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Executive summary
The following report will talk about the concept of employee engagement. It will also describe how drivers of employee engagement enhance organisational growth. It will evaluate a diagnostic tool to measure the employee engagement of a company. The different types of strategies are also discussed that are implemented to give better productivity to the company.



Table of contents 
Introduction	3
Concept of employee engagement	4
Drivers of employee engagement	5
Evaluates diagnostic tools to measure the engagement	7
Employee Value Proposition	9
Strategies to raise levels of engagement	9
Conclusion	11
Reference	12


[bookmark: _1z2ndyy0efdh]

[bookmark: _epzjbqykxgf0][bookmark: _377y3cl1cdy4]Introduction 
Managing People 
Employee engagement is an HR concept that evaluates the level of dedication and importance an employee gives to their job. The below report will also show personal engagement, employee engagement and how it improved business productivity. Employee engagement helps to boost the overall performance of the company. This report will discuss the concept and drivers of employee engagement. It will evaluate how to measure the engagement of employees through diagnostic tools. It will describe what the proposition, including strategies to increase levels of engagement, is. This report will help an organisation to keep engaged and increase the productivity of the company.
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It is very detrimental to the company if the workforce engagement is very poor because it reduces the productivity of the company. Employee engagement is a state of mind or emotional strength that determines how employees feel about their team or organisation. Employee engagement evaluates what an employee thinks about the company (Bulińska-Stangrecka and Iddagoda, 2020). There are various types of engagement such as employee engagement, work engagement and personal engagement. Engagement is when an employee is fully focused on their work and does not think about anything else and feels very grateful for the work they are doing daily.
Positive attitude
Employee engagement is good and a positive behaviour of an employee that helps to improve business productivity. An employee should build loyalty and positivity about the work. It will help the company to increase its overall productivity. Some research found if an employer engaged with the employee on a daily basis they tend to be more focused, motivated and happier and they are less likely to leave the company. Some more deep attention may be needed to reshape work relationships. 
Modern perspective
Work relationships make the whole work process more enjoyable. A highly efficient employee holds a good place in their organisation, while an inefficient employee cannot take a good place. The modern concept of employee engagement is different (Al-dalahmeh et al., 2018). It has some agreement and well being connected to it. It is defined as the company's rule that results in the right direction for all employees and gives them the opportunity to work better every day. Employee engagement is basically based on morality, belief and contact within the organisation.
[bookmark: _s95c5nu5uu40][bookmark: _bk1hstfmytkt]Drivers of employee engagement
It is very important to understand which factors motivated an employee and drive them to be more engaged in the company. There are many important factors that keep engaging an employee.
Company Performance
A company's performance plays a significant role in engaging employees in their work (Ghlichlee and Bayat, 2020). If an employee knows his organization performs well and is able to fulfil its target and dominate in the market then they are naturally more engaged in their work. If an employee has a negative view of the performance of the company then their overall morale will go down and it affects their productivity. 
Leadership
No matter what the size of the company, leadership will always be the main engagement driver. Strong leadership always boosts an employee's confidence. Leaders should maintain a healthy relationship with the employee. It will help to increase the employee's productivity and they will be more engaged with their work. It is very important for leaders to work hard because the staff learns by watching the leaders.
Collaboration & Teamwork
Since employees spend most of their time with their colleagues then it is very important to have a good relationship with everyone in the organisation (Tepayakul and Rinthaisong, 2018). It is a very important engagement driver. Without having a healthy relationship they do not work collaboratively, and teamwork is the most essential thing to increase the productivity of the organisation. 
Environment
Environment engagement drivers depend on physical as well as a mental work environment to give the employee a feeling of safety. The physical element of this driver connects with various things like physical safety, comfort etc. A positive work environment is essential because a toxic work environment can reduce the efficiency of the employee. If an employee feels that their workplace is unsafe for work, they will not be able to engage.
Feedback & Recognition
Feedback and recognition are very important drivers for the overall engagement of an employee (Mone and London, 2018). When an employee receives feedback and recognition from the organisation, they feel very special. It will help to increase the overall performance of the employee as well as the organisation.
Benefits
Benefits and compensation are vital parts to keep an employee engaged in their work. If an employee notices their salary and benefits are lower than a similar organisation in the same industry then they can feel undervalued. Once it happens, the employee desperately switches their job.
Growth
Career growth helps to drive engagement within a company. This drive has become more important nowadays. Employees don't want to stay in a dead-end job (Antony, 2018). So career growth is very important to engage an employee.
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Employee surveys
A company needs to organise employee surveys in order to measure the engagement of people in an organisation (Eskandari-Damaneh et al., 2020). An employee survey measures the percentage of individuals working for the organisation honestly. It helps in measuring employee goals and focuses on personal growth. It checks employee retention and productivity in the workplace. It generally helps in getting feedback on employee feelings and their attitude toward the organisation.
HR tools
New HR platforms help in providing feedback and measures of employee satisfaction. It helps in engaging and measuring performance management which is a very essential part of an organisation. It ensures that every employee working in the organisation is satisfied and happy in their departments and contributes to the organisation's growth.
Social media platforms 
Due to the new technological trends, social media has become a powerful tool in order to measure employee engagement. It consists of monitoring ratings and reviews in order to understand the strong network in the organisation. It gives project managers the opportunity to fully understand the employee values and a moral that is built on the company‘s culture.
Set up a focus group
The organisation needs to make small focus groups that can conduct daily meetings in order to be informed about employee engagement (Albrecht et al., 2018). As the team leader, it is the responsibility to prepare and analyse a report according to the improvement in employee engagement or productivity. It also calculates the productivity metrics of every employee working in the company. It helps in measuring the engagement of employees in the organisation. 
Calculate ENPs
ENPs are calculated on the basis of employee engagement and the least engaged people. It helps in gathering feedback and the score of an employee in order to reach the target allocated by the company.
Employee activity
It is the most crucial tool in order to measure employee activity to get the actual figures of employee engagement through different services. It measures the establishing goal of every employee and conducts false surveys in order to check employee retention and productivity. In order to evaluate diagnostic tools to measure employee engagement, one needs to organise strategies in the form of questionnaires to self-regulate and enhance the organisation‘s growth.
Establishing clear employee engagement goals
This provides a benchmark for distribution in the engagement of employees and measuring the engagement metrics trying to figure out the actual growth of the company. It makes employees feel that their opinions matter to the company. The company needs to mark the score as nine or above in order to complete the target for the company. When it comes to measuring employee engagement, email is the most internal platform that can be accessed to get the employee engagement ratio. It provides detailed analytics on open rate, the engagement rate of a satisfying task and measuring employee engagement (Knight et al., 2019).
Measure employee productivity
Employee productivity creates revenue for the company. Therefore, it is essentially important to measure productivity as it is the key to the outcome of the workforce (Felstead and Reuschke, 2021). It works on how effectively employees give their input to business organisations. Constructive feedback can help in the improvement of one’s performance in order to measure employee productivity. It is an essential diagnostic tool to measure employee engagement in an organisation.
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It is a unique set of advantages that employees get as a reward or return in reward for their skills and capabilities. It offers flexibility and helps in having a joint mission and organisational objective. It stabilises the work-life balance and provides fame and recognition to the company.
Follow the same goal
In order to construct an employee value proposition, the company needs to interview existing and past employees about their emphasis and prioritisation of their missions in order to achieve organisational goals. It helps in measuring employee engagement and recognising the physical and mental health of the employees working in a company (Chanana, 2021). It interviews and communicates on the basis of the organisation's purpose, empowers people and recognises good work. The employee value proposition is a way to communicate with the employees in order to get feedback about the team activities that share the common vision.
Provide perceived overall transactions between employer and employee
It represents the contributions from both the employer and the employee. Employee value proposition grants and offers some rewards in order to provide better organisational performances for the company. It also engages the employees in having a perfect work-life balance that helps in stabilising their income. This will automatically increase the concept of employee engagement and help the company to provide better production and management in the market (Ismail et al., 2019).
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Modelling core values and emphasising mission
It builds the purpose to model the core values and engage the employees in order to improve their work culture (Spieth et al., 2019). It guarantees employees an understanding of the importance of companies for values. It is very important to emphasise the emission of the employees and mostly engage them with the company’s core values.
Sanitizing the workplaces 
The companies should sanitise the workplace environment so that employees do not fear walking in a closed space. Due to the COVID-19 pandemic, the companies had to shift their offices to work from home, which made them face a lot of economic crises in the workforce (Savić, 2020). Sanitisation of workplaces will enable and motivate the employees to come to the office and concentrate more on their work. It will encourage them to spend more hours on training and programmes organised by the company to increase the amount of productivity.
Recognizing top employees and rewarding 
The company needs to recognise the top employees and reward them for their excellent performances. The project managers should increase the level of engagement that directly affects the teams. It coordinates volunteer opportunities that make a positive contribution to the economy of the company. The company needs to acknowledge the employees in order to build their motivation. It senses positive feedback to consider an incentive program for achieving a good level of success (Nigusie and Getachew, 2019).


[bookmark: _jgl51v40arpv]Conclusion 
The above report has helped to understand the concept of employee engagement. The report has further discussed the idea and the analysis of employee engagement and how drivers of employee engagement help in organisational performance. It has also shown the diagnostic tools that measure employee engagement. It has been concluded that without dedicated and focused employee engagement, an organisation cannot perform well. The report has further shown various strategies that help in engaging employees. The report has further discussed how poor workforce engagement can affect companies' productivity. Therefore, it can be concluded that engagement within the organisation helps to improve the overall performance and employee well being. 
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