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[bookmark: _Toc55902668]INTRODUCTION 
Employee engagement can be described as the workplace approach based on the commitment, honesty, integrity, trust and the two way communication process. In this report, the significance of employee engagement within the workplace will be described along with its concepts and the key drivers; that helps in retaining the best talents within the organization. Further, the diagnostic tools for the measurement of employee engagement level will be described in detail that defines the satisfaction as well as dissatisfaction level of workers. 

[bookmark: _Toc55902669]CONCEPTS AND DRIVERS OF EMPLOYEE ENGAGEMENT  
Concept of employee engagement- 
Employee engagement is the concept that describes the workplace approach for retaining the valuable employees or best talents within the workplace. It is related to the level of the workforce’s commitment and their connection towards the organizational goals. The strong engagement of the employees within the organization has its key importance in the organizational success and growth. However, the true meaning of employee engagement can be defined as the involvement of staff workers in the decision making process, organizational mission, values and the job satisfaction (Singh, et al., 2016). So basically the concept of employee engagement referred as the critical driver that promotes growth and helps in gaining the competitive advantages. Therefore, high level of workforce engagement within the workstation majorly promotes the talent retention, fosters the loyalty of consumers and helps in improving the working performance and the values of stakeholders (Popli and Rizvi, 2016). 
It is the fundamental concept to describe both the qualitative and quantitative nature of relationship among the employees and the employers. An engaged employee within the workplace is described as the one who is always enthusiastic and confident about their responsibilities or related job duties (Kang and Sung, 2017). They are more likely to put their efforts in the attainment of organizational goals. Engaged employees takes the positive initiatives and actions for the completion of given tasks and always maintains the organizational reputation. It is the duty of the HR professional of the business organization to make strategies for engaging their employees and staff members. In contrast, the employee engagement is based on the honesty and integrity, trust, two-way communication and the commitment among staff members and the organization. It contributes in the high productivity and effective performance (Albrecht, et al., 2018). Therefore, the concepts of job satisfaction among workers and the employee engagement are somewhat interrelated. As it is well known that the employees are the true and most prominent assets of the organization, so it is important to satisfy their needs and demands in order to retain them within the organization. 
Interestingly, the involvement of employers’ matters in the employee engagement that also creates the positive impact and the workers will be more productive, loyal and confident when the leaders or superiors appreciates them and supports them. The proper involvement of the employers will make them the best leader, who can run the organizational functions effectively and encourage the workers more in order to attain the specified goals or objectives. Many of the organization spend a lot of their resources in order to create the healthy work culture and engaged workforce. As the organization have the diverse working culture, so it is important for the employers to understand the values, culture, background, needs and the working behavior of employees (Gupta and Sharma, 2016). As the case described that in the past time, the company has not attempted to measure the employee engagement but in the light of pandemic and the new ways of working criteria, the CEO of the company makes several strategies to retain their employees like work from home opportunity, feasible working time and paid leaves etc. 
The need for aligning the organizational components and the employee engagement- 
There is a need for aligning the organizational components with the employee engagement for the better performance and improving the greater involvement of workforce as well. The organizational components include the vision of the company, objectives, mission statement, company’s resources, scope, corporate culture, values and the strategies for achieving those specified objectives. All these organizational components required to align with the employee’s performance in order to attain the goals (Mazzei, 2018). This can be done through the positive behavior of manager and other supervisors of the organization; who can formulate strategies and then implements it in an effective way in order to increase the higher level of productivity. Therefore, the aligned workforce within the organization is more likely to create the easy tactics for resolving the issues and other related problems (Uddin, et al., 2019). 
Principles Drivers of the Employee Engagement- 
There are several key drivers for the employee engagement such as growth opportunity, satisfying work-life balance, job satisfaction, healthy work environment, job security and well-being of employees, performance appraisal etc. all these key drivers play important role in the business strategies of the organization to maximize the level of productivity and competitive advantage. However, the job satisfaction and job security are the two major components or key drivers of the engaged employees. it can be understand by this fact that if an employee and other staff workers are satisfied with their job roles and duties then they are more likely to do work in a manner (Popli and Rizvi, 2016). In contrast to this, the dissatisfaction level of employees will reduce the positive impacts of the other components. 
Growth opportunities: for the organizational success, the growth opportunities for the staff workers and the employees play crucial roles. If the organization provides proper guidance and appropriate support to their staff workers then they can do the work effectively. the training and development programs, seminars, learning activities and other related organizational activities provided by the organization help the workers to grow and develop their skill set; which will increase the level of productivity and their skill efficiency (Imperatori, 2017). For the ambitious employees and workforce; it is important to provide them opportunity for their development. Certification courses, new projects or responsibilities as per the skills and knowledge, regional conferences and other training programs helps in the employee engagement because it boost the confidence level of them. 
Job security and value: it is the most prominent and major driver of the employee engagement. It is the responsibility of the HR professionals and other senior regulatory staff members to ensure the job security of workers. They are accountable to formulate and implement the policies regarding to it. This driver works in the both dimensions such as motivational factors and the security level. If an employee is unsure about their job roles and the position in the organization then there is a chance that he/she will work hard with the full effort in order to secure their place. Other than that, the job insecurity also increases the level of competition among the workers to retain their respective designation (Krishnaveni and Monica, 2016).  
Reward and performance based appreciation: all the organizational components and the key drivers have such an immense importance for the engagement of employees. If the company acknowledges the performance of employees then they will feel motivated and confident (Osborne and Hammoud, 2017). Promotion benefits, bonuses, feasible working hours, easy work life balance, incentives, paid leaves, and other financial as well as non-financial appreciation helps in the employee engagement. With these strategies, the HR professionals can encourage their employees or staff members to work hard for the attainment of specified organizational goals. However, the well-defined recognition and the reward or benefit system allows the employers to differentiate among good and poor employees as well as it is directly related to the organizational success (Turner, 2020). 
Benefits for the stakeholders: the senior authority of the organization must assess the needs and demands of the workforce in order to formulate the strategies for the organizational functions. Identification of issues is also important in order to reduce the inefficiencies and other related consequences. However, the stakeholders are the true assets and the vital part of the organization, which could also be incentivized to retain the loyalty of them accordingly. Benefits provided by the company to their stakeholders helps in engaging them. Within the organization, the stakeholders should be accommodated with priorities as they are the important assets of the company (Imperatori, 2017). The external stakeholders like vendors, suppliers, distributors and other players play imperative role and the company should focus on them too by the benefits like incentives and other financial benefits; so that they can feel valuable part of the company. These strategies helps in overcome the gaps and in the continuous improvement which engage the workforce as well. 
Accountability and performance: every employee wants to be recognized and be the part of winning team. The employees feel happy and motivated when they are appreciated by the leaders and the senior authorities. Effective management of team and for the workforce planning, there is a need of leaders and coaches; who can provide proper appropriate support to the workers and staff members for their work in order to attain the goals. They are also responsible to give feedback to them for the further improvement and development. It boosts the performance and helps in engagement of employees as well (Imperatori, 2017). 
Positive work culture: it is important to maintain and create the healthy work culture within the organization where people can work effectively in a secure, safe and comfortable manner. The healthy working environment impacts positively and boosts the confidence level of employees. It is the duty of the HR professionals to create the positive and healthy work culture. Effective working environment makes the employees happy, which brig positivity. It helps in increasing the productivity level (Popli and Rizvi, 2016). 
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There are several kinds of tools that are used for measuring the employee engagement level based on their behavior, attitudes and the working performance. In order to measure the level of employee engagement within the workplace, the company uses three approaches such as need satisfying approach, multidimensional approach and the job satisfaction approach. With these approaches, the company will be able to evaluate or measure the employee engagement level and their behavior or attitude towards the organizational values (Turner, 2020). 
Aligning employee’s engagement with the purpose of an organization: the first approach i.e. need satisfying approach will address the needs, demands and priorities of the workers. Sometimes employees maximize their working capabilities in order to satisfy their needs that will keep them loyal as well. With this tool, proper evaluation can be done (Shrotryia and Dhanda, 2019).  
Employee attitude of the climate survey: another important tool for the measurement of engagement level is the evaluation of job satisfaction level of the workers along with the working environment. It describes that how much an employee is satisfied with their roles and responsibilities. This tool includes survey, interviews and questionnaires that covers all the aspects and helps in proper measurement of satisfaction and dissatisfaction level of employees (Daneshgari and Moore, 2016). 
Focus group: it referred as the effective tool for the measurement of employee engagement. This tool provides all the possible measures and helps the company to make strategies for the future management system. 
[bookmark: _Toc55902671]EMPLOYEE VALUE PROPOSITIONS 
It can be described as the unique set of benefits, which employee receive from their organization in return for the capabilities, skills, knowledge and experience they bring to the organization and helps in the attainment of goals. It is the important part of the HRM process and a great tool for retaining and engaging talents within the workplace (Raj, 2020). However, it is the tagline of the company that attracts the candidates and also shows their values. A strong EVP will help in gaining competitive advantages and maintains the productive workforce within the organization (Pawar, 2018). 
[bookmark: _Toc55902672]CONCLUSION 
The aforementioned report illustrated the significance of employee engagement within the workplace along with its concepts and major key drivers which helps in the talent retention. Further, different tools for measuring the engagement level of employees has been described along with the employee value proposition. 
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