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Introduction

The current report will discuss and analyse the employee engagement in today’s business world based on rigorous professional materials. It will describe the concepts and drivers of modern world. Furthermore, how to measure the employee’s engagement at the workplace. To conclude, the work is going to construct an employee value proposition. 

Concepts of engagement

Employee involvement is of interest to global leaders and managers as a crucial factor in assessing the level of organisational performance, creativity and productivity. The definition is being attracted more attention by academics from the fields of business and management, psychology and organisation (Xu and Thomas 2011), although the critical academic literature on the topic is still lacking (Kular et al. 2008). 

The employee engagement has become more common both in the academy and in the corporate world as a relatively recent definition (Bakker and Schaufeli 2008). Kahn introduced the idea in the workplace (1992). As the job and representation of the desired self in the mission behaviours Kahn conceptualised personal involvement. This is why commitment is a mental condition which helps employees to present themselves during their work roles in a physical, cognitive and emotional way (Kahn 1992). 

Managers and experts in industrial and organizational psychology continued to explain the idea of underlying commitment (Kahn 1992). Rothbard (2001) described two separate subfactors of awareness and concentration, each identified as time spent contemplating and reflecting on role and time loss and role output.

Kahn combined three conditions, psychological protection and psychological importance and availability, which contribute to employee engagement, to explain the phenomenon. Employees enjoy psychological comfort in the presence of other members in connection with their job success and are given appropriate personal support to participate in such work. They have enough sense in their work. Since workers feel mentally comfortable and are meaningful to their jobs, they are available psychologically. The state of psychological availability thus refers to a situation in which workers draw on their entire job and perform their duties in an integrated and concentrated way.

Robinson et al. (2004) defines obligations as one step forward. They explain employee participation in their organisation, where workers are aware of the company context and work towards improving work and business quality.

The contribution of Schaufeli and Bakker (2004) lead to another influential concept of commitment. They termed job engagement and described it further as a positive and fulfilling attitude which is characterised by energy, commitment and absorption. The commitment is thus characterised by vigour, commitment and absorption.

Saks (2006) extended employee participation to include two main factors, employment interaction and the presence of the company. His work is commonly thought to restore the involvement of workers as a serious structure.

In their work, Macey and Schneider (2008) comment on the concept of commitment on three distinct bases. When commitment is defined as what it is, it is graded according to the psychological condition. When it examines the behaviour, it is known as behavioural interaction. The attitude towards one's work is also characterised by commitment. It defines commitment as a discretionary effort, or a type of in-place or extra effort, or an action other than maintaining the status quo, and concentrates instead on implementing or encouraging change to make more or less different items.

Newman and Harrison (2008) described commitment as three behaviours in employees simultaneously, namely their success in work, citizenship and participation.

Cook (2012) describes loyalty as how optimistic the employee believes the organisation, feels about the organisation and is diligent in achieving corporate objectives for clients, colleagues and other players.

Drivers of employee engagement

Leadership

The leadership is a significant antecedent of dedication from Xu and Thomas Cooper (2010). Leadership research indicates that some management practises directly contribute to commitment buildings such as inspiration, work satisfaction, corporate commitment, constructive actions and corporate citizenship. Trust in the leader, encouragement from the leader and providing an atmosphere free of blame are seen as part of the psychological protection of the employee.

Studies show the correlation between constructive leadership and followers' attitudes and engagement-related behaviours. There have been several other studies that attempted to show that management and employee engagement are related directly (Xu and Thomas Cooper 2010). An Atwater and Brett (2006) study describes three leading habits, namely employee growth, concern and orientation towards success. The first two habits are related and the third is a task-oriented behaviour. They also state that the involvement of workers comprises aspects of work from which leaders can act.

Work life balance

Interestingly enough, work life balance was a significant driving force for employee involvement. Balance between work and life, in its widest definition is defined as a satisfactory level of participation or fitness among the various roles of an individual. The employee's ability to find time for his family and job was a vital factor for his workplace success. Work life balance typically means support for dependent care through company, flexible work choices and family or personal leave (Estes and Michael 2005).

Organizational performance

The relation between employees' dedication and the financial results of the company has received considerable attention. Several studies have shown that employee dedication leads first to better employee performance, leading further to improved corporate performance (Gallup 2006).

A research by Robertson-Smith and Markwick (2009) points to the dedication that gives workers a chance to engage in their jobs and a sense of self-efficacy. Research on the effects of employee participation suggests that participating will yield positive job and organisational health and positive feelings. Customer satisfaction, retention of workers, efficiency of the employee, activism of the organisation, business performance could be organisational effects of dedication Robertson-Smith and Markwick (2009).

Communication 

MacLeod and Clarke (2009) highlight that staff need direct superior communication to connect their position with the vision for leadership. In addition, poor communication is defined as an obstacle to participation. Internal contact is a business activity that efficiently transmits organisational principles to all workers, thus assisting them in achieving corporate objectives. In order to ensure employee participation, internal contact is also essential (Bindle and Parker 2010).

Welch (2011) built a conceptual model in her research that describes the effects on the engagement of employees through contact. This model considers dedication as a three-part framework. This model also involves corporate involvement as a backdrop to commitment. It ties leadership communication to employee participation. It classifies as a mediation component the engagement with the organisation and the sense of belonging to the organisation while the effects of communications are knowledge and an appreciation of changing organisational circumstances and objectives. Via internal business contact, conceptualised results are creativity, sustainability and organisational effectiveness.

Tools to measure employee engagement

A manager needs to know how the company functions and where he can improve the employee’s participation. The commitment plan is the starting point for gaining awareness about how to assess employee commitment. 
Some items are easy to calculate, because they are measurable concepts: such as how long is needed to drive to work or how many red lights can get without having to be late. But it is a little harder to engage staff. It is not concrete, and several factors have affected it.

There are no random questions in a commitment survey. It is a designed mechanism for measuring various important components. When measuring the organization's contribution, is needed to consider these components:

· Identify consequences of dedication. A questionnaire that reflects the actions or feelings of a dedicated employee is a commitment result. Usually, these questions assess feelings of corporate pride, remaining and activism. The findings show the status of the company's employee involvement. These things do not specify actions. Rather, they set goals to be maintained or changed by organisations.
· Identify what is relevant for the workers. Engagement factors are realistic survey topics that decide employee participation levels. Commonly, participative surveys invite workers to evaluate their views on: teamwork, leadership trust and personnel, job growth, management of communications and change.
· Conduct a study of drivers. An analysis of drivers decides the drivers influence the company the most. By evaluating drivers, you can see that employees who offer a more favourable rating to another driver are possibly more interested. Your best approach is to consider what drives your company's dedication, find poor areas of your top drivers, and build initiatives to strengthen them.
· Establish a plan for continuous listening. A daily survey rate is important for reliable and successful survey results. Research indicates that the annual survey on employee participation is better than assessment less often. Over time, however, behaviour and interests shift. Consequently, companies can analyse every employee's voice more frequently and in various ways. Use pulse surveys to improve commitment results or to gather feedback in real time on any significant topic. Add lifecycle surveys to assess attitudes at critical times during the ride.

Employee value proposition

A Proposition for Employee Value (EVP) is the special arrangement of rewards that an employee receives for his/her talents, abilities and experience. An EVP defines the content and the special essence of your company and its purposes. Critical obstacles in recruiting workers and promoting companies today. In order to enhance organisational efficiency and attraction and the obligation to function, EVP is continued to be regarded as an indispensable framework (Wyatt 2005). Moreover, although the EVP is not often thought for an extended duration, different institutions are still to welcome the importance of providing a good EVP is a system for increasing the relation with the existence of the company in the labour market (Corporate Leadership Council 2002).

A new business that seeks to quickly scale its value must create value ideas for different parties. This requires not only the identification of value proposals for clients, but also the coordination of certain value proposals and steps to be taken rapidly by the new organisation. This has been described globally as a major obstacle and is one of the key reasons why most new businesses do not rapidly increase their value in the business.

It is little known how to handle the value offer relationship in a modern market environment. Even when businesses attempt to form multiple value proposals, they appear to align these proposals only with a single consumer value proposal but with little relation with their general short, mid and long-term scaling goals. So many new businesses do not scale because in the early stages of their existence they were not primarily planned to scale up. It is important to note that regional incubators and accelerators make considerable efforts to help new businesses grow their client value proposals. However, these measures did not contribute to the launching of several firms that would calculate the worth of companies (Ratte 2016).

Conclusion

The current report aim was to analyse the concepts and what drives the employee engagement. Also, how to measure its engagement in an organisation and developed an employee value proposition.
 
Companies must allow their workers the opportunity to create an atmosphere for a working life that is enjoyable and engaging. Workers are the most valuable resource for any company and if they are given the right time and space to balance work with fun at work, their employees will not be separated from each other. In order to achieve their purposes and goals, the company and the workers rely on each other. Employee participation should also not be a one-time exercise but should be incorporated into the company's culture. The dedication of employees should be an ongoing learning, development and action phase. Organizations should also consciously look forward to meeting the needs of workers and thus have an effect on employee performance, which will directly impact the performance of the organisation.
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