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[bookmark: _Toc57110875]Introduction
Every business has certain strategy that helps them to manage their business in a strategic manner which can bring productivity and profitability to the company. Employees are the most important asset of the company. All the essential work is done by the employees and there are mentors in every department who are responsible for getting the work done in a correct way. Employee engagement helps to increase company productivity. In this article the important drivers that encourage employee engagement and tools that can access employee engagement will be discussed. Working environment with acceptable operating conditions may lead to improved employee performance.


[bookmark: _Toc57110876]Review the concept and drivers of employee engagement
Employee engagement drives employees to give their best and increase their productivity. A workplace having suitable working condition can add to increased productivity from the workers. Some of the key drivers of employee engagement is discussed below, 
Leadership
Although there is a slight difference in the study of employee engagement, the impact of governance and leadership is generally focused upon. Employee engagement is controlled by leaders, not only in the way they encourage workers but also how they engage in work and communicate with external networks (Popli and Rizvi, 2016). 
Workers in large organisations do not get a chance to get in touch with their board of directors, CEO, or company's great influencers. On the contrary, in small organisations workers form relationship with their boss, HR or colleges. 
The leaders of a company should be able to engage with their workers through speeches, individual conversations, and chats. Whenever a leader communicates these four points must be involved, confidence, unity of intent, integration of processes and igniting creativity. However, sometimes it is difficult for a leader to engage when they have a lot of work scheduled for the day. 
There are leaders who respect the devotion of workers will remain loyal to where the business came from. These leaders efficiently express the vision for their staff and plan out an effective engagement process. 
Engaging line managers
Although it is important for leaders to engage with the employees it is not always possible. Every organisational function has a manager, who oversees all the operation in the company. Since, leaders are not always available it is a manager’s job to engage with the employees and supporting them with their motivational skills. This can lift the spirits of the workers and increase their productivity (Antony, 2018).
Organisations that don’t guide people properly operate with minimal productivity. If the worker is given a task, however if they are not given the proper guidance will result in incorrect completion of the task. This will lead to wastage of time for both the workers as well of the company. The workers would also have to re do the task.
Employee voice 
Participating for Performance indicates that it is the opinion of the workers which indicates the actual degree of commitment within an enterprise, and in this regard, a corporation must determine what processes it has in effect to support employees with the correct opportunity to be noticed. In certain cases, employees can use community gatherings, social media or emails to engage with the company (Morokane et al., 2016).  
Integrity
Motivated companies have solid and genuine principles, including consistent examples of confidence and equality built on shared interest, whereby two-way obligations and responsibilities are recognised and met among employees and employers. Humans construct dreams in utter lack of evidence. This is a detrimental instead of an optimistic occurrence. All is regarding expectations. That’s where people go through to views, so they can improve their principles if they're great at collecting feedback.
Capacity
Every employee has a different working capacity, but it is often ignored by the companies. This driver relates to how relaxed employees feel. Employees have to put their physical, mental and emotional effort to get a job done. It is essential that the employees have access to all the necessary tools required to complete the task (Shaik and Makhecha, 2019).
Fairness
Every employee in a company must be treated equally and fairly. It is essential how equally workers think that they are handled within the company. It represents a variety of significant factors such as, how workers feel regarding the job they are expected to do what they think about the benefits they earn, and how they assess the amount of respect that executives and co-workers give them.
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There are various tools to measure employee engagement in a company. Some of them are discussed below,
Utrecht Work Engagement Scale (UWES) 
The concept developed by Wilmar Schaufeli and colleagues describes employee engagement as a "healthy, satisfying, job-related state of mind characterised by vigour, commitment, and immersion." 
· Elevated concentrations of capacity and emotional endurance define Vigour.
· Devotion is characterised by a sense of meaning, passion, motivation, confidence, and difficulty. 
· Concentration is characterised by becoming completely oriented and intensely immersed in work, where time passes swiftly and that it's unlikely for someone to disconnect themselves.
As accessed by Wilmar Schaufeli and colleges, employee engagement contributes to numerous Human Resource results such as, in-role efficiency, extra-role performance, commitment to turnover, and organisational dedication. Moreover, these methods to improve participation are properly recorded (Kulikowski, 2017). 
To a smaller extent, the company influence of job interaction is recorded. Technology, improved standard of operation and less mistakes, workplace accidents and casualties have been observed to correspond to employee engagement.
Such type of employee engagement can be assessed by Utrecht Work Engagement Scale (UWES).
Gallup Workplace Audit 
Another way of measuring employee engagement is through Gallup Workplace Audit. This tool has been the most dominant tool among companies to measure employee engagement. Based on a study, client satisfaction-loyalty and worker productivity were the strongest associations between commitment, accompanied by protection, efficiency, and performance (Khanna, 2020). 
Gallup Workplace Audit is a list of 12 questions, including things on goals, tools, and possibilities.
Measuring employee engagement through survey provider
Measuring employee engagement through survey provider is a technique used by many traditional businesses. These survey providers carry out tests to measure commitment of employees. Operator keeps track of the software and logistics. The surveys carried out by the operator is communicated to the company at a high degree. Mercer is an example of survey provider (Wilkins, 2018). Though this technique sorts out a lot of difficulties, it has numerous cons, which are described below. 
1. This method requires a lot of capital. The cost of the survey depends on the number of staff and can range from five figures to six figures. 
2. The survey can include many information that a company would not like to display. It can include information on accusations, impression of employees regarding the leadership style of the business. However, there are specific information in the survey that can be useful. 
3. In common formats, documentation is provided. This can be a positive factor since it eliminates the inconvenience of reporting. The bright side of the survey process is that it does not include any confidential information such as, employee income or accounts data. 
4. The most significant downside is the lack of availability of data. There are cases when the operator is absolutely unwilling to share the data.  When information is distributed, it is typically performed at a cumulative basis that reduces the importance of the information for review considerably. 
It prohibits the company from reviewing its own information in HR dashboards and having interaction information. 
Measuring engagement data through company personnel
Analysing employee engagement data will be even more effective if it was measured by a company personnel. There are several benefits to it. Some of the benefits are discussed below,
1. Data belongs to the company.
2. Concerning the history of interaction and other HR results, company can add related questions. 
3. The company can provide employee engagement details through technical and operational reporting. 
4. Data can be readily analysed (Milani, R.V., Lavie, C.J., Bober, R.M., Milani, A.R. and Ventura, 2017).
The hybrid approaches
There are many companies who make the use of hybrid approach. Many organisations use questionnaire on top of annual survey to conduct access employee engagement. This data is used for unique assessments, such as to measure marketing results or to evaluate explanations for absences in a particular departmental function.
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Employee value proposition is a collection of associations and offerings offered by the company in exchange for the expertise, talents and experience that the employee brings to the organisation. The Organization of the European People’s Party is an employee-centred strategy that is consistent with current, integrated workforce planning methods because it has been consulted by existing workers and the external target audience.
The Group of the European People’s Party must be special, important, and convincing if it is to serve as a key driver of talent attraction, engagement and retention.
The EVP tends to be a special, efficient, and successful technique for handling workers. The absence of the EVP has a range of consequences for employee results and the firm’s bottom-line objectives.
By trusting workers and giving them space for promotion, companies encourage employees to challenge themselves and be rewarded for their efforts. This can include new training classes, education grants, and opportunities to try out new positions or places (Mone et al., 2018).
Adaptability is another significant factor. Does your company give workers the ability to operate from home or pursue alternative provisions? Employees who have better access to flexible work arrangements show higher levels of job satisfaction and are much more likely to be committed to their jobs and thus remain in their current business.
Employees who are engaged trust their employers and the businesses with a high PPE combination of cooperation and benefits. This is distinct from the very first point, which focuses more on personal progression. When people are satisfied, they tend to build a more coherent team that values the same things.
In recent times, HR experts have developed considerable interest in employee engagement
(Carter et al., 2018). Many experts claim activities have a positive relationship with performance management, efficiency, employee satisfaction and organisational outcomes.
Employee satisfaction is further related to greater standards of consumer satisfaction, higher sales, income margins and total return on investment (Barrow and Mosley, 2005). Employee involvement is mentally motivated and emotionally guided towards work and organisation.
EVP qualities inspire workers to interact positively with the company, and employees who believe that their EVPs are not sufficiently satisfied are likely to disengage from work or leave the organisation.
In addition, performance-based compensation, and advancement opportunities, and also incentives such as retirement and profit-sharing programmes, improve the performance of workers. In addition, financial rewards based on pay rather than basic pay within the scope of the employer value proposition are one of the key components of employee productivity.
Similarly, effective communication and interaction with both supervisors and subordinates increases the performance of employees through the perception of organisational support by providing the necessary information and clarifying organisational objectives.


[bookmark: _Toc57110879]Conclusion 
It can be concluded from the report that employee engagement is necessary to increase a company’s productivity. Employee participation draws a lot of attention from leaders through various industries. Managers and leaders urge to figure out ways improve employee morale and obtain more dedication from the employees of the company. The sense of employee engagement right in many ways. The very essence of the nature of job and the basic laws  for employee relationship have changed there is a wide room that can be occupied with more nuanced approaches regarding the state of the relationship to work and company that workers experience.
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