


Introduction
         Employee engagement is an essential process for any profit-making organization as it helps in increasing its competitive advantage through increased productivity and reduced employee turnover. The continued survival of most business organizations is based on their ability to maximize profits from the available resources while recognizing the possibility of future changes that can affect the preferences of their workforce. Therefore, it is not new that most small and large business organizations have significantly invested in initiatives and policies that promote commitment and engagement with their employees. Corporate leaders sometimes face difficulty in trying to adjust their business operations concerning change, especially if they narrow their focus to the available processes and products. However, they can achieve a viable future for their organizations if they know how to balance maximizing profits in the short run and employee engagement. This paper is a comprehensive report on the concept and drivers of employee engagement, tools for measuring employee engagement, and a construct of the employee value proposition.
Review the concept and drivers of employee engagement
        Different authors and scholars have generated different meanings of employee engagement. According to Sun and Bunchapattanasakda (2019), the concept refers to the employees' intellectual and emotional commitment toward their work or the level of discretionary effort portrayed by organizational workers in their line of duty. The definition by Bailey et al. (2017) indicates that employee engagement refers to employee energy and passion for extending a discretionary effort in assisting the organization to achieve its long-term goals. It is usually connected to employees' dedication towards the organization, their support of organizational values, and readiness to provide excellent human services to the organization. Therefore, this definition highlights the psychological rather than physical contract employees form with their respective organizations. However, Eldor and Vigoda-Gadot (2017), defined the concept as a sense of employees being valued through being involved in organizational activities, which increases their satisfaction. Employees who are engaged in their workplace feel valued and develop inspiration from their official duties. Additionally, they tend to be highly customer-focused and are concerned about the organization's future success (Eldor and Vigoda-Gadot 2017, p. 528). Hence, they are ready to drive it towards achieving its long-term goals and objectives.
       One of the key drivers of employee engagement is emotional commitment. An employee's commitment to diligently serve the organization is directly related to their overall performance and productivity. Emotional commitment refers to the employee’s ability to genuinely contribute their expertise in the pursuit of the organization’s goals (Eldor and Vigoda-Gadot 2017, p. 543). A high level of emotional commitment implies a higher possibility of achieving organizational objectives and improving productivity. Second is a work-life balance which is also a crucial determinant of employee retention. Human resource managers should recognize the unique needs of various categories of employees to understand the increasingly diverse nature of the organization's workforce. This knowledge plays a crucial role in designing and adopting organizational strategies and activities that will promote engagement of the diverse groups of employees at work. Workplace culture is another driver of employee engagement. Different corporate environments have fostered different cultures, some of which do not foster employee retention through engagement (Sun and Bunchapattanasakda 2019, p. 68). An organization with a workplace culture that promotes the psychological well-being of the employees that promotes safety, job security, and fair competition is better placed to build and maintain employee engagement. Furthermore, organizations that potential employees recognize as an "employer of choice" set a good image that attracts and retain employees hence portraying high levels of engagement. In essence, a strong corporate culture that promotes employee respect and provides training activities has a significant impact on enhancing employee loyalty and increasing engagement.
Evaluate diagnostic tools to measure the engagement
        There are various diagnostic criteria approved for measuring employee engagement. However, for this research, I will focus on six (6) diagnostic criteria.
1. IES Engagement Survey
          It is an engagement measure made up of twelve attitudinal phrases that determine organizational commitment, citizenship, and the range employees recognize organizational values. It is also crucial to measure employees' perception of the extent to which the organization empowers individuals to perform well (Shuck, Adelson, and Reio Jr 2017, p. 957). The survey allows the respondents to indicate their point of agreement with every statement using a scale of one to five. Higher scores reflect a higher level of employee engagement.
2. Roffey Park Institute’s Engagement Diagnostic Service
         It is a diagnostic criterion for employee engagement that the Roffey Park Institute created to enable organizations to measure t6heir engagement levels. The scale was developed within the framework of a package service to allow organizations to determine and gain insight into employee engagement as an important aspect of their goal achievement (Shuck, Adelson, and Reio Jr 2017, p. 961). The criteria provide an empirically validated scale that measures organizational engagement based on four primary measures: workers' commitment, their relationship at the workplace, the available motivations, and their perceptions of their work and roles.
3. NetPromoter 
         The criteria are founded on the idea that an organization's customers can be categorized into three groups: Promoters, passives, and detractors. Just like customers, employees can be categorized into promoters, passives, and detractors depending on their level of satisfaction and engagement in the organization (Owens et al. 2016, p. 35). An organization's score on employee engagement is estimated by subtracting the percentage of detractors from the percentage of promoters. The measure emphasizes that an employee's level of advocacy in the organization is a crucial result of employee engagement. 
4. Gallup Workforce Audit
       It is a diagnostic criterion developed by Buckingham and Coffman (1999). It is made up of twelve questions for determining employee engagement, and these questions touch on various employee issues (Shuck, Adelson, and Reio Jr 2017, p. 963). The employee issues addressed by this criteria include; understanding their expectations at work, availability of resources to execute their duties, recognition, and motivation, encouragement to grow, building good friendships, and being listened to at work. The answers to these questions have a direct connection to business outcomes like productivity, profit margin, customer loyalty, employee retention, and engagement.
5. Towers Perrin Rapid Engagement Diagnostic Survey
        It is diagnostic criteria developed from research conducted on 40 000 workers in North America. It is a paper or web-based survey which allows business organizations to determine and benchmark their degree of employee engagement (Owens et al. 2016, p. 35). It also helps organizations recognize internal factors that drive engagement and areas that require organizational intervention to boost employee engagement. The development of this measure indicated its main advantage of being cheap and efficient as compared to other conventional methods of measuring engagement.
6. Utrecht Work Engagement Scale (UWES)
        The scale was developed to measure employee engagement using three constructs which contain between 9 and 17 items. The criterion was founded on the presumption that a positive working environment with high satisfaction is characterized by dedication, vigor, and absorption (Lovakov, Agadullina, and Schaufeli 2017, p. 147). It is a commonly used method because of its high validity, which implies a strong correlation to the theoretical models of engagement.
Employee Value Proposition
        The following employee value proposition was constructed based on previously covered ideas and analysis.
· Higher level of work flexibility: Most employees desire to work in an organization that provides high flexibility in terms of work schedule and location. Jobs with high flexibility generate higher satisfaction and create room for personal growth. Employee satisfaction is achieved through a higher level of freedom and autonomy to execute their official duties while at the same time attending to their daily needs outside the organization (Mascarenhas 2019, p. 99). Work flexibility also creates a working environment that makes the employees develop a sense of being valued hence increasing their job satisfaction. Even in this post-pandemic period, employees have attached greater value to flexibility with regard to working both remotely with a few in-office days. Organizations should therefore allow the employees to choose the number of days to work in the office and remotely as well as their daily working hours.
· Creating organizational mission and values that go beyond work:  Modern employees give more attention to the mission and values that an organization upholds as they search for a job. The interest has increased particularly in the current years associated with political and social unrest. Prospective employees are highly attracted to employers with missions and values that are clearly defined, especially those related to real life. Therefore, job seekers interested in an organization's activities go beyond the common goal of maximizing profits (Mascarenhas 2019, p. 101). These activities include initiatives such as creating environmental equity, empowering communities, and promoting mental health and well-being. 
· Building and promoting employee relationships: While employees today prefer remote over in-office working, many organizations emphasize the significance of employee relationships in driving performance (Pawar 2018, p. 94). Employee relationship means connecting employees to create teamwork in a meaningful manner. The diversity of employees in terms in terms of talent and unique abilities can play a crucial role in building productive teamwork that can increase the organization's competitive advantage. Apart from remote working, organizations should strengthen the effects of in-office working by:
a) Organizing face to face meetings at the organization
b) Organizing informal meetings to increase interpersonal connection
c) Engaging in mini-celebrations at desk aisles 
d) Engaging in impromptu moments at the office
· Creating projects that promote work-life integration: A new way of supporting employees and improving their work-life integration is essential. The employees often prefer remote working over an in-office environment, but without proper integration, their productivity and performance might be greatly affected. Therefore, work-life integration means helping the employees to adjust to their preferred working environment to maintain their performance. It is also a crucial means of attracting and retaining talent in the modern world (Mascarenhas 2019, p. 102). Organizations should aspire to create a flexible and healthy working environment that allows employees to balance work and personal lives without having to compete for attention. Additionally, organizations should also consider additional burdens such as financial constraints faced by individuals as a result of working from home. These financial burdens are associated with caregiving costs and technological costs to help manage their time and internet bills. Thus, the organization can support the employees through initiatives such as the delivery of subsidized food, office allowances to cater to equipment needs, and technological reimbursements to cover technological needs. 
· Creating a friendly working environment: A work environment that promotes the safety and health standards of the employees can enhance employee engagement. An organization that experiences an overall reduction in poor employee health and workplace accidents is likely to have lower levels of employee turnover facilitated by ill-health (Pawar 2018, p. 96). A good working environment is also associated with reduced employee absenteeism and associated costs. In essence, a healthier workforce will significantly contribute to the overall performance and profitability of the organization. 

Conclusion
         Employee engagement is a significant concept in today's business world. Therefore, organizational managers should implement effective strategies that enhance employee engagement for improved productivity and performance in the long term. However, managers should acquire significant insight into the drivers and indicators of employee engagement before implementing such strategies. Several indicators help organizations measure employee engagement, and each utilizes different aspects of employee engagement. The choice of a diagnostic tool depends on the organization's perception of factors that influence the level of engagement among their employees. Therefore, the choice of an indicator varies from one organization to the other. A powerful employee value proposition that will differentiate the organization from its competitors is essential for attracting top talent. Modern employees aspire to work with organizations that will generate memorable workplace experiences. Organizations that recognize the importance of employee value proposition will integrate this concept in their recruitment strategy to attract employees, reduce the rate of employee turnover and improve performance.
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