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[bookmark: _Toc100101174][bookmark: _Toc100313681]Introduction
Employee engagement is the human resource concept that describes the positive attitude of the employees towards the organization. An engaged employee is always aware of the business context and works with a colleague to improve the performance of the job. Most organization in the world works for improving the employee’s engagement in the organization. This business report focuses on the fundamental of employee engagement and its ins and outs. However, several drives influence the employee’s engagement in the organization. Significant drives are illustrated properly in this report. In addition, diagnostics tools for measuring employee engagement are also elucidated in this report. Lastly, organizational strategies for employee engagement are discussed properly. Employee engagement has lots of advantages for the organization. It increases the employee’s performance, as well as the employee, becoming more innovative in the organization. Considering all of these factors, large organizations like Microsoft, Unilever, and GSK are focusing on employee engagement in the organization. 

[bookmark: _Toc100101175][bookmark: _Toc100313682]Concept of Employee Engagement
Employee engagement refers to the positive attitude of the employees towards the organization and its values. An engaged employee is always aware of the business activities and works with their colleagues for improving performance for the sake of the organization (Armstrong, 2020). A two-way relationship fosters employee engagement in the organization and the organization must work for developing the employees in the organization. Employee engagement has three main aspects and these are physical component, emotional component and cognitive component. An engaged employee always exerts lots of energy to perform his/her job. Not only this, the engaged employee always puts heart into the job as well as the employee forgets everything while performing in the organization (Taneja et al., 2015). Filling these three aspects indicates employee engagement in the organization. Beyond these three aspects, there are 3 other core elements of employee engagement. These are intellectual engagement, affective engagement and social engagement (Armstrong, 2020). According to intellectual engagement, the employee always thinks about the job and the way how to improve it. Moreover, affective engagement depicts that engaged employees always feel positive about doing their job in the organization. Lastly, social engagement refers that it enables the opportunity to discuss work-related improvements (Kular et al., 2018.). An organization gets hundreds of benefits from engaged employees. This is why organizations are investing a lot in employee engagement in the organization. 
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Different organizations use different drivers to engage employees in the organization. Depending on the nature of the organization and the nature of the job, drivers of engagement are used by the managers. The task of employee engagement is not an easy task. It is always hard for managers to engage employees in the organization (Macey, and Schneider, 2008). The human nature of every single individual is different. As a result, the same strategy may not work for all employees. However, some significant drivers for employee engagement are illustrated below:
Performance and appraisal: Appraisal make employees engaged in the organization. After putting efforts into the organization, an employee wants recognition from the employer. It motivates the employees of the organization. Employees become dedicated when they are recognized for their contribution to the organization (Torrington et al., 2020). Large multinational organization Arla arranges a performance appraisal program each year for their employees. Selected employees are awarded in this program which also increases employee engagement. 

Figure: Drivers of employee engagement
Equal opportunities and fair treatment: Equal opportunities are very important in the organization. When all the employees get equal opportunity in the organization, they become motivated. It sets the baseline for how people should treat each other at work. If any employee is mistreated compared to the other employees, it directly breaks the employee’s dedication to the organization. So, equal opportunity and fair treatment always engage employees in the organization. 
Job satisfaction: Job satisfaction is very important. The satisfied employee never thinks of leaving their job. Moreover, the satisfied employee always tries to increase the performance of him/herself (Popli, and Rizvi, 2016) The employer of the organization should meet the employee’s satisfaction to engage themselves in the organization. Respect, praise, and motivation foster the job satisfaction of employees in the organization. 
Co-operation: Co-operation among the employees is very important. It makes the life of employees easier in the organization. Good employer relationship creates a good culture in the organization where employees get all sorts of support from the superior employers. It provides more space for the employees in the organization. As a result, employees get engaged in the organization. 
Family-friendliness: When employee works in a friendly environment, they become engaged in the organization both mentally and physically. It also increases the employee’s performance in the organization. Employees' productivity will increase when they get friendly behaviour from the employer. 
Pay, condition and benefits: Employee engagement largely depends on the remuneration, condition and other benefits. When an employee gets a medical fee, tour and travel fee, and insurance fee beyond the salary it engaged a lot. An employee feels that they are cared for by the organization. As a result, they become more careful with the organization as well. 
Heath and safety: Employee safety is very important in the organization. Several laws are imposed by the government to ensure employee safety in the organization. When the organization take effective actions to ensure the safety of the organization employee become engaged with the organization (Torrington et al., 2020). Besides, every employer has the legal obligation to provide a safe and healthy working environment for all employees.
[bookmark: _Toc100101177]These are the drivers of employee engagement an organization should follow.
[bookmark: _Toc100313684]Diagnostic tools to measure employee engagement
Engaged employees are always dedicated to the job. They are very generous as well as efficient for the organization. They require fewer resources to attain any objectives. Organization managers use several tools to measure employee engagement. Measuring employee engagement allows organizations to identify profiles of what engaged employees look like as well as to identify opportunities to improve levels of engagement (Saks, 2016). There are several diagnostic tools are available to measure employee engagement. Some significant are illustrated below:
Survey: It is the most common to measure employee engagement and to know about the employee commitment and attitude. To ensure the result of the survey, it has been conducted anonymously by the surveyors (Torrington et al., 2020). It also helps to increase the participant's rate, as well as an honest response, can be gathered. Several questions have been asked to the employees of the organization about their engagement. Based on the analysis of the data, the organization can understand the commitment level of the employees. 
HR tools: Employees become disguised to answer the question twice or thrice a year. Most of the time they didn't provide authentic answers to the questions. To avoid this situation the organization is supplementing periodic surveys with versatile software programs which are very efficient to keep recording the employees’ tracks (Bogardus, 2016). This application keeps the record of a conversation between the employer and employee. Based on the analysis of the application the managers can easily understand the engagement ratio of the employees. 
Social media: The employer can measure the employee’s sentiment by monitoring the glassdoor rating and review. Glassdoor is the internal social media network that allows employees to post ideas and engage in conversation. It allows the employer to better understand their employees and measure employee engagement in their work. 
Exit interviews: Exit interviews will help the organization to design the employee engagement program more effectively for the employees. Exit interview refers to the final interview of the employee who leaves the organization very soon. Many organizations follow up with the employee even after they leave the organization (Bogardus, 2016). This valuable feedback can help identify areas of improvement to help attract and retain the best, fully engaged superstar employees.
Frequent one-on-ones: This method is very time consuming but still the most effective tool to measure the employee’s engagement. Employees feel free to talk with the employer alone. Conducting one-to-one interviews once or twice quarterly is suggested by the HR specialist. 
These are some diagnostic tools to measure employee engagement in the business organization. 

[bookmark: _Toc100101178][bookmark: _Toc100313685]Strategy for employee engagement in the organization
There are lots of strategies for employee engagement. Based on the nature of the organization, the strategies should be used. An organization get numerous benefits if it successfully implemented employee engagement. The size of engaged employees depends on the strategy the organization have been taken. Before establishing the employee engagement program, it is also necessary to understand the employee’s situation. Moreover, at a different level of the organization, the strategy should be different. For engaging the top-level employee, the organization have to choose a different strategy and to engage mid-level or lower-level employees, the manager has to choose different strategies. However, some significant strategies for employee engagement are illustrated below:
· Good engagement of employees depends on the behaviour of the line manager. So, to ensure the effective engagement of employees it is necessary to employ a good line manager. The line manager should always care about their employees, treat them fairly and encourage them to work hard in the organization (Anitha, 2014). Moreover, the line manager should provide career development opportunities and career aspirations. This strategy will help any business organization to engage its employees. 
· Open communication is very important in the organization. An employee should get the opportunity to raise their voice that is relevant to them. Lots of good ideas come from the mind of employees. When employees are enabling to share their suggestions with the top management, they feel something their own. It engages the employees in the organization. 
· Interrelationship among departments as well as trade union creates a very good atmosphere in the organization. Good interrelationship creates a very friendly culture inside the organization which fosters the employee’s productivity (Anitha, 2014). It also reduces organizational politics. As a result, employees feel free to move from one department to another. It engages the employees. 
· Training increases the employee’s productivity in the organization. Moreover, it helps the employees to keep fit with the ongoing trend in the industry and organization. Employees become engaged with the organization when they get regular training sessions. 
· The effort of the organization means a lot to the employees. When the employees found that the organization works for minimizing accidents, injuries, violence and harassment and takes effective action to solve these problems it makes employees engaged with the organization. 
· Moreover, the HR department should be fair and committed to the employee appraisal program, equal opportunities and friendliness. It motivates the employees to work hard in the organization to get these facilities committed by the HR department. 
· A harmonious working environment increases the comfort of employees in the workplace. This environment also insists the employees respect each other as well as help one another. It increases employees' engagement in the organization. 
· The employee should get proper remuneration and other fringe benefits compared to the other organizations. Sometimes monetary benefits matter to the employees. When the employee gets the best package from the organization, they become dedicated to the organization. 
These are the strategies the organization can take into action to implement the employee engagement program. 
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Considering all of these factors, it is evident that employee engagement is very significant for the organization. An engaged employee performs better than other employees in the organization. Moreover, engaged employees are very innovative in the organization. They can generate creative solutions to the problems because they are well known for the ongoing fact of the organization. In addition, engaged employee perceives their workload to be more sustainable than others. The matter of sorrow that highly engaged employees might lead to ill health and burnout. So, the employer as well as employee must look at their health while working in the organization. The organization should have a policy to leave the employee for a vacation in a year. It helps the employees to keep their bodies and minds sound. This report covers all of the learning outcomes properly. Ins and outs regarding employee engagement are demonstrated in this report. 
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