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[bookmark: _v2v0j2efh8ap]Introduction
Nowadays, many companies are focusing on employee engagement. There are a number of drivers for this, some by design and others by necessity. Engagement is, in general, the level at which an employee is willing to put effort into their work or the amount of interest they have in their work (Antony, 2018). Workforce productivity has increased in many companies as a result of focusing on engagement. This article takes a look at what drives engagement and how to use that knowledge to increase productivity.

[bookmark: _t1bwtqj749n]What drives Employee Engagement? 
Employee engagement can be driven internally or externally. Internal factors involve employees feeling invested in their job and feeling that they have an opportunity for growth with the company, while external factors include salaries and benefits (Tran, n.d.). This article discusses a number of internal and external factors that influence engagement.

[bookmark: _rj2slldffqtw]Internal Factors
Employees tend to be more engaged when the company is growing, more stable, and when their role is clear (i.e. what their job description entails). Employees are less likely to feel engaged if the company has recently suffered a downturn or if their role has undergone significant changes (Turner, 2020). Also, while many employees are drawn to companies with strong reputations, if an employee's job security feels threatened at these companies, they may become disengaged.


[bookmark: _o8c7zmwc9l6x]External Factors
Salaries and benefits have a strong impact on employee engagement. If salaries are less than might be expected, given the skills and experience required by a role, employees tend to become disengaged as they do not feel as vested in their work (Vance, 2016). However, if salaries are significantly higher than what is required to attract talented candidates then it can lead to overstaffing and decreased productivity or absenteeism (Shaik and Makhecha, 2019). The same is true for company benefits. Moreover, if benefits are not competitive with those employed by competitors, employees can disengage.

[bookmark: _2qcnre3jn81n]How to develop team engagement
By understanding the factors that drive engagement, managers and employees can direct their efforts towards improving the most significant factors and avoiding those that have led to disengagement or lost productivity (Zameer et al., 2018). Here are some suggestions on how to improve engagement in teams: "Encourage employee participation in broad intra-company initiatives." Intra-company initiatives are company-wide efforts that create a sense of pride in the company and also help employees feel as though they have an impact on its direction (Zappalà,Salvatore and Mattera,Luisa, 2022). These initiatives should be ranked based on importance and allow for involvement from all levels within the company.
Encourage employee involvement in broader external efforts. What is important to the company is not as important to employees. This is why it is best if companies strive to make internal initiatives a reflection of what the company as a whole wants rather than employees being forced to act outside of their own values or interests (Chanana and Sangeeta, 2020). External initiatives are often highly controversial and can serve as a real sense of purpose for the employees who are involved with them (Ababneh, 2021). An example of this would be a company that has recently announced layoffs. How effective will this effort be if those affected think that it is just another way for the company to make money? External initiatives can include fund-raising campaigns, lobbying state and federal representatives, or working with local charities.

[bookmark: _pvc6pzibzlvv]Diagnostic tools to measure employee engagement
According to Robertson and Markwick (2009). measuring employee engagement is a difficult task as there is no one single definition of what it means to be engaged. Therefore, companies have developed a number of questionnaires and surveys which evaluate employees on different types of engagement. 
Robertson and Markwick (2009) discuss the various types of engagement surveys and which one might be best for each company's needs. One way to do this is to identify the highest priority level of engagement as employee burnout is much more likely if the most important outcome is achieved at lower levels (Motyka, 2018). Another way is to survey employees on a number of different questions which will allow you to see how well they work together; how loyal they are and if they feel like they can speak up and make their voice heard. 
Another tool used to measure employee engagement is Gallup Workplace Audit. The Gallup Workplace Audit is an employee engagement questionnaire which asks employees how engaged they feel at work, what problems or successes they can think of in the workplace and which colleagues are most likely to promote their ideas (Kumar and Upasana, 2019). A high level of engaged employees will also tend to be more loyal, less likely to quit their job voluntarily and more productive.
Tools used in measuring employee engagement can assist managers to identify both potential and actual problems and help them to plan how to tackle them. This also means that these tools can be used as a part of the whole employee engagement strategy (Motyka, 2018). Moreover, if these tools are used on a regular basis, it is possible to see how the engagement of employees changes over time.
It is very important for companies to deal with this topic as engaged employees can contribute to the competitive advantage of companies. Enhancing employee engagement leads to higher productivity, lower turnover, and less absenteeism (Albrecht et al., 2014). Moreover, engaged employees are also more satisfied with their jobs and feel that their goals are being met. Engaged employees are also happier in their jobs which attracts potential applicants as talented candidates prefer working for engaged companies and look forward to growing within them. Engaged workers report more satisfaction with personal development opportunities (Pandita and Ray, 2013). Moreover, engaged employees are more loyal to the company, as Engaged Employees Feel More Secure in Their Jobs. Therefore, companies cannot afford not to enhance engagement as it leads to profitability. Therefore, managers need to be aware of the possible causes of disengagement and how it may affect employees. This research shows that employee engagement has a significant influence on retention rates as well as productivity and loyalty. 

[bookmark: _r375qlf6k97g]Employee value proposition
Employee value proposition is how a company describes the total value provided by their employees. By doing this, it is possible to measure how much money a company is spending on their employees and whether or not the company cares about what the employees are doing (Arasanmi and Krishna, 2019). Furthermore, managers can use this information to judge how well their employees are being paid. If a manager is not satisfied with the value that they are receiving from their employee(s) then they may be unhappy with all of the other things that they are being paid for as well. 
To measure employee value proposition, an organisation will look at several different variables in order to create this "total" picture of what they offer. These variables could include compensation, benefits, training and career opportunities (Cattermole, 2019). The organisation will then look at what they are spending on each variable to determine how employees are being valued. For example, if a company is spending money on compensation and benefits and has defined career opportunities as one of their total variables then they should also be considering the value they are receiving from training (Cattermole, 2018). If a company is only providing a certain amount of money in compensation and benefits then they need to have a better understanding of what it will take to get them to invest more in training. In order for an organisation to effectively measure their employee value proposition, they need to understand their current situation. 

[bookmark: _3v9r7b8widme]Strategies to raise levels of engagement.
There are several different strategies an organisation can use to raise the levels of engagement of their employees. One strategy that an organisation can use is to create a shared vision amongst employees (Mone and London, 2018). This will help employees to see why they are there and how their part contributes towards achieving this goal. A second strategy is to make sure that managers are consistently communicating about what the company values and what its goals are. If a company does not have a clear message, then this could lead to dissatisfaction amongst the younger generations who may be looking for more career opportunities at their time of employment (Burnett and Lisk, 2019). Finally, one of the best strategies that managers can use is providing training and opportunities for employees but only when it makes sense. While training and opportunities can help engage employees, it also has to make sense. If they are not clear on the value of a particular training opportunity, or it is not clear why they have to attend a training session, then there is no value in providing it.
Companies that implement the engagement strategy with their employees find themselves acquiring many benefits from their team. Harnessing such energy and utilising it in the right areas become the key for better performance for both the organisation as well as for individuals. The graph shows four categories which employees can be classified into; engaged, passive, actively disengaged or completely disengaged employees (Burnett and Lisk, 2019). Organisations can take a number of steps in order to prevent the disengagement of employees. In order to do this the organisation must first understand where things are going wrong (Martin and Bolliger, 2018). This can be done by conducting surveys and interviews with not just the employees but also the management team. Another way organisations can look at possible solutions is by asking the employees which problems they face on a day-to-day basis, and what could be done to improve these situations. Above all, from a managerial point of view, it is very important that they treat their employees like they would want their manager to treat them.
Engagement is a complicated issue for managers. This research has highlighted that there are many different causes of disengagement and how this may affect an employee. The first point to look at in order to prevent disengagement amongst employees is how they would recommend their employer as one of their top three sources of influence (Martin and Bolliger, 2018). Therefore, it is important for managers to understand how employees view their employer as one of their top three sources of influence (Meng and Berger, 2019). Furthermore, an organisation’s ability to deal with staff turnover is important to both the employees and the organisation itself (Robertson-Smith and Markwick, 2009). Therefore, if an organisation has a high rate of staff turnover and is not able to deal with this effectively then it may have disengaged employees. Finally, the level of employee satisfaction that an employee feels in regards to benefits may be related to their levels of engagement.


[bookmark: _ttef4v31p095]Factors that can create disengagement at the workplace
There are many factors that can create disengagement and managers need to understand these in order to effectively deal with this and prevent future instances (Meng and Berger, 2019). These factors could include an extreme workload, low salary, poor communication and a lack of training or career opportunities which has been suggested by some managers (Young et al., 2018). Employees are likely to view their workplace as something that has a strong impact on their life. This will affect how much engagement they feel for the company. For example, if an organisation is well structured then employees will be more engaged because they believe that work does not impact their lives as much as it would have if it was not well-structured.
Some of the most key points that can influence whether or not employees are engaged with their workplace are the management style and organisational culture in which employees work (Young et al., 2018). Managers need to make sure that this culture is one that encourages engagement so that they can ensure a good performance from their staff. It is important for managers to understand the different levels of disengagement and how they affect each employee individually. Managers should also determine whether disengagement in their organisation is something temporary or a permanent state.

[bookmark: _ns33dd8hc3bj]Conclusion
The engagement strategy plays a major role in any organisation as it affects the overall performance of the organisation and also its employees. How well the management team is able to do their job will determine whether they have engaged employees or disengaged employees. There are various strategies that managers can use to raise an employee level of engagement and there are various ways to deal with disengagement amongst employees which has been highlighted throughout this report. Engagement is therefore important for organisations but so is its understanding.
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