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[bookmark: _Toc92144334]Introduction
Employee engagement is an important component in the organization's operation and a catalyst for improved productivity. Employee engagement is associated with the human resource concept that describes an emotional connection, level of enthusiasm, and strength of feelings toward their jobs (Costello and Oliver, 2018). In the past, many organizations did not consider employee well-being and engagement as a vital factor in the performance level of an organization. In the modern era, organizations have prioritized employee engagement. They have established engagement measures and models to ensure equal scorecard input and incorporation of human resource practices and policies. With the post-pandemic era, workers working from home, and other factors, employee engagement has become an important component in the organization. This report will identify various concepts that apply to employee engagements, such as key elements and employee engagement impacts. The report will evaluate various tools used to measure employee engagement to identify the performance to help research solutions and ways to improve. The report will construct an employee value proposition and create strategies to raise engagement levels from the analysis and ideas previously identified.
[bookmark: _Toc92144335]Concepts and Elements of Employee Engagement
Employee engagement is a concept subject to human resource management and the organization because it involves human capital investment. The engagement should connect employees to the organization. Thus, employees who feel connected to the company are encouraged and motivated towards working hard and have long-term plans for the organization. Human resource management is responsible for ensuring employee engagement through the recruitment process, training, evaluation of employees' performance to determine rewards, compensation, or promotion on to be applied (Taylor, 2018). The management should establish a conducive workplace environment that favours each employee regardless of diversity. Organizational culture is important as it brings employees to work in harmony and through good leadership skills administered by managers enhances the good relationship among the employees in an organization.
Employee engagement level measures what extent employees are committed to their work. The levels of engagement are based on employees' perception of work and are grouped into four: moderately engaged, highly engaged, barely engaged, and disengaged (Nagaria and Nerissa, 2021). 
· The moderately engaged employees view their organization at an average level. They put effort into accomplishing their roles and tasks. Moderately engaged put extra effort into their jobs and do not take extra responsibilities, they like their work, but some setback holds them from fully engaging.
· The highly engaged are enthusiastic and fully committed to its organization. When employees are well connected in their work with positive emotions, they portray unique characteristics such as excellent attitude, reliability, and responsibility. They go beyond normal to ensure success. The brand advocates are good examples of highly engaged employees; they speak highly of its organization and establish long-term relationships.
· Barely engaged employees have different feelings towards their work environment, lacking motivation. Such employees are at risk of turnover. They have little connection with their organization. They often carry out tasks with little effort and might seek other job opportunities in other organizations. 
· The disengaged employees have a bad attitude about their organization and negative opinions and comments on their place of work. They lack the commitment to their roles and responsibilities. The organization should develop ways to manage the disengaged employees because their engagement can influence productivity and relationships.
[bookmark: _Toc92144336]Drivers of Employee Engagement
Every organization has different employee engagement, and they should evaluate their workplace culture concerning their employee's perceptions. Statistics show that organizations with high employee engagement have shown a recommendable performance on productivity and low turnover (Johnson et al., 2018). During Covid-19 the companies that employees demonstrated positive and close connection with the organization were able to pull through the measures to curb the spread. Four key drivers of employee engagement are termed engaging for success. They include strategic narrative (leadership), engaging leaders, employee voice and integrity. 
[bookmark: _Toc92144337]Leadership
Managers are expected to articulate the organization's culture clearly and treat employees well to create a positive mindset that fosters organization perception. Leaders should be visionary, act as an example, and consider all employees' opinions before making decisions. For employees to have a positive attitude towards the workplace, their views and opinions are considered to make them feel included and an important part of the organization. Leadership in the organization should engage its employees in all operations. The engagement should be based on four sub-components: clarity of the purpose, alignment of the system, and unleashing talent and trust. 
[bookmark: _Toc92144338]Engaging Leaders
According to research, most variation of employee engagement takes place at the level of line managers. Line managers are responsible for supervising employees undertaking their business goals and tasks every day. They also provide motivation, instructions, guidance, and feedback to employees daily. Engaging leaders involves five key principles in employee engagement: 
· They should be forefront leading their employees
· Customers team camping
· Should employ tactics to different employee strengths
· Should avoid metrics instead employ dialogue 
· Should be prepared to hold comprehensive dialogue with the teams. 
[bookmark: _Toc92144339]Employee Voice
A motivated and empowered employee has a voice and feels the impact of their opinions in the organization. The real level of engagement is measured through employees' voices. The most influencing factor is how leaders interact with employees, building trust and a good relationship that enhances confidence, clarity, and competency. Therefore, the voice of employees is felt through how much they influence decision-making in the organization. The organization should set a determining mechanism to create to provide the right platforms that favour each employee's voice.
[bookmark: _Toc92144340]Integrity
An engaged organization is evidenced through fairness and trust demonstrated in mutual trust fostered by authentic and strong stated values that show employee’s interaction in the workplace. The consistent behaviours are based on the stated values, which apply throughout the organization. The organization's values are pinned in the business structures at the workplace to demonstrate that people are living by them. However, an organization is responsible for creating trust by formulating strong values, managers and leaders embracing them in all steps, and employees will be satisfied with their work.
[bookmark: _Toc92144341]Tools to Measure Employee Engagement
Organizations should develop ways to measure their employee engagement levels to identify their performance. Several diagnostic tools can be used to determine employee engagement. They include:
[bookmark: _Toc92144342]Employee Survey
The organization should conduct frequent employee engagement, and the method is the most effective and fast. The survey is a commonly used tool in measuring employee engagement to get feedback on how employees feel about an organization through attitudes and feelings (Uddin et al., 2018). The HR and managers should ask random questions to their employees or send small, simple, and actionable questions about their work. The two-way approach of questions and answers also helps motivate and get random concepts and ideas from employees. A good survey should demonstrate a clear understanding of its employee's levels of qualification, motivation, passions, and satisfaction.
[bookmark: _Toc92144343]Employee Recognition Programs and Rewards
Recognition programs and rewards are a great way to determine employee engagement levels (der Merwe, 2008). According to past research, a good percentage of employees would improve their performance if their efforts were appreciated. Through recognition programs and rewards, the employees' performance is evaluated, and rewards such as compensation, opportunities such as promotion are the best way to appreciate and motivate the deserving employees. Through the recognition, the managers and human resources can determine their employee engagement and develop ways to enhance performance.
[bookmark: _Toc92144344]Having One-On-One
The best way to know your employees better is to be closer to them and create a connection with them. Management should consider conducting one-on-one informal chats with its employees, probably weekly. The most advantage of having such meetings is that employees are free, confident, and likely to share detailed feedback on their views of both positive and negative issues. Having your employees cornered makes them free and open on what affects them and their true feeling about the work. The managers can measure the engagement level, identify issues affecting them, and help identify ways to correct them.
[bookmark: _Toc92144345]Conducting Exit and Stay Interviews
Some employees will exit an organization at some point, and some will stay. The exit and stay interview tool help you understand what a particular employee left and why some are staying. The stay interview helps managers and human resources know which parts they are doing right and need to improve. The employee exit interview answers questions such as the employee were not satisfied with the form of leadership and felt excluded in organization decisions. The provided manager will review what should have been done better to ensure the employee feels engaged through the answers. Some common questions that entail exit and stay interviews include: What do you like most about work? What do you dislike about work? What is the reason you leaving an organization? Thus, the answers to such questions give managers what they need to do or improve. 
[bookmark: _Toc92144346]Focusing on Small Groups
An organization can be very big, and it is hard to identify employee engagement. The human resource manager should form some surveys question that seeks to know how employees feel about the organization or whether they have the necessary tools to carry out their roles. Small groups can be formed where members from different teams are grouped. Focusing on small groups helps to reach every employee in the organization and help the HR and the management establish their weakness and opt for ways to improve employee engagement and productivity.
[bookmark: _Toc92144347]Employee Value Proposition
The purpose of the EVP is to motivate, attract and retain employees, enhance customer loyalty, and achieve employer value. The employee value proposition has definite meaning because it differs from one company to another. However, the modern definition states employee value proposition as an offering of an ecosystem of support, values, and recognition that a company provides to reward efforts and promotes potentials by employees. According to Raj (2020), an employee value proposition is reciprocating efforts between employees and employers to provide motivation and reward to employees and promote employers brand (Raj, 2020). Hence, EVP should not be confused with the company's core values, mission, and vision. 
[bookmark: _Toc92144348]How to Create an Effective EVP
Companies should create an effective EVP to achieve employer brand value. A good EVP should fulfil its purpose between the two parties: employees' and employer value (Arasanmi and Krishna, 2019). The first step in creating a great EVP is assessing what you are offering, for instance, what makes your employees thrive. You must align the employer's purpose and cascade through with your workers' purpose in this step. The great EVP should attract those interested in your brand, should inspire your employees to work hard, and should give them a reason to stay. The second step is to conduct interviews with current and past employees to collect their views. Another step is defining key components incorporated in EVP, and the fourth is writing EVP, defining channels to promote, and reviewing results.
[bookmark: _Toc92144349]Key Components of EVP
EVP should consider five main components: rewards, company culture, opportunity, work environment, and employee benefits.
[bookmark: _Toc92144350]Rewards
Rewards are the main factor that increases employee satisfaction and commitment towards their work, but in EVP, it is a piece of the puzzle. The reward component of EVP addresses the workers' expectation of financial benefits in overall performance evaluation. The component involves financial offerings such as salary, stock options and bonuses. The other rewards involve time off duty and soft perks etc. Therefore, the company should consider a reasonable reward to offer to its employees. 
[bookmark: _Toc92144351]Company Culture
In research, a management guru known as Peter Drucker says, "Culture eats strategy for breakfast" (Kaul, 2018). Many researchers and companies have concurred with this phrase. The company culture component of EVP addresses all the drivers that make up a company's culture. They involve aligning workers to their goal, a positive relationship among all hierarchies, effective communication, corporate social responsibility, and trust.
[bookmark: _Toc92144352]Opportunity
This component of EVP addresses the career development of employees. They want to see the impact and the personal career achievements that the job offers them. Career development is achieved through training, mentorship programs, promotion opportunities, sponsored courses such as degree holder to master holder, changing domains, etc. Creating great career development growth instead of increased salaries favours hiring and losing staff.
[bookmark: _Toc92144353]Work Environment
The component of EVP entails factors that promote a positive work environment. These factors include workspace design, recognition, flexible working hours, a balance between work and life, flexible working hours, and good communication systems. An organization should focus on providing a positive environment that enables employees to thrive and carry out quality work (Walumbwa et al., 2018). Therefore, companies should strive to provide such an ambience.
[bookmark: _Toc92144354]Employee Benefits
The component of EVP addresses the additional benefits and gains to offer an employee. They include transport allowances, health covers, retirement benefits, paid leaves, and sponsored holidays. The ideal employee benefits should be customized in the market, the culture, company, and employees.
[bookmark: _Toc92144355]Conclusion
Overall, employee engagement is a critical facet of any corporation. The concept is also a significant reagent for enhanced production. Organizational leaders need to understand that employee engagement is directly linked to the human resource aspect that describes employees’ emotional linking, level of passion, and strength of approaches toward their jobs. Thus, employee since employee engagement determines the performance level of entities, and leaders have prioritized the concept through the creation of measures and models to ensure equal scorecard input and incorporation of human resource practices and policies.
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