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Introduction
Human resource management is a comprehensive term that encompasses everything from hiring people to teaching them, rewarding them, setting rules for them, and designing retention strategies (Hook and Jenkins, 2019). Employee engagement is a term in human resources (HR) that describes a worker's level of dedication and enthusiasm for their profession. Employees that are engaged care about their jobs and the company's performance, and they think their contributions are essential. It is closely related to job engagement and job satisfaction. It is an important concept because it helps an organisation to reach its objectives efficiently. This report will highlight the concept of employee engagement, its drivers, the tools to measure the engagement and the strategies to raise engagement for organisational success. 









[bookmark: _Toc102727035]Employee engagement and its importance
Employee engagement relates to how attached employees are to their professions, their co-workers, and their firm on a psychological and emotional basis. Employee engagement is crucial to a business's performance since it is directly related to work satisfaction and morale. Employee engagement is built and maintained via effective communication. It is essential that the employees who are actively engaged in their job will be more productive and efficient. They also often show a higher commitment to the company's principles and goals.
Employers may encourage employee participation by clearly describing requirements, recognizing and promoting good performance, keeping employees informed about the company's progress, and providing regular feedback (Beardwell and Thompson, 2017). Other approaches include making a determined effort to make workers feel valued and respected, as well as listening to and comprehending their ideas. Engaged employees have a strong sense of purpose in their job, a strong sense of support from their managers, and a strong sense of ownership over the company's future success. Individuals who are engaged in their job are more likely to be inspired and loyal to their company as a consequence. Engaged employees are more productive and efficient in their jobs than disengaged employees. Thus, organisations develop and implement different strategies to increase employee engagement. 
[bookmark: _Toc102727036]Drivers of employee engagement
There are several drivers of employee engagement. Drivers include training and development, performance and appraisal, immediate management, cooperation, communication, meaningful work, feedback, growth, recognition, equal treatment, pay and benefits etc (Beardwell and Thompson, 2017).  Some of the key drivers are described below:
[image: ]Figure 1: Employee engagement drivers (Beardwell and Thompson, 2017).
Training development and career: These are the primary HR elements that contribute to engagement. Proper training programs lead to the development of the employees and thus they feel capable and valued.
Performance and appraisal: An employee's impression of how well the organization is operating and whether it can accomplish its objectives is influenced by the company’s performance driver. As a result, if employees believe that their firm is beating its competitors and controlling the marketplace, they will be more eager and able to participate in their job and interact with their colleagues and their employer.
Immediate management: This driver reflects an employee's trust in immediate management to make sound, well-informed judgments. Employees in organizations that need to strengthen this engagement driver typically feel cut off from key decision-makers and isolated inside their areas. 
Communication: A company's culture and vision, as well as the productivity of its employees and the success of the business, depend heavily on its ability to effectively communicate. This driver has a high impact on employee engagement.
Pay conditions, benefits, health and safety: Pay conditions and benefits are the most important driver for an employee. It is because it is the primary need for employees for which they join a job in the first place. Health and safety are also related to benefits. If the payment system of the company is good, it is natural that the employees will be more satisfied and happier with their job. Health and safety are related to the environment driver. These are also significant factors that drive employee engagement.
Feedback, recognition and growth: Feedback, recognition and growth, as engagement drivers, are crucial for total employee engagement, yet they are often neglected. If the employees get feedback from their seniors, they can easily identify the areas to do better. They feel appreciated for their work. It is a chance for them to get recognition for their work as well. Thus, these three are important drivers for engagement.
Job satisfaction: How much an employee can add meaning to their job relates to job satisfaction. This is the feeling of fulfilment that comes directly from their job. If an employee is satisfied with his job he will certainly have longer tenure. The employee will be more productive and absenteeism will also reduce. Thus, they will be more engaged.
The drivers for example have a significant impact on the employees of Furniture Village company. The company initiates different HR techniques such as training, regular feedback, job rotation, flexitime, bonuses etc. to take advantage of the drivers and keep the employees engaged (Furniture Village, 2019). It also has flexible working hours to enable all employees to achieve the best work-life balance possible. Thus, the company has grown massively over the last few years.
[bookmark: _Toc102727037]Tools to measure employee engagement
HR managers can use different tools to measure employee engagement. Some of them include employee surveys, social media, exit interviews, HR tools, software etc (Dessler, 2020). 
Employee survey: The employee survey is one of the most widely used methods to measure the engagement of the employees. The most effective surveys may be submitted anonymously, raising participation rates and enabling employees to provide more candid feedback (Truss, 2014). Using an external operator (such as Gallup Q12 or Survey Monkey) may help increase employees' trust in their capacity to express their thoughts freely without fear of retaliation. The goal is to understand the source of disengagement and eliminate them. 
Social media: Social media is another powerful tool to measure employee engagement. Glassdoor rankings and reviews, for instance, could be used by companies to evaluate employee morale. Internal social media networks that allow employees to exchange ideas and engage in conversations, like the business intranet, are also valuable. For managers, this offers them a greater understanding of their employees and the company's general culture.
Exit interview: One of the essential methods is to ask the right questions through an anonymous survey, but it's also important to ask the tough questions regarding why employees, particularly top achievers, leave or want to leave. Their feedback might help discover opportunities for improvement in different areas in order to attract and retain the most engaged workforce. Many experts advise using a single set of surveys in combination with an exit interview during the individual's last week of employment and, if possible, a follow-up phone call a month or more after they leave (Byrne, 2015). 
Software: Companies are increasingly supplementing yearly surveys with adaptable software solutions that may gather and assess employee engagement during the year. Different software has been developed over the last decade to measure employee engagement. Some of the software includes Kazoo, Bonusly, Nectar etc (Builtin, 2022). This software measure as well as enhances employee engagement.
A practical example of using the tools can be seen in the Furniture Village company. The company regularly conduct surveys on its employees to see how much they are engaged. The company also evaluates the negative answers to find out the reasons for such and tries to eliminate them. 

[bookmark: _Toc102727038]Employee value proposition
Employee Value Proposition (EVP) is the mix of remuneration and incentives that a company may provide to its employees in return for exceptional job performance. An EVP comprises everything an administrator does to attract and retain talent, which is vital to a company's success (Lambru, 2012). Nowadays every company focuses to develop a value proposition for the employees. They do it through HR strategies such as recruiting the right person for a job or task, training and developing employee skills, creating a good payment system, offering bonuses and recognitions, offering flexibility in jobs etc. These strategies will develop employee participation and raise employee engagement. The value propositions to develop engagement of employees are given below: 
Company culture, mission, vision and values: Company culture is an important factor for employees. It is because it's the total of the organisation’s official and informal processes, attitudes, and ideals, all of which contribute to the workforce' and customers' experiences. A mission statement is used by a business to communicate in clear and succinct words the reason(s) for its existence. The collection of guiding ideas and essential beliefs that assist a group of individuals to operate as a team and work toward a shared corporate objective is known as company values or core values. Vision is the long-term goal a company wants to achieve. Culture, mission, vision and values if aligns with the employee’s core attributes, it is very likely to reach success very quickly. This is why companies try to recruit such individuals that these can be aligned with (Chandani et al., 2016). Thus, more engagement from the employees is ensured.
Good quality line management: Managers that care about their employees, treat them equally, encourage them to achieve well, are concerned about their career objectives, and provide an opportunity for progress are examples of effective line management. If the line management is of good quality, the employees are well engaged. 
Two-way, open communication: This enables workers to express their opinions and thoughts while also keeping them updated about areas that are important to them. Thus, keeping the employees interested and engaged.
Effective collaboration: Across departments, as well as between management and labour unions effective cooperation is necessary to make the employees feel valued.
Focus on employee growth: focusing on employee growth through different strategies provides workers with the training they need for their present position, as well as equal access to development possibilities. It has been mentioned earlier that an effective training program can make the employees more productive to such a point that they can be satisfied with their work. 
Health and wellbeing: Considering health and safety thoroughly, with the goal of reducing accidents, injuries, violence, and harassment, and responding immediately when a problem emerges. This is why organisations provide different types of healthcare benefits, take precautions for any type of risky work, and provide a safe and healthy workplace.
Equal opportunities, fair play and benefits: Eliminating any type of discrimination, implementing fair workplace culture and providing fair benefits always raise morale. This type of workplace creates a friendly relationship among the employees. Thus, they help each other and express satisfactory feelings about their workplace. Thus, the employees become more engaged. 
For example, Furniture Village company implements these value propositions. The company has a variety of training programs to develop employee skills. The company has a bonus and commission program that rewards commitment and ambition. They offer a variety of advantages, such as a significant paid vacation allowance, a pension system, child tax credits, and a cycle to work program, among others (Furniture Village, 2019). Through the salary sacrifice program, employees may purchase tax-free childcare.  The organization has a cycle to work program that provides financial support to individuals who want to improve their fitness while also helping the environment. They also have an intense induction program as well as yearly assessments and 'grow our own' growth plans. The company has a 28-day paid vacation policy (Furniture Village, 2019). Employees are paid bonuses and reward on sales through the company's bonus and commission scheme. A variety of benefits are available to senior managers within the organization, including private healthcare and a corporate car. All these strategies raise employee engagement. 
[bookmark: _Toc102727039]Conclusion
In conclusion, employee involvement is critical for the success of any firm. This report describes employee engagement, its importance, its drivers, tools to measure engagement, and a value proposition that will raise employee engagement. There are a lot of ways that organisations can keep their staff satisfied and engaged. For example, they can make jobs that give them a lot of control and variety. Furthermore, firms must use techniques such as strong leadership training so that management may build initiatives that engage their employees. Thus, employee engagement can be improved.
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