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The concept of employee engagement focuses on the level of enthusiasm and dedication to work demonstrated by employees. As a function of the relationship between employees and their organizations, engagement reflects a sense of belonging and purpose, as well as commitment to organizational vision, mission, objectives, goals, values, behaviours, policies, processes, and strategies, among others. It creates a psychological and emotional foundation for optimal performances among employees of an organization. It also determines employees’ motivation and work satisfaction. In other words, employee engagement is a function of motivation and job satisfaction. Because employee engagement determines employees’ performance, motivation, and job satisfaction, it is a critical aspect of overall organizational management function and human resource management. It determines how organizations create and maintain their employment brand, work culture, and management approaches. It also determines motivation approaches and job designs adopted by organizations. This report reviews the concept and drivers of employee engagement, outlines and evaluates diagnostic tools that organizations can use to assess employee engagement, and develop employee value proposition from previously covered ideas. 

The Concept and Drivers of Employees Engagement
The concept of employee engagement emerged from human resource management discourse and it defines the psychological status of employees in their readiness to perform their tasks optimally. It describes employees’ dedication and enthusiasm towards performing their tasks optimally (Shrotryia & Dhanda 2020). The different between highly engaged employees and those lacking engagement exists in their perception and behaviours towards work. Highly engaged employees care about their tasks, how they perform in such tasks, and whether organizations achieve or can achieve their goals and objectives (Shrotryia & Dhanda 2020). As such, they link their wellbeing to their performances, thus driving success of their organizations. Non-engaged employees care about pay checks or what they get in exchange of their services. Because engagement creates a psychological and emotional foundation that drives employees’ performances, it has a co-dependent relationship with employee motivation and job satisfaction. It can be a contribution or a function of employee motivation and job satisfaction (Riyanto, Endri & Herlisha 2021). Because of its link to motivation and job satisfaction, it influences organizations’ human resource management decisions, the overall management strategies, motivation structures and strategies, job design, work culture, diversity management, compensation and benefits decisions, organizational objectives, and hiring and recruitment approaches. Because employees engage significantly in corporate components, organizations need to align such components, including their visions, missions, and objectives with employees to create a business and social contexts that support such components. Correspondingly, organizations should align their goals with employees’ goals to drive their engagement to specific tasks. This alignment can be achieved by aligning work policies with employees’ needs and expectations. Therefore, the concept of employee engagement defines employees’ enthusiasm and dedication towards performing their tasks. 
Employee engagement, as a result of the nature of relationships between employees and their organizations, is mediated by various factors. Firstly, leader style is commonly cited as a driver of employee engagement (Popli & Rizvi 2016) the argument is that some leadership approaches produce encourage higher employee engagement than others. While examining the relationship between leadership style and employee engagement, Aboramadan and Dahleez (2020) found that transactional and transformational leadership positively drives employee engagement. The argument is that these leadership styles drives affective commitment by linking employees’ efforts to goal commitment, improving employees’ connection to organizational visions and missions, and enhancing their intrinsic motivation. These leadership styles creates opportunities for employees to negotiate various aspects of their work experiences with their organizations through leadership approaches. Other commonly cited drivers of employee engagement include performance-related rewards, inclusive decision-making, and effective communication. Performance-related rewards invokes extrinsic motivation by ensuring that employees are involved in their tasks and their performance reaches managers’ expectations. Inclusive decision-making ensures that employees are empowered to make effective decisions while performing their duties. By participating in decision-making processes, employees understand the scope of their tasks and what is required of them, making them empowered to perform their tasks expectedly. Effective communication enable managers and supervisors to communication organizational visions, missions, objectives, goals, processes, and frameworks. Therefore, many factors drive employee engagement.
Other drivers include procedural justice, perceived organizational support, and distributive justice. Procedural justice describes an organization’s fairness in addressing workplace disputes and distributing resources needed to perform tasks. Using group engagement model, He, Zhu and Zheng (2014) found that the relationship between procedural justice and employee engagement is mediated by organizational identification and moral centrality identity. Organizational identification defines the level of employees’ propensity towards identifying with organization, while moral centrality identity defines employees’ knowledge structure that defines an organization’s policies, behavioural cues, morals, values, vision, mission, objectives, goals, frameworks, and procedures. As such, employees’ perception of procedural justice depends on the distribution of knowledge structures and their sense of belonging. Distributive justice in the employment sector refers to a fair distribution of benefits and risks, including resources and lack of resources. Employee’s perception of distributive justice stems from the level and scope of support they receive from an organization in comparison to other workers (Biwas, Varma & Ramaswami 2013). Employees are likely to be motivated intrinsically, leading to their engagement in tasks, if they perceive that their organizations are supporting them equally. Therefore, employee engagement is driven by many factors, including leadership styles, organizational management approaches, human resource management approaches, motivational structures, decision-making processes, and employee engagement strategies. Therefore, employee engagement stems from the nature of relationship between employees and their organization. An organization that focuses on enhancing that relationship can turn work engagement into motivation and experience high performances from workers. Organizations with poor employee engagement strategies are likely to experience adverse outcomes, such as high employee turnover, low level performance, poor job satisfaction, and lack of motivation. Therefore, the organization should understand how to measure or assess the level of its employees’ engagement.

Diagnostic Tools for Measuring Employee Engagement
Because studies portray employee engagement as a multi-dimensional concept, a unanimous tool for measuring the level of employee engagement does not exist. Studies examines the concept within various contexts, leading to different outcomes and contextual understanding. While some studies examine it as a separate concept or behaviour from motivation and job satisfaction, other studies examine as a function of the two concepts, leading to different results and understanding. As such, not only is employee engagement defined in varying contexts, but a unanimous approach to measurement does not exist. However, various diagnostic models for measuring employee engagement have been proposed and discussed in literature. One of the commonly used measurement model was developed by Hewitt Associated in 2004 (Bedarkar & Pandita 2014). Firstly, it defines employee engagement as a manifestation of employees’ psychological and emotional readiness to perform their tasks and help organizations achieve their goals and objectives or achieve their visions and missions. Based on this definition, this model highlights three broad behavioural categories commonly associated with high employee engagement, including saying, staying, and striving. “Saying” refers to employees’ positive description of their organizations. In other words, employees who are highly engaged in their work will likely speak positively about their relationships with their organizations (Bedarkar & Pandita 2014). “Staying” refers to employees’ citizenship behaviours. In other words, highly engaged employees manifest the willingness to be members of their organizations. “Striving” refers to employees’ willingness to engage in behaviours that benefit their organizations (Bedarkar & Pandita 2014). As such, they focus on their performances as well as the contribution of such performances towards helping their organizations achieve their visions, missions, and objectives. Therefore, these three behaviours forms the basis of assessment when measuring the level of employee engagement. 
Other scholars also developed frameworks or models for measuring the level of employee engagement. Shrotryia and Dhanda (2016) developed a framework for assessing employee engaged based on case studies involving companies with best human resource strategies in India. Using grounded theory methodology, the researchers generated 16 items that characterize employee engagement through data collected from top management of 15 companies. The study led to a 3-factor tool for measuring employee engagement, including alignment, effectiveness, and action-orientation (Shrotryia & Dhanda 2016). The 16 items that characterize employee engagement are thematically aligned to these three factors. The underlying assumption of this model is that employees behave in ways that depict whether they are engaged with their work. For instance, one of the items assesses whether employees understand what is expected of them at work. As such, it assumes that fully engaged employees will understand the parts they need to play in their organizations’ pursuit for their objectives. The second item in the framework examines whether employees’ goals align with organizational vision or mission. As such, it assumes that the goals of fully engaged employees align with organizational vision and mission. Correspondingly, it assess whether employees stay in the workplace till they complete their tasks. In the process, it assumes that highly engaged employees will likely to complete their tasks. It also examines whether employees dislike being at work. The underlying assumption is that employees who are not engaged at work will dislike their workplaces. Based on these assessments, this tool provides a framework that organizations can items to assess their employees’ engagement based on how such organizations understand the concept of employee engagement. 

Employee Value Proposition
Employee value proposition (EVP) can be understood in the context of employment branding, which includes all the strategies used by organizations to attract and retain highly talented, skilled, and experienced workers. As such, it defines the terms and conditions of employees’ relationship with their employees in the context of how they should be compensated, rewarded, and treated in exchange of their services (Arasanmi & Krishna 2019). As such, EVP describes the unique set of benefits that employees should receive from organizations in exchange of the experiences, capabilities, and skills they render to their organizations. Organizations integrate EVPs in all business aspects, thus enabling such organizations respond to employees’ needs and expectations (Arasanmi & Krishna 2019). Such an integration helps organization attract and retain its workers, especially talented workers. Based on the analysis of employee engagement above, various factors come into play when developing an effective EVP, especially in an era where companies poach talented workers from others. 
This section constructs an effective EVP that the organization can use to attract and retain workers. Because the level of employee engagement depends on the quality of employees’ relationship with their organization, an employee-centric management culture will improve the quality organization’s relationships with employees. This management culture should be based on five pillars, including 1) unwavering commitment from the executive members of the organization to employee-centric culture, 2) effective communication, 3) human resource frame (care), 4) recognition and rewards, and 5) deeper connection with the society or community. Effective communication will ensure that employees are engaged in key decision-making processes, thus cultivating a sense of belonging and ownership, as well as empowering them to perform their tasks efficiently and effectively. Human resource frame will enable the organization address employees’ needs, expectations, and preferences based on the Abraham Maslow’s hierarchy. Maslow’s theory of motivation posits that employees’ level of motivation depends on how well their organization respond to their needs and expectations. Recognition and rewards will be part of the organization’s extrinsic motivation structure. Deeper connection with the society or community through corporate social responsibility and three pillars of sustainability will facilitate job satisfaction among employees.
Conclusion
This paper has discussed concept and drivers of employee engagement, outlined and evaluated diagnostic tools that organizations can use to assess employee engagement, and developed employee value proposition based on emerging ideas. Employee engagement describes employees’ dedication and enthusiasm towards performing their tasks optimally. While unanimous tools for measuring employee engagement do not exist, organizations can assess employees’ engagement based on behaviours that characterize the concepts, such as commitment to complete tasks, positive portrayal of organizations, and job satisfaction. Lastly, employee-centred management culture has been used to construct an effective employee value proposition framework that will improve the organization’s employment brand. 
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