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INTRODUCTION 

[bookmark: _Toc58323518]Human resources have been the influential part of the organizational success where employee’s engagement is necessary to keep the organization sustaining and alive. Employee engagement is a basic concept that defines the relationship of an organization with its employees (Macey and Schneider, 2016). Current pandemic has shown the importance of employee engagement as their commitment towards the organization helped employers to run their business operation. There are several key drivers of employee engagement which helps to understand the level of engagement of employees in the organization and organization also can use some tools to measure the employee engagement (Markos and Sridevi, 2010). In this report, the concept of employee engagement along with the drivers and key diagnostic tools to measure employee engagement will be evaluated. After evaluating the tools for measuring the employee engagement, the value proposition of employee engagement and what strategies can help to raise the level of employee engagement in the organization will be discussed too. 

[bookmark: _Toc58323519]CONCEPT AND DRIVERS OF EMPLOYEE ENGAGEMENT 
Employee Engagement Concept
The concept of employee engagement was first seen in the theories of management at the 1990s which widely used and spread in management from 2000s. After the 2000s, this concept has become very familiar and recognized by both professionals and academicians. Employee engagement concept has widely discussed in the field of human resources and organizational communication (Saks and Gruman, 2014). In 2018, it is found then more 75% of the organizations are working to improve their level of employee engagement and satisfaction towards the organizations which depicts the high acceptance of the employee engagement concept in the organizational field. Employee engagement is also known as the employee experience or employee satisfaction in the business of the 21st century (Burnett and Lisk, 2019).
Employee engagement is a fundamental concept of understanding the relationship of an employee with the organization (Macey and Schneider, 2016). It is also defined as the commitment and satisfaction of an employee to his workplace. An engaged employee brings a positive result and always tries to give the best to the organization as per the level of commitment. An organization with more and high engagement employees gets a competitive edge in the market than other organizations (Anitha, 2014). Employee engagement is best understood at the bad times of the organization where employees stand with the organization despite low profitability or the low performance of the organization. Thus, employee engagement is necessary for almost every organizations (Rao, 2017). 
A sustained focus has given to employee engagement in the last decade for getting progressive employees in the organisation. But the concept has also got criticism. Vague and unclear advice on how to achieve employee engagement. It makes more critical for the employees. For employee engagement, employers can take two approaches.
· The employers should focus on a well-established and specific concept of employee's engagement.
· The employers should break down the employee engagement concept and use it properly in specific areas.

[bookmark: _Toc58323520]Drivers of Employee Engagement
As mentioned, employee engagement is the nature of relationship or commitment between an employee and an organization, there are several drivers of employee engagement. Drivers mean the activities that positively or negatively influence the engagement of the employees (Gruman and Saks, 2011). Some of these drivers of employee engagement are mentioned here:
· Autonomy
Autonomy is an important driver of engaging employees with the organization because by autonomy employees are given authority to decide on their respective work. It refers that organization has trust in his employees and giving freedom to make their own decisions relating to their work (Markos and Sridevi, 2010). This increases the satisfaction of employees which eventually results in better employee engagement. Example-Being empowered to shape one's job makes it more meaningful and enjoyable. The empowered employee always feels motivated as he/she has the power to make the decision. It increases employee satisfaction.
· Co-worker Relationship
Co-worker relationship refers to the positive relationship and trust of an employee with his co-workers. Positive and healthy co-worker relationship increases the level of satisfaction and engagement as employees have mutual respect and support each other in any organization activities or personal issues (Anitha, 2014).  Diversity management can help the organization to manage their employee's relationship. The workplace becomes diverse and it creates conflict among the co-worker. So, diversity management can help to establish a good relationship among the co-worker. 
· Fairness
It's not just the co-worker relationship but also the fairness of the organization which acts as the critical driver of employee engagement. Fairness means how the employees are being treated within an organization, are they having equal and fair treatment from the management or not. Biased treatment to the employees in the organization reduces their commitment and engagement to the work (Handa and Gulati, 2014).
· Feedback
Feedback is important for both employer and employee to understand each other. Feedback from the organization helps the employee to know whether they are being able to meet expectations and where they need to improve or where they are lacking in terms of others (Burnett and Lisk, 2019). Constructive feedback allows the employees to develop themselves and they feel motivated from the feedback of their seniors which increases their engagement towards the work too.
· Professional Development 
Professional development is such a driver which allows the employees to become better day by day. The professional development opportunities like career growth, training and development etc. brings a positive outlook of employees towards the organization and it increases their level of engagement in the organizational activities (Rao, 2017). The IT development among the employees for the future benefit and the continuous learning environment in the workplace is very significant for employee engagement with the work. It develops the employee’s professional behaviours and they will be more engaged with the work and workplace culture.
· Relationship with Manager
[bookmark: _Toc58323521]Relationship with the manager is a very dynamic and critical driver of employee engagement. A good manager always becomes successful to increase the level of engagement of the employees through his leadership, advocacy, feedback and mental support to the employees. The good relationship with the manager helps to bring the best from the employees by engaging them in the organizational operations effectively (Burnett and Lisk, 2019).  Moreover, in the critical situation, the manager advises the employee to get rid out of it. This creates lower stress levels and increased enthusiasm. It enhances the employee ability to attain the goals and objectives of the organization.
EVALUATING THE DIAGNOSTIC TOOLS TO MEASURE EMPLOYEE ENGAGEMENT 
In today's competitive and dynamic workplace, measuring employee engagement is necessary for the organization to go forward. Organizations will be able to know their employee’s satisfaction and commitment to the organization by measuring employee engagement (Saks and Gruman, 2014). So, to measure the engagement of employees there are several tools are in use and five most common tools are discussed below:
1) Employee Survey
Employee survey means collecting information feedback or opinion from the employee through using a set of questions. The employee survey is the most common and widely used tool by the businesses to measure employee engagement (Barbera and Young, 2015). This allows the organization to know about the employee feedback and feelings working in the organization through not disclosing their specific name. As employees remain anonymous, they give their honest review and feedback about the organizational activities and culture. Businesses now use third-party survey authorities like Survey Monkey to get honest and real information from their employees. A well designed and effective survey will allow the organization to know about its employee preferences and what motivates them to work more for the organization (Shrotryia and Dhanda, 2019).
2) HR Software
In the modern business world, technology has taken place in all fields of organizational activities. The HR software is such a technological addition in the business arena. The surveys are effective but they provide only annual or bi-annual feedback as taking surveys regularly is a tough and tiring task for the human resource department as a result organization don’t get the regular and holistic feedback from the employees (Burnett and Lisk, 2019). Thus, HR software helps the businesses to collect feedback from the employees on regular basis by storing their data through several software tools like performance management, regular attendance and so on. The communication tools also help HR to gather feedback from the employees on a day-to-day basis (Rao, 2017). 

3) Exit Interviews
The exit interview is another tool to know about the reasons why employees are leaving in the organization and where the organizations should work to improve the satisfaction of the employees. Surveys are mostly done to present employees but exit interviews are asked to the employees who are leaving the organizations and this interview are mostly taken from the key performers of the organization when they decide to leave the organization (Barbera and Young, 2015). The valuable feedback from the leaving employees helps the organization to know what they should attract and retain their best employees. Exit interviews help to develop new engagement activities for the employees to increase their commitment to the organization (Shrotryia and Dhanda, 2019). 
4) Social Media
The emergence of social media has affected the business operations too. Through social media, employees are getting connected and providing reviews of their workplace which let the employers know about the employee engagement and outlook towards the organization. There are many social media networks where employees post about their feelings and experiences about their organization and Glassdoor is one of them (Shrotryia and Dhanda, 2019). In Glassdoor, employees' rate and review their organization which also helps the employers to know about their market reputation as an employer. Companies also can develop their internal social media network where employees will be able to post their feedback as well as new ideas regarding the activities of the organization which will help to measure their engagement to the organization (Vance, 2016). 
5) Employee Lifecycle
[bookmark: _Toc58323522]An organization can take advantage of their employee lifecycle to measure employee engagement. Employee lifecycle means the journey of an employee from onboarding to off-boarding with the organization (Gruman and Saks, 2011). From recruitment to the retention of an employee, employers can take continuous feedback at different stages of the employee to design the engagement programs effectively. The feedback from the lifecycle will help the organization to measure at which stages employees are lacking motivation or feeling dissatisfied with the activities of the organization (Barbera and Young, 2015). 



[bookmark: _Toc58323523]EMPLOYEE VALUE PROPOSITION & STRATEGIES FOR RAISING THE ENGAGEMENT LEVEL OF EMPLOYEES

Employee Value Proposition
Employee value proposition refers to the offerings and associations an organization provide to its employees in return to the skills, abilities and experiences of the employees (Brownie, 2012). Employee value proposition looks after the values from both sides that means what values a candidate has to offer to the organization i.e., skills, abilities, knowledge etc. and what values an organization has to offer to its employees i.e., benefits, rewards, growth, work environment etc. (Arasanmi and Krishna, 2019). 
According to the previous analysis and ideas covered, the following value proposition has developed. This value proposition is composed of compensation, benefit, career, work environment and organizational culture. 
[image: Crafting an employee value proposition - Portal Make a Future]





Figure 1: Employee Value Proposition
Source: (Arasanmi and Krishna, 2019)

[bookmark: _Toc58323524]As per the drivers mentioned in the earlier part of this report, the employee value proposition has included the most important drivers of employee engagement to increase the loyalty, commitment and satisfaction of the employees towards the organization (Brownie, 2012). It is expected that this value proposition will help the organization to increase the level of employee engagement in the organization.


Strategies to Raise Levels of Employee Engagement 
HR has to perform the duty of raising the level of employee engagement in the organization. A good HR manager makes the process of employee engagement easier through its effective strategies (Markos and Sridevi, 2010). Here, the five most common and effective strategies for increasing the level of employee engagement mentioned:
· Communicate Regularly and Deliberately 
In a large organization, it becomes tough to communicate with all employees regularly but this acts as an important medium of raising employee engagement. Communicating regularly with the employees helps to know about them and their issues with the organization which brings the positive attitude of the employees towards the organization (Vance, 2016). For developing the communication, the HR should use the intranet of the company, putting up posters on the free spaces, the good news of a client or wish someone birthday. All these activities develop communication among employees and employers. The remote manager emphasized digital tools for better communication.
· Ask for Feedback and Act on it
As feedback is one of the key drivers of employee engagement, organizations should ask for the employee feedback and implement their feedback to feel them valued. The feeling of being valued among the employees increases their engagement. The regular feedback of the manager to the employees and employees to the manager can strengthen the organizational culture and increase the level of engagement (Handa and Gulati, 2014). The digital technology makes it easier for the manager to conduct an anonymous survey on the employees and collect feedback from them. The collected information is used on the employee relationship development. These types of survey are conducted by big organizations like Nestle, GSK and BAT.
· Define and Share the Organizational Goals and Objectives
Defining and sharing the goals and objectives among the employees and having their voice in implementing the decisions increases the level of engagement. Organizations can adopt this strategy to retain their best employees with the organization. Employees work wholeheartedly when the organizational goals and objectives are shared and discussed with them (Burnett and Lisk, 2019). 

· Empower 
To increase the level of employee engagement, organizations have to empower them with authorities, responsibilities, decision making etc. When employee have the empowerment in the organization like freedom of decision making, autonomy in their respective activities, the level of employee engagement increases (Gruman and Saks, 2011). When employees are empowered their confidence and self-reliance will increase. In the Unilever company, the top-level employees have empowerment to work. This release a high level of employee satisfaction which results in low employee turnover ratio.
· Recognise the Good Work
It is a must to increase the employee's experience and engagement in the organization. Managers have to recognize the good work of its employees because when employees are praised for their good work, they feel motivated and engaged with the organizational performance (Vance, 2016). So, the recognition of good work can raise the level of employee engagement in the organization. In the Unilever, company employees are recognized for their contribution to the organization. The HR manager of the company arranges performance appraisal program in each quarter. In this program, the employee who made a great contribution and achieved the target is rewarded. It increases the employee's morality as well as dedication. It results in long term employee satisfaction.
[bookmark: _Toc58323525]CONCLUSION
[bookmark: _Toc58323526]Employee engagement is necessary for any company's growth, especially in the recession time. It is seen that several measures have been taken to increase the employee engagement during the COVID-19 pandemic but the organization have to work on the above-mentioned drivers and strategies to make the employee more engaged to the organization. Engaged employees can increase the productivity of the organization two times higher than the disengaged employees. So, the organization have to look at the drivers and strategies of employee engagement seriously. 
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