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Among the many tasks, HR management is associated with is employee engagement which it describes or measures the level of ent	enthusiasm or dedication that staff feels towards the company as well as the job assigned to them. A higher rate of employee engagement is positively associated with the growth of any organization and also indicates how ethical and sustainable practices the company undertakes (Meijerink, Bos-Nehles and de Leede, 2020). In addition, employee engagement is essential for higher productivity and performance of any company and is considered a prime driver for sustainable growth in the future. Due to the sudden emergence of Covid 19 pandemic, the company has take some steps such as making workplace covid-19 infection free, work from facilities, or flexible working time to increase employee engagement. Therefore, employee engagement has four prime aspects such as trust, loyalty, motivation, and commitment. In this report, different concepts and drivers of employee engagement would be discussed along with a description of tools that could be used to measure employee engagement. In addition, the report will highlight employee value proposition models and strategies to improve employee engagement.
[bookmark: _Toc100157331]Concept and drivers of employee engagement 
The concept of employee engagement refers to the HR concept which describes the level of dedication and enthusiasm employees feel towards their job or company. Higher employee engagement primarily means employees would care more about their job and also the performance of the company, and also feel that their contributions make a difference in the organization (Ahmed et al. 2020). Also, an engaged employee cares more about the company rather than just the paycheck and thus, considers well-being linked to the company's performance. Thus, engaged employees are instrumental in the success of the company. In addition, the concept suggests that engaged employees are more likely to be highly productive and perform better. Apart from that, engaged employees display a higher commitment to the company values and goals than others. In addition, employee engagement also demands proper communication between employees and the employing authority (Lemon and Palenchar, 2018). On the other side, engaged employees have the belief that their work is meaningful and also believe that their work would be valued and appreciated by their seniors or supervisors which gives them the feeling that they are entrusted with the success of the organization. Thus, the concept of employee engagement has been part of management theory since the 1990s and 2000s and is widely associated with employees developing emotional ties with their job and their employing authority (Antony,  2018). Tesla is among the prime examples of employee engagement which used more transparent communication at their Fremont car assembly plant which enhanced the employee engagement strategy to improve safety standards. 
Training and development is another key driver of employee engagement as a study by Udemy found out 80% of employees said that they felt more engaged at work. Also, by giving them training, and develop, employees skills would enhance and therefore, employees with more capable, confidence lead to personal development which contribute to building of motivated, happy and engaged workforce (Kitto, 2020). By investing in T&D businesses clearly shows that they value their employees and investment in their personal development enhance their abilities to maneuver through the work which naturally provides employees with motivational boost. In addition, the type of training businesses offer further contributes to employee motivation.
Concrete communication is a powerful tool that can have enormous impact on the employee engagement and overall success of the organization (Obeidat, Al-Khateeb and Abdallah, 2019).. Effective and clear communication can contribute employee engagement and boost business growth and workplace productivity. Also, concrete is the cornerstone of an engaged workforce. Engaged employees are more likely to showcase the dedication and commitment that are essential for long term growth of any large company. Additionally, effective communication is essential for employee, senior leaders, manager, and other stakeholders. 
Performance based pay structure in the company can also enhance employee engagement and motivate them to work harder. This type of employee engagement driver is mutually beneficial for both parties. In addition, this type of pay structures motivates employees and encourages positive attitude towards the company resulting in more engaged employees (Alrowwad et al. 2018). Also, this driver of employee engagement makes employees to try harder, achiever more, and perform more effectively which works as incentive for more engagement. Also, surveys done on this dirver positively related performance related pay with job satisfaction as well as organizational commitment and also improve trust in management of the company. 
Another important driver of employee engagement is management by objectives which ensures the fact that employees have clear understanding regarding their duties and contribute towards better alignment of staff with values of the company and increase in productivity. This driver contribute towards improve workplace environment and condition leading to understanding of the fact that employee are more motivated with aligning themselves with the company objectives (Antony, 2018). Through this driver employee would feel engaged with their work and increases performance. It enhances employee experience with the company leading to better engagement.

Also, lastly, autonomy plays an important role in inspiring employees to do their best work as employees feel more entrusted to conduct themselves and make decisions based on their own observations. If employees feel organizations are caring for them by providing flexible working time, working from home facilities, making the workplace safe from covid-19  infection, and job design/ restructuring, it drives employee engagement further. 
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Research by Gallup points to the fact that organizations with highly engaged employees have a 21% higher profit ratio and 17% higher productivity rates. Therefore, it is important for organizations to continuously monitor employee engagement (Burnett, and Lisk, 2019). Thus, organizations can use tools such as frequent employee surveys, employee reward and recognition programs, one-to-one interview sessions, HR tools, exit interviews, and also conducting employee lifecycle reports. 
Among the tools employee survey is foremost, and commonly used for measuring employee engagement. It is an effective tool as surveys could be filled out or submitted anonymously which increases participation rates as well (Kertiriasih, Sujana and Suardika,  2018). In this tool, the use of third-party administrators can also increase the comfort rate of employees and they can easily forthright their opinions without any fear of retaliation. Through a good survey, organizations would be able to better understand what motivates their employees and also help develop policies to improve the quality of work relationships or increase job satisfaction rates. Also, with the help of this tool organizations would be able to measure whether their career development methods are working out to help employees or not.  
Another tool is total quality managemet indicator which requires employees or the organization to change company culture that requires employee involvement at different level. Better TQM would indicate the fact that employee are better engaged with the company. As employee participation, involvement and empowerment forms the cornerstone of TQM, better TQM measures would imply that, employees are having better interactions between individuals and their team members (CIPHR, 2022). Consequently, if the company has dictotarial management system, if would face difficulties in terms of making the TQM work which would indicate that employees are less involved with the company. 
Another diagnostic tools is performance appraisal which can be used to measure employee engagement as companies use this tool for performance evaluation, performance review or identifying employee engagement which provides essential data regarding how the employee is committed to the organization and at what level the staff is contributing to company’s growth (Maltseva, 2020). Therefore, positive performance appraisal would mean the employee is highly engaged with the company. Performance appraisal works as indicator to high achieving workers which would provide social recognition. Additionally, studies have found that performance appraisal had positive significant influence with employee engagement and high rate of which refers to higher engagement as well.
 Another tool is personal and professional development programs to measure engagement. With the help of this tool the company identify which employee is commutating more in group setting or participating more into these program which would be essential to identify engagement ratios. Also, how these programs are helping employees to enhance their skills and lead to enhancement of productivity (Jouany, 2020). How employees are utilizing these programmes to keep with changes in business operations and industry would help of identify employee engagement as well.  Also higher participation in these programmes by employees indicates to lower employee turnover which viz. mean higher engagement rates. 
Another diagnostic tool is staff and manager meeting rates. Higher rate of staff and manager meeting refers to providing the opportunity to resolve employee conflict and better team and collaborativeness among members. Also higher staff and manager meeting refer to fewer chances for miscommunication and misunderstanding that usually means higher engagement rates (Maltseva, 2020). Also, higher engagement rate of staff and manager indicate towards building relationship which usually means better collaborations and teamwork which indicates higher engagement as well. In addition, higher employee particiaptin in these meeting would mean higher chances for employees to stay up to date with newer ideas and feedback which would mean higher workplace engagement.
With the help of these tools, valuable information or insights could be gathered by management to properly measure employee engagement rates and improve productivity. 
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The employee value proposition model refers to the unique set of values or benefits that an employer could provide to its employees in return for the capabilities, skills, and experience they bring to the table for the company. Therefore the essence of EVP is to showcase how unique the company's offers stand in the market (Jouany, 2020). There are five main components of the employee value proposition such as financial rewards, employee benefits, career development, work environment, and company culture. Therefore, learning from the above discussion, the company can utilize financial rewards in their EVP by covering different aspects of bonuses, salary, and stock options. In addition, the employee benefit component could involve paid leaves, company-sponsored holidays, health insurance, or retirement benefits. Apart from that, career development is foremost in employee engagement therefore, the company can include career development courses like technical training, leadership development training, proportion opportunities, opportunities to change employee domains, or mentoring and career guidance (Jouany, 2020). Apart from that, EVP could include work environment benefits such as flexible working hours, employee wellbeing, workplace design, work-life balance, and recognition. On the other side, the most crucial element in the EVP should be motivating company culture  (CIPHR, 2022). As discussed in the above section, having a motivating culture enhances employee engagement rates as employees could look up to their leadership or management for support. 
[bookmark: _Toc100157334]Recommendations to improve engagement 
In order to raise awareness, the company can take these measures as follows. 
· The management can develop strategies to communicate deliberately and regularly with different departments and help better communications to leave no employees in isolation. For this task manager could manage remote communication through different digital technologies to increase communication. This would be helpful in increasing the employee engagement rate. 
· Also, the company can invest in well-being measures for employees which would make them feel valued in the workplace (CIPHR, 2022). Different studies have shown that low well-being measures put employees at the risk of burnout over time which leads to low engagement rates. Therefore, investing in programs such as employee assistance programs could help mitigate the mental strain that an employee goes through while working for the organization. 
· From the above discussion, it is evident that having proper enablers of engagement is key here and therefore management needs to work on the feedback received from invite feedback. 
· Also, properly defining the organizational goals and communicating effectively with the team or employees would help increase employee engagement (CIPHR, 2022). Also, with proper organization purpose stated to employees, they could better relate to them. 
· In addition, the company can invest in empowering their employees by providing them more training or giving them more opportunities or autonomy which would be helpful in increasing their commitment to the organization.
· Lastly,  proper reward and recognition policies need to be adopted in order to motivate employees (CIPHR, 2022). 
[bookmark: _Toc100157335]Concussion
The report provided a detailed overview of employee engagement concepts and also highlighted some of the main drivers of employee engagement. In addition, the report evaluated different tools which the management could use to measure employee engagement rates. Apart from that, the report constructed an employee value proposition for the company from the analysis of the idea discussed in the above report. Apart from that, the report discussed some strategies that the company can take to raise levels of employee engagement. 
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