can be the non-financial KPI, turnover rates, training and development, leadership and goals pieces of training and others that are directed towards employee engagement and the retentions to make a better analysis of the progress that employees are making at the given level of engagement.
Along with that calculation, the current retention rate of the employees can be helpful in making an assessment of the changes required to make an employee being retained to the company. Therefore these matrices can be used in making a better assessment of employee retention and development at both organisational and interpersonal levels (Hossain et al., 2017; Fahim, 2018).
Form using the above tools and the measures to make an employee assessment it can be said that organisations can find the reasons behind the low level of retention and the employee engagement that can be used in making better strategies implemented in the business organisation to increase the engagement of employees in the company.
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It is a representation of the unique set of skills that are used in measuring the value insights an employee is receiving in return for working in the business organisation. It helps in defining the essence and the uniqueness of the company that makes it unique for the employees. Employee value proposition helps the company in making an assessment related to the interpersonal growth of employees by making the business operations towards contribution that they are making the in the company. This also helps in increasing the effectiveness of the business operations that will improve the working of the company (Arasanmi and Krishna, 2019). 
The employee value proposition is mentioned below
Compensation
· Employees will be paid a competitive salary as compared to other companies and competitors as per their positions and a bonus on extra contributions.
· Frequent promotions as per the contributing and the skills of the employees. This can be measured against the standard of competitors.
· Other allowance will be paid along with the base salary for increased motivation (Rafique, 2019).
Benefits 
· A healthy work-life balance that is highly motivating and competent to make better employee growth (Arasanmi and Krishna, 2019).
· Team working and increase in leadership skills contribute towards interpersonal growth.
· Medical and other insurance for the employees and the families that can be used at the time of requirement. Along with that counselling in retirement planning will also be provided so that employees can make their retirement as per their wish (Rafique, 2019). 
Career
· Employees will be provided with the abilities to work independently and therefore they are regularly trained through training and development programs that will be used to make them more skilled and informed (Mascarenhas, 2019). 
· The company is optimistic therefore it makes its contribution towards developing an engaging work environment that values unique people and insights that sets the company apart in terms of performance and employment (Arasanmi and Krishna, 2019). 
· Further contributions for the college education will be provided by the business organisation that will help in increased knowledge and skills to make a better contribution in the operations of the business organisation.
Work environment
· The roles and responsibilities will be delegated which will increase the accountability skills and therefore makes an employee more responsible towards the work and the company (Mascarenhas, 2019).
· New and innovative work practices will be presented in front of employees that increases the challenges faced by the employees to make them more agile and dynamic in terms of making an organisational decision. 
· The company created a work pattern and culture that attracts bright minds and people to make them feel skilled and therefore contributes towards making them more effective in their respective fields (Mascarenhas, 2019). 
Culture 
· Organisational culture is innovation-related and performance connected that will help in motivating those who are connected to the company towards the highest efficiency.
· The company also contributes towards the social responsibility that makes the people contribute towards social development and environmental protection (Arasanmi and Krishna, 2019).
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Through this report, it can be concluded that business organisations after applying the measures of evaluating employee engagement can make decisions regarding the use of strategies to boost the engagement of the employees in organisational working. In this report, the concept and the drivers behind employee engagement have been explained that will give a proper and effective knowledge over employee engagement. Also, the measures to calculate the position of employee engagement have been mentioned that will increase the understanding related to the reasons that are reducing employee engagement. In the end, an employee value proposition has seen created to measure the value that an employee is receiving in return for contributing to the business organisation. 
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