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[bookmark: _gjdgxs]Introduction

Employee engagement is a primary function that the organisation's human resources and the executive are supposed to prioritise in the attempt to achieve desirable performance. The human resource – HR – concept attempts to reflect on the extent of enthusiasm and worker dedication towards their assigned tasks. It is critical to point out that engaged employees tend to express complete care regarding their work and the importance of the company's performance (Zeidan and Itani, 2020). The concept of engaging an employee navigates the intention of an employee from mere financial benefits to commitment to achieving desirable performance milestones. The organisation's leadership needs to be assured of the extent to which it can achieve desirable results out of proper management of the human capital. Employee satisfaction and morale consider engagement as an elementary prerequisite aspect. There are myriad drivers associated with employee engagement. Based on these drivers, the extent of employee engagement is determined. The assignment seeks to reflect on the key drivers of employee engagement, the diagnostic tools necessary for measuring employee engagement, and the benefits that employees garner due to the experience, capabilities, and skills that they offer the organisation. 


[bookmark: _30j0zll]Concepts and drivers of employee engagement
Some myriad drivers are responsible for fruitful employee engagement. These drivers take the form of themes where there are other sub-drivers, whereas others are stand-alone, just like the level of impact they have on employee commitment and performance. Below is an in-depth review of these drivers. 

a) [bookmark: _1fob9te]Leadership as a driver of employee engagement 
Leadership plays an integral role in influencing action or inaction by employees. Leaders have a primary role in guiding or influencing employee behaviour. Three critical elements associated with leadership include leadership commitment, leadership integrity, and leadership availability. First, a committed leader embraces transformational leadership traits and engages employees actively by playing the role model function at work. That means that employees tend to feel the urge to outperform their already stipulated employee responsibilities when the leaders show extreme commitment to the agenda of the organisation and the welfare of the employees. 
Secondly, the element of leader integrity. This is a driver that primarily impacts the employees' motivation to act with absolute integrity. Suppose a leader exhibits a commitment to engaging in business best beneficial to the organisation (Rounak and Misra, 2020). In that case, the employees are likely to follow suit and perform their duties according to their expectations. The concept of integrity triggers an employee's sense of being reliable and dependable. That means that as a result of being subjected to integral leaders. 
The concept of leadership availability is also elementary in influencing positive employee engagement. Availability in a leader is described in terms of the accessibility of the leader, the approachability of the leader, and the leader's visibility (Zeidan and Itani 2020). These three aspects are elementary in influencing a connection between the employees and the leaders and, ultimately, the organisation's goals. Employees who fail to connect with the leaders or experience a lack of connection between the leadership and other stakeholders tend to become unavailable and less committed equally. The lack of commitment is consistent with the ever-declining level of trust by the employees in the quality and credibility of decisions that the leaders make. Concurrently, the performance of these employees tends to decline significantly. 
Accordingly, leaders who appreciate the actual value of employee engagement tend to take the organisation's goals seriously. Most importantly, leaders who exhibit an abject understanding of the organisation's plan will strive to lead the employees to the direction initially crafted for progress. Accordingly, the employees will benefit from this act by elevating their level of trust, better alignment to the systems and elimination of potential bureaucracies, elevated clarity of purpose, and unleashing their potential and talent.  

b) [bookmark: _3znysh7]Autonomy 
Employees work best when inspired to realise their potential. In this case, autonomy as a driver implies that the workers are subjected to immense trust that they can deliberate and make dependable and reliable decisions (Zeidan and Itani, 2020). The employees constitute a very instrumental factor of production – human capital. Allowing the employees to plan and manage how their time resources and skills will be employed makes it easier for them to feel free to utilise them to achieve organisational milestones. Autonomy contrasts with any attempt to micromanage employees. In the event an employee is not micromanaged, they tend to exhibit immense dedication and enthusiasm towards their job (Rounak and Misra, 2020). As a result of autonomy, employees can enjoy a flexible working schedule and alternatively work from home. 

c) [bookmark: _2et92p0]Interpersonal relationships between workers 
This, among other organisations, tends to work in teams. Further, organisational goals are drafted in such a manner that they need to be achieved collaboratively. Accordingly, interpersonal Relationships between the employees can either construct the enthusiasm and commitment of employees or deconstruct these attributes. The organisation needs to establish a culture that advocates for healthy interpersonal relations to achieve long-term mutual respect between employees. 

[bookmark: _tyjcwt]d) Learning, professional development, and performance
In most cases, employees hired at the entry level are often mere graduates from tertiary learning institutions. These are considered potentially skilled but less experienced. Therefore, there is the dire need to ensure that they are granted an opportunity to learn more. Employees benefit immensely from options given to them by an organisation to grow, develop career-wise, and advance in their education (Bedarkar and Pandita, 2014). Employees in the contemporary world face dynamic work experiences with the demands in the market changing steadily. That demands that the employees be subjected to proper training to enable them to perform the tasks assigned to them with utmost confidence. Failure to educate or train employees in good time results in consistent experiences of confusion and uncertainty. That, as a result, triggers poor performance among the employees. Up-to-date training creates an opportunity for the employees to remain alive to the investment opportunities. This, in turn, influences a feeling of motivation and enthusiasm to dare challenging tasks with the hope of delivering desired results to the organisation.

[bookmark: _3dy6vkm]e) Rewards and Benefits 
Employees appreciate social and financial rewards and benefits. This is one of the ways the organisations seek to gain trust and good relationships with the employees. The company needs to feel appreciated regardless of the extent to which the organisation strives to motivate employees. Reflecting on important social welfare programs such as health insurance coverage and other logistics costs increases the level of enthusiasm by employees to work for the company (Bedarkar and Pandita, 2014). In most instances, an employee who has been relieved of routine expenses such as healthcare costs and, at times, children's tuition fee subsidies tend to urge to commit more time and resources towards realising the organisation's goals. 



[bookmark: _1t3h5sf]Diagnostic tools used to measure employee engagement
Employee engagement can be assessed by reflecting on how best employee's potential has been nurtured, social and economic welfare has been responded to, interpersonal Relationship with employees and leaders has been ascertained, among others. There are a series of tools that are used to measure employee engagement. Below is an overview of these tools:

A) [bookmark: _4d34og8]Employee Net Promoter Score - eNPS  
The employee Net Promoter Score application is a sufficient tool used to assess or measure employee engagement. The tool focuses on reflecting on the level of loyalty by the individual employees in the organisation's manifesto or strategic plan (Sedlak, 2020). Employee loyalty is tested not only on the magnitude of happiness but also on the willingness of the employees to recommend the company as a suitable place to work. Concurrently, loyalty is assessed depending on the extent to which one would be willing to recommend the services and products that an organisation offers (Sedlak, 2020). An employee who is willing to do this is a perfect example of an engaged employee. 

[bookmark: _2s8eyo1]     B) Exit or stay interviews 
The interview is defined in such a manner that the employees can provide feedback regarding their level of engagement. Most importantly, the tool is used to determine the factors that contribute to the willingness of an employee to stay engaged (Vignesh and Babu, 2014). Most importantly, the goal of this tool is to determine if there are any interventions that could have been introduced to ensure that there is increased and effective employee engagement. Perfect examples of questions that are likely to be poised through this tool include: 
What is Your Relationship with the department head like?
What is it that you like or dislike about your assignments?
What are the traits of a good day for you?
The questions seek to understand the nature of experiences that the employees have that can make them desire to stay or leave the organisation (Rafiq et al, 2019). They involve personal and collective perceptions regarding the company and the spirit of employee engagement. 

c) [bookmark: _17dp8vu]Pulse survey 
The pulse survey, just like the title dictates, refers to the frequent surveys that are conducted on the employees. These surveys are constantly undertaken with the aim of determining how employees feel about their experiences at work on a daily or even weekly basis. This is a real-time survey tool since it tends to gather data affiliated with employee levels of engagement on a daily basis (Welbourne, 2016). The essence of using this tool is that there is a likelihood that the experiences may be responded to ensure consistency or a change. One key benefit associated with this tool is that it ensures that employee engagement is made an easier process for management and amendment. 

d) [bookmark: _3rdcrjn]Regular One-On-One Meetings 
It is also elementary to ensure that one engages in a one-on-one discussion with individual employees. Regular meetings comprise informal discussions with the employees or team members (Engagedly, 2022). This is a reliable platform for establishing what could be facing the employees at work. In-personal conversations may prove hard to achieve the desired results. However, upon opening up, it is the most effective tool for determining the quality of employee engagement at the organisation. Remember, some feedback could be representational.      

[bookmark: _26in1rg]Employee value proposition and strategies to raise level of engagement
The Employee value proposition constitutes a series of aspects that the employees appreciate or like about the employer organisation and specifically the leaders (Dhiensiri 2021). These are the same values that inform the strategies that would play an instrumental role in raising the level of engagement. First, a flexible working environment provides an opportunity for the employees to deliver their services and also attend to their personal life responsibilities. This is most likely going to influence the commitment and dependability of the employees during the active working hours. Secondly, there is the benefit of autonomy. Employees who exhibit a willingness to use their skills and capabilities to help the organisation achieve the desired goals. Employees at the company also require timely and quality training and freedom to realise professional development (Dhiensiri, 2021). These are benefits that the employees would appreciate from the point of employee engagement. That, accordingly, implies that it is a value proposition based on which the employees would be willing and able to perform their responsibilities with utmost diligence and commitment. 
A proposed strategy that will further trigger increased employee engagement is the appreciation for inclusion and diversity. Through this strategy, employees working in the organisation and are associated with a specific religious group, racial group, age, gender construct, among other attributes of diversity, need to feel appreciated (Luu, Rowley and Vo, 2019). For instance, coming up with a "Welcome" program targeting women and members of the LGBT community, among others, is a suitable program that would influence a positive feeling of engagement in the organisation. 

[bookmark: _lnxbz9]Conclusion
Indeed, the fact that the organisation has already taken into consideration measures such as flexible working conditions, a restructuring of the roles, and ensuring that the employees work in a covid-19 safe environment provides a sufficient pace for better employee value propositions and strategies for higher levels of engagement. There is a close correlation between the drivers of change and the tools used to assess the level and quality of employee engagement at the organisation. Appropriate management of employee engagement as a factor promoting better performance at the organisation is certainly going to trigger improved performance of employees. Improved performance by the workers' triggers increased productivity and, ultimately, revenue.     
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