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 Employee engagement is an essential aspect for any firm committed to record high productivity. The engagement encourages employees to stay committed and make notable developments, improvements, and an immense influence on the business's bottom line (Ryba, 2021).  In most organizations where the employers have developed favourable relations with their workers, the output is usually high. Engaged workers tend to feel more motivated compared to their counterparts. The employees impose more efforts and work diligently at their workplace, thus propelling innovation in the firms. Further, the employees are more informed of their roles, understand that they are accountable for the tasks they undertake. The workers are keen on their impact and contribution to the company. They understand that their efforts play a significant role in ensuring that organizations achieve their goals. Nonetheless, some employees fail to embrace the engagement, which brings negative outcomes to the company they work for. Besides, employees have varying capabilities and skills though they could be working in similar departments. This means that they will deliver diverse output, which might be contrary to its expectations or preferences. This paper will analyse the concept, and the factors associate with employee involvement and the diagnostic tools to measure the engagement as well as employee worker proposition. 
[bookmark: _Toc80982861]Concept and Drivers of Employee Engagement
Employee engagement is simply the degree of employees' commitment and attachment towards their employer or organization. It is a human resource concept that attempts to measure the dedication and passion level that employees express towards their job (Ryba, 2021). Engaged employees develop strong passions for the job and are therefore concerned about the company's success. Besides, workers believe that the company's performance solely depends on their efforts; hence, they have deployed intensive force on the assigned tasks. Engaged employees are not salary-oriented; rather, their commitment is to achieve the best for the company. Given the job satisfaction and employee morale, firms can be certain of prospering. Maintaining effective engagement requires the employers to keep constant communication, offering motivational rewards, providing timely feedback on employees' progress, and keeping them informed on their projects (Smith, 2020). Also, firms can constantly assure the employees of their value through actions of service. Engaged workers are certain that their tasks are appreciated, and the top management develops trust in their activities.  The financial health and comfortability of a firm are highly dependent on employee engagement. 
The daily interactions with employers greatly influence employees' behaviour. There are several drivers of employee engagement that motivate employees to keep recording exemplary results for the company. The major drivers are; integrity, leadership, listening to employee voices, fairness, and safety (Ward, 2019). Integrity in a firm involves adhering to stated values which create employee trust. Engaged firms have created authentic and remarkable values which advocate for clear fairness, and trust practices and respect are guaranteed.  Besides, integrity calls for mutual commitment from both the employees and employers and fulfilling the promises made to each other. Organizations keen on following the set values and practices encounter fewer struggles between management and employees. Leadership is another driving factor where leaders should be in good relations with the frontline staff. The leaders are obliged to involve employees in all activities to ensure that the latter are well-informed on all matters associated with the company. Also, supervisors need to prepare well on how to hold honest conversations with the employees. Third, employee voice is where workers are given the freedom to express their views and be listened to and addressed. Allowing employees to express their ideas on a correct platform makes them free to share new ideas with aid in the management process the pros and cons of the organization and formulate how to solve and improve them. Organizations should introduce mechanisms to ensure that the employees are heard and that their issues are solved in time. This practice can be conducted using social media channels, newsletters, casual talks, and group meetings. Further, employers or leaders could consider spending more time with employees to know and understand each other's personalities. Allowing employees to express themselves gives them confidence and self-realization, essential in the workplace. Besides, their interaction skills improve the relationship among themselves as they know each individual's preferences.  Communication is key in organizations as it helps members remain updated always. Besides, communication enables employees to evaluate the firm's performance and weigh where to make changes.   
	Fairness and safety call for respect among all stakeholders in an organization. Particularly, employees need fair treatment from their seniors' workload and wages payment issues. In addition, employers need to create a confidential and trusting environment that allows the staff to work and deliver services within the stipulated period since they do not have distractions.  Another driver is co-worker relationships, where employee engagement depends on their relationship with each other. A positive organizational culture where employees have developed good relationships is associated with good output as they share ideas when executing their roles. Therefore, a social, positive environment should be among the major factors organizations need to consider to maintain employee engagement.  
[bookmark: _Toc80982862]Diagnostic Tools to Measure Engagement
	Organizations often face difficulties in adopting employee engagement successfully. Therefore, organizations have come up with measures to aid in monitoring and measuring employees' engagement plans (Barton, 2017). The common diagnostic tools applied in measuring engagement include; employee surveys, social media, human resource software, taking advantage of the employee lifecycle, exit and stay interviews, and introducing employee reward and recognition programs (TriNet, 2017). Employee surveys are the most popular methods for measuring engagement; the surveys are filled and given to random people. This strategy motivates more people to participate and provide sincere feedback as they do not disclose their identity in the forms (Brown, 2020). The surveys' purpose is to provide detailed information on employees' motivations, job satisfaction levels, and quality of work relationships. Also, through social media, managers measure employees' opinions by observing Glassdoor ratings and reviews. A company with an intranet gives employees the freedom to post and discuss burning issues; thus, managers can easily recognize and develop solutions to the problems. From the information, managers get to know employees' preferences on the general organization culture.  Further, human resource software provides tools used in collecting feedback and measuring worker satisfaction. Conversations and feedbacks between employees and managers are also tracked when using the software. Since that survey results are stored in one place, accessing them is easy, making the process efficient (Beagrie, 2015).   Taking advantage of the worker lifecycle is another diagnostic tool. An employee lifecycle is the procedures employees adhere to during their tenure. It involves recruiting and on boarding, development, performance management, retention, and off-boarding, respectively. Managers can collect employee feedback after each phase to better comprehend how they relate. The feedback is crucial in strengthening the proposition of their firm and culture. 
Lastly, exit and stay interviews involve interviewing employees who are still in the organization or leaving an organization, especially those whose output was excellent. Stay interviews lets managers know the current strongholds and weaknesses in the organisation (West, 2016). The aim is to know what propelled them towards such a decision. From the interview, managers use the information to identify areas that need improvements to avoid losing other employees, especially the most skilled ones. Besides, working on the problems will attract new skilled employees. Some organizations give the exit interview during the employee's last days and accompany it with a questionnaire to get more information. In addition, forming small focus groups is an essential tool in measuring engagement. In large organizations, managers might be unable to hold one-to-one meetings with the employees. So, managers can consider forming small focus groups where members from the same team can be placed in the same group. In the groups, members are presented with work-related questions and asked to answer them with sincerity. This practice aids firms know where they are doing well and improve general employee engagement and productivity. Lastly, introducing employee reward and recognition programs are vital tools to motivate employees to increase their efforts—these programs aid in identifying engaged workers in the organization. Recognition and rewards positively influence the employees to deliver more and be more focused when undertaking the assigned tasks. Managers get the number of employee engagement from the rewards in the organization; thus, the planning process will be simple. 
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An employee value proposition (EVP) refers to the particular benefits that a worker gets in return for the capabilities, skills, and experience they bring to an organization (TalentLyft, 2017). EVP entails the major reasons that motivate employees to work in a given organization. An ideal EVP should be captivating, unique, and relevant. A strong EVP can keep top performers thus, attracting the finest external talent—an EVP aids in employer branding and optimizing recruiting expenses (MichaelPage, n.d.).  To create a compelling EVP, one should; comprehend the existing perceptions, analyse major selling points, communicate the message, and ensure alignment. First, comprehending current perceptions involves analysing the current status of the company. Managers and employees help in understanding and creating a perfect company culture from the initial vision. An ideal EVP should be developed after knowing the perceptions that existing and potential employees have about the company's culture and brand. Understanding what attracts potential employees to the organization and retains the existing ones will greatly help develop a successful EVP. Also, understanding the things or areas they value most about being an employee is essential. Gathering such information can be done by conducting employee surveys, asking for feedback from potential and former employees through focus groups and exit interviews. These methods are ideal as the information is not biased. 
The second step is determining major selling points. A cross-functional team is formed to evaluate the research and regulate the business features that most people prefer. Then, the organization's brand with well-explained business content is formulated. The business content is necessary so that employees cannot have hardships guessing the type of the business. For instance, the content should outline the business's objectives, features that make it unique, and whether broad enough to fit in diverse groups. A test is required with employees and a sample from other organizations to determine whether it is convincing and can be accepted. Third, communicating the message to the relevant audience is necessary after the determination of the EVP. Communication can be done through various marketing channels such as websites. Also, interviewing various people will help determine those who are fit for the business.  Continuous communication to people, marketing activities, and public relations are other important activities that will boost the organization's reputation. Moreover, ensuring alignment after conveying the message to different people will help in final the marketing. Employees will provide immense support in the advertising process, given that they have a deeper understanding of the organization. They know how all procedures are conducted; thus, using them to navigate the market will be perfect. The company should display a serious image to employees to convince them to be potential brand ambassadors. Employees will be willing to support the company only when they are convinced that it is serious and committed. Further, the EVP should be incorporated into the organization's induction plans, internal communication policies, and business policies to show how the organization executes normal operations. The EVP should be reviewed yearly to establish whether it displays the changing employee experience. A successful EVP will make more people develop an interest in working with the organization.
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Employee engagement is undoubtedly one of the vital areas in the business environment. Satisfaction among workers is key to reporting excellent results in organizations. When employees' work is recognised and is motivated, their morale increases hence, offering their best. Moreover, organisations with effective employee engagement have increased productivity since it retains their workers for a long. Therefore, the employees with high tenure are much experienced who understand business dynamics and how they are handled. In return, such organizations fetch huge profits from the transactions. This could also be compelled by better work and customer relationships where most people will prefer products or services from a company with employee engagement.  Better work culture is also promoted by employee engagement in a company. Employee engagement is measured through various tools that help one understand more on how the concept works. Also, the EPV presents the steps that companies follow when venturing or wanting to improve the organization. Since employee engagement is the aspect that determines the failure or success of a company, managers should strive to maintain good employee engagement.  
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