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A very common concept around which a considerable portion of success evolves is the degree of engagement an employee has with its organisation. Among all the pillars of human resources, this is considered one of the most critical deals for an entity. This concept, unlike many, is a result of two-way communication between the organisation and the employees (Kompaso and Sridevi, 2010). Though HR professionals have struggled to cope with the ever-changing expectations of the employees, the hit by COVID-19 has added a new dimension to their struggle. Many have reengineered roles, introduced flexible working hours and most importantly, made an utmost investment in a safer workplace than ever before; yet, the entire process has challenged them with newer cases. 
To demonstrate the critical issues of this concept and its implementation, an in-depth understanding of the definition of employee engagement, drivers of such engagement and tools to measure the degree with the closest possible accuracy is needed.

[bookmark: _Toc89702211]Concept of Employee Engagement
The term 'employee engagement' infers the degree of attachment an employee has with the organisation s/he is working for (SHRM, 2019). Defining otherwise, employee engagement involves the enthusiasm of an employee to foster the growth of the business with spontaneous endeavour towards all sorts of the betterment of the organisation can be entitled as such (Kompaso and Sridevi, 2010). While considering this a two-way communication, there arises a question of the responsible behaviour from both ends. However, based on the degree of involvement with the organisation, employees can be classified as follows:  
· Actively Engaged: this class of employees are loyal to the organisation; they are active both ways-physically and mentally. They also know exactly "what to do" to remain a step ahead in terms of performance and engagement (SHRM, 2019).
· Moderately Engaged: this class does not invest its attention solely in the organisation. This employee sees their performance as only 'responsibility and acts averagely like a typical 9-5 worker (SHRM, 2019). 
· Actively Disengaged: They are mostly retired workers from active duty. Logically, they hold the minimum enthusiasm of performance towards the organisation. The organisation has little or no expectation of return from this group (SHRM, 2019). 
[bookmark: _Toc89702212] Drivers of Employee Engagement
Being abstract and psychological, employee engagement requires special attention to foster growth. No single theory has ever been discovered as a panacea to this issue. A driver, in motivation a positive correlation between an organisation and an employee, would be the tools using which these parties can be brought closer (Kompaso and Sridevi, 2010). However, these endeavours might be executed in the form of strategies that pave the way to organisational success in the long run.
The following facts can be counted as some crucial drivers that result in a positive relationship between the employer and the employee: 
I. Communication: Whether it is about a personal matter or a professional one, transparent and timely communication is a tool that reduces misunderstandings and promotes healthy bonding (Kompaso and Sridevi, 2010). Due to a lack of timely communication, many bonds have been observed to have faded away.
II. Organizational Culture: It includes the behavioural approaches of an organisation as a whole. Culture involves HR practices, degree of communication, and overall how an employee is treated within the entity (Kompaso and Sridevi, 2010). Undoubtedly, a logical and healthy organisational culture makes its employees be involved to a greater degree (Kompaso and Sridevi, 2010).
III. Acknowledgement: How the achievements and innovations of an employee are treated is primarily correlated to the nature of the relationship between the two parties (Kompaso and Sridevi, 2010). Appreciation is medicine to demotivated employees who have little or no enthusiasm towards the organisation's success (Kompaso and Sridevi, 2010).
IV. Freedom of work: Whether an employee has the motivation to choose the method of their work or the freedom to decide their performance strategy has a lot to do with the degree of engagement with the company (Kompaso and Sridevi, 2010). An employee, logically, would feel more involved if they could submit their deliverables in their way (Kompaso and Sridevi, 2010).
V. Empowerment: An engaged employee always has the privilege of being empowered by the organisation (Kompaso and Sridevi, 2010). In many cases, it has been seen that the degree of empowerment depends mainly on the organisational structure. However, a sense of empowerment leads an employee to be engaged more with the organisation in the long run (Kompaso and Sridevi, 2010).
VI. Fair Treatment: Unbiased treatment of a company means that it has equal positivity with all the workers. This sense of fairness gives the employees a chance to strengthen their relationship with the organisation (Kompaso and Sridevi, 2010).
VII. Necessary Aids: During this dynamic era of availability in career aids, the organisation's assistance toward the development of its employees plays a vital role in determining the relationship between the two (Kompaso and Sridevi, 2010). Naturally, if an employee finds the employer investing mainly in their personal growth, the loyalty and dedication of that particular person tend to increase (Kompaso and Sridevi, 2010). As a result, the bonding between the two parties becomes more effective (Kompaso and Sridevi, 2010).
VIII. Opportunities: Scopes for betterment through performance motivate the actively engaged employees (Kompaso and Sridevi, 2010). Nevertheless, any existing employee would take these opportunities as a motivation to sustain a positive bond with the organisation (Kompaso and Sridevi, 2010).
IX. Social Relationship: Nowadays, this has been accepted as a common practice of taking care of the employees to the degree that exceeds professional commitments (Kompaso and Sridevi, 2010). Especially after the emergence of COVID 19, personal welfare and social take care have been two critical issues that corporate giants are concerned about (CustomInsight, 2019). The intensive care by the organisation works as an extended hand to improve the relationship between its employees (CustomInsight, 2019).
X. Transparency: Whether it's heartbreaking news or a motivating one, an employer is always expected to be transparent about the thoughts, plans and agenda of the organisation to their teammates (CustomInsight, 2019). This exerts a sense of trustworthiness between the parties (CustomInsight, 2019).  
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Before discovering the tools to determine the level of employee engagement, it is necessary to construct the answer to the question 'why it is important to measure engagement. The possible reasons can be as follows:
· Exploring the Unknown Facts: How deep an employee is involved with the organisation can signal the managers before an obstacle becomes a critical issue (Brown, 2020). The human resource or the managers can approach the less engaged employees before they make any mistake due to lack of enthusiasm (Brown, 2020).
· Establishing credibility: Seeking feedback from employees builds a sense that their opinions matter to the organisation (Brown, 2020). On the contrary, the employees feel listened to in any situation (Brown, 2020). As a result, they tend to think deeper about the company's welfare (Brown, 2020).
· To know employees’ pulse: Whether they are into business or thinking otherwise exerts experts with greater exposure to both- the associated risks as well as the potential opportunities (Brown, 2020). Hence, whether a team manager or a human resource professional, everyone needs to know the pulse of the employees and the ongoing trend inside the organisation (Brown, 2020).
The task of establishing a single tool to measure the level of engagement has always left professionals with a dilemma (Brown, 2020). However, there can be two types of tools through which this degree can be measured, such as:
I. Quantitative tools of measuring employee engagement 
II. Qualitative Tools of measuring employee engagement 
Both have been detailed below.
I. Quantitative tools of measuring employee engagement 
As the name implies, this type of tool analyses the engagement using quantifiable variables. Some commonly used and widely accepted ones are presented below: 
a. Voluntary employee turnover rate
The idea of this tool implies that a less engaged employee would leave a company on their own decision, whereas a more engaged one would tend to stay longer (Sparkbay, n.d.). The following formula can measure the rate of such turnover:
(Number of departures /Number of employees) *100= Turnover rate
Source: (Sparkbay, n.d.)
The higher the rate is, the more management needs to be cautious about the relationship with the employees (Sparkbay, n.d.).
b. Employee Absenteeism Rate
This idea has some similarities with the former in terms of interpretation. However, the formula is quite different from the former one (Sparkbay, n.d.). The formula is:
(Number of absences /Number of working days of that period) *100= Employee Absenteeism Rate 
Source: (Sparkbay, n.d.)

The better the engagement is, the lower the rate is expected to be; on the contrary, the worse the engagement is, the higher the absenteeism rate (Sparkbay, n.d.).

II. Qualitative Tools of measuring employee engagement 
Again, as the name implies, this tool consists of some surveys and interviews through which many untold issues can be detected through expressions. Some widely used ones are explained below:
a. Annual Engagement Surveys:
This is a very popular survey, followed mainly by multinational corporations once a year (Sparkbay, n.d.). A bit lengthy, the annual engagement survey involves most of the parameters in a Likert scale to better know the level of engagement (Sparkbay, n.d.)

b. Pulse Surveys:
Unlike annual surveys, pulse surveys can be conducted weekly, fortnightly or monthly-whenever the need for a real-time idea of employees' involvement needs to be traced (Sparkbay, n.d.). Through this survey, ad-hoc basis analysis becomes possible and management gets aid to take quick decisions (Sparkbay, n.d.).

c. One-to-one Sessions:
Whenever managers need to know a specific employee and put effort into a single one, a one-to-one session serves the best. This can be conducted inside the organisation or, if needed, outside somewhere to maintain confidentiality.
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Employee Value Proposition or EVP is the transaction between the employer and the employee in return for sharing mutual benefits (Built In, 2020). Hence, as the title implies, there are two sides (Brown, 2020) of the system:
· The skills and expertise an employee carry to offer the organisation and
· The benefit and compensation the organisation, in return, offer the employee

However, there are some basic EVPs which have been explained below:
I. Compensations
This comes in a package with salary where both primarily causes an employee to work for the organisation in total (Brown, 2020). 

II. Working environment
The degree of positivity inside a specific team and throughout the entire organisation affects the employee. The professional life and the personal life of an employee are primarily correlated with the attitude inside the organisation (Brown, 2020). 

III. Work-life-balance
A standard practice of allowing leave in critical situations and offering holidays while required stimulates employees' eagerness to e with the organisation (Brown, 2020). Considering the necessity of this, after the COVID situation, many companies are offering flexible working hours and work-from-home facilities to the employees (Brown, 2020). 


IV. Career growth 
In the long run, most of the employees seek career growth and long-time benefits from the company s/he works for.  However, this factor depends on both ends- the employee's performance and the organisation's positivity to facilitate its workers (Brown, 2020). 

V. Mutual respect 
How well an employee is treated is a big concern in EVP. Companies that value their employees treat them as wealthy and they tend to prove so through their actions (Brown, 2020). 

[bookmark: _Toc89702215]Conclusion

Both the psychological and physical involvement of employees has immense effects on the success or failure of an organisation. Realising this fact, contemporary professionals across the globe are coming up with innovative ways to improve these employee engagement packages. 
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