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Introduction 
This briefing paper will help in the evaluation of the meaning, dimension, as well as components of the employee engagement and having an understanding of the component and concept of employee engagement along with the implementation of HR strategies as well as practices to increase the level of employee engagement.
An analysis of the meaning, principal dimensions and components of employee engagement and how it differs, if at all, from related concepts such as organisational commitment, employer involvement, job satisfaction  
The Concept of Employee Engagement for Employee and Employer 
Employee engagement is regarded as the emotional commitment of the workers towards the company as well as its objectives. The emotional commitment of the workers means that they concerned about their company and their own work. The employees who engaged are considered to result in high productivity, service and quality which in turn will result in an enhancement in sales as well as the high level of profit. Organisations consider employee engagement as the sense of determination of an individual that is also apparent to the other individuals within their persistence, efforts as well as the personal initiatives that are directed towards the organizational goals.
Employee Engagement Components
Employee engagement is required to emphasise on all of the areas which can have an impact on employee’s work experience from the internal processes, leadership style, management reputation and organisational culture. The strategy to engage the workers is mainly trial and error which needs efforts and commitment for a long period of time. Below is the discussion of some of the components of employee engagement:
The Psychological Contract
In order to engage employees, it is significant for the employers to treat the employees in a fair manner and they must also be provided with a comfortable environment for work. Moreover, it has also been identified that the employees who get a sense of recognition are more engaged towards the organisational goals. Along with this, they must also be provided with the opportunities of progression of career.
Alignment 
Alignment is considered as essential for the sustenance of the high performance. It is regarded as the linkage between strategy and execution. Moreover, the employees should align their individual goals with that of the organisational goals as it has been found that the aligned employees are capable of making the sound judgment regarding the work priorities. It is said that the alignment without the employee engagement can only result in the short term outcomes which are unlikely to be sustained. Similarly, employee engagement without alignment can result into the misallocated passion.
Trust 
It has also been identified the increased levels of employee engagement can just be promoted if there is a sense of trust within the organization from the side the employers as well as the employees. When they depict a powerful emotional bond with the company, it is also significant that the organisations should also depict the trust within their abilities. The employees should also be provided with the autonomy for carrying out their tasks in their own way. They must not be restricted with regards to particular rules and regulations and henceforth must be motivated for experimenting and for carrying out their tasks within different and innovative ways. 
Principal Dimensions 
Employee engagement can also be subdivided into three fundamental areas:
Intellectual Engagement
Intellectual engagement is regarded as thought regarding the job role or the organization and the ways to improve it. This definition can only be suitable for certain organisations, employees and job roles. Certain job roles require repetitive work and do not necessarily induce intellectual engagement, neither certain individuals look for intellectual engagement from their work. 
Affective Engagement  
This dimension is referred to as feeling positive towards the job role or the organisation. This relates the idea of motivation and it is induced by the conditions that have been positioned within the organisation. This is categorized by dedication, vigour and absorption. 
Social Engagement 
Social engagement is regarded as the opportunity for interacting with the other individuals in the organisation and also collaborating on making improvements and changes. The engaged employees are not just interested in his/her own work but also get a sense of involvement in it and also have the psychological energy for carrying it out.
Engagement Differs from the Related Concepts 
Since the organisations have been experiencing globalisation, henceforth; the engagement of workers and their commitment are of significant importance. Within the present years, employee engagement has become famous as it has been identified that there is a positive association between employee engagement, productivity, profits, customer satisfaction and employee retention. Organisational commitment has gained popularity in the past two decades. It includes the emotional connection of the employee with the company. Employee engagement has been regarded as the employee accomplishing his/her assigned tasks; however, employee involvement has been considered as the extent to which the employee is satisfied during the completion of tasks. Job satisfaction is also among the aspects of employee engagement. An employee that is engaged is regarded as satisfied and enthused with his/her work. They are also passionate regarding their work and can also give an extraordinary performance.
An identification of the principal drivers and business benefits of having an engaged workforce and a signposting of some of the steps an organisation can take to create a culture of employee engagement
The necessity of the enhanced level of knowledge, skills and anticipated behaviour is considered as a key business driver. This will help in making the employees have an understanding of their assigned tasks and also make them confident regarding their performance of the task. The development of competitive edge is also among the key drivers as it is considered to increase the performance of the employees. The increased motivation, commitment and discretionary efforts of the employees are also among the principal drivers. Employee engagement can also be improved by the employee and employer brand equity by becoming the employer of choice. The next principal driver is the enhancement of job motivation and satisfaction. It is also significant for the employers to acquire the flexibility of the employees so that they are able to have an understanding of their tasks in a better way and to perform as per the expectations. The next driver is regarding the increase in employee involvement and innovation. Moreover, the employees must also be empowered so that they are able to become the evaluators and leaders within their roles.
Employee voice is also among the principal drivers that allow the employees to express their views. Along with this, the other key drivers involve supportive work environment, vision, communication with the senior management, line management style and person-job fit. Moreover, it has also been found that addressing employee diversity is also a significant factor in employee engagement. Employee engagement is also essential and necessary for attracting the employees towards the job as well as retaining the employees. The employees can also be engaged by encouraging them to make their own decisions and introducing innovative ideas. This gives them a sense of being valued and to give outstanding performance. 
Besides benefitting the employees, the key drivers of employee engagement are also beneficial for the management as well as the consumers. With regards to managers, the benefits are for the organisations as well as for increasing their interpersonal skills. Due to the engaged employees, the productivity of the employees also enhances along with the expansion of the management system and the company. The integration of the key drivers also needs effective management skills which can be considered as an opportunity for the managers in order to implement and develop their own career. Within the context of consumers, the key drivers which enhances the productivity of the employees, as well as the organisation, lead to an increase in the quality of the products and services. The experiences and feedback of the customers are also being valued and they also enjoy the positive experiences together with the products and services of the organisations.
The procedure of the organisation of work in terms of task groups, definition and arrangement of the job structure and the procedure of work based on the carried out job analysis. The designing of a job enables the attainment of the organisational objectives together with the reduction of job fatigue, stress and human error. The job design must take the factors for motivating the employees towards job into consideration. The job characteristic model developed by Greg Oldham and Richard Hackman elaborates the job with regards to five distinctive features. The skill variety is the level to which the job needs the accomplishment of the entire work from the beginning until the end within the task identity. Task significance is regarded as the extent to which the job of the employee impacts the lives of the other individuals. Autonomy is regarded as the degree to which the employee has the capability to make the appropriate decision regarding the job role as well as responsibilities.
Discretionary behaviour is considered as the behaviour of the employee which identified by the formal reward system in a direct manner and also promote the effective organisational functions. Discretionary behaviours of employees are significant for the col companies to remain competitive within the international economy. They also make a contribution towards maintaining and increasing the social and psychological context of the organisation which offer support to the task performance and the effectiveness of the company. It has been found that when the employees are committed and engaged, they are also motivated for taking the discretionary behaviour.
Role autonomy has been considered as the degree or level of discretion and freedom that is allowed to the employee within his job. The jobs which have a high degree of autonomy result in high job satisfaction and high sense of responsibility within the company. The minimisation in employee autonomy can also end the basic motivation that the employee might attain from the activity.
Organisational citizenship behaviour is considered as the individual behaviour which promotes the effectiveness within the functioning of the organisation. The effectiveness within working can be attained through the provision of positive, psychological and social environment where the work can be successful. It is also essential for the employees since it enhances the social connection which can impact job performance. The researches have also depicted a positive relationship between organisational citizenship and employee engagement.
A brief explanation of the need for aligning engagement practices with other corporate components
For the attainment of organisational success, it is essential to align the practices of engagement with the other corporate components for enhancing employee engagement practices. The corporate components include value, vision, organisational strategy, finance, compliance, HR and brand. In case these distinctive attributes of the company are aligned with the practices of engagement, this results in attaining the aim and objectives of the organisation, help within the success of long term as well as organisational development and also give a sense of importance to the employees for being the part of the success of the organisation. The alignment of the strategy of the organisation with employee engagement is essential as the employees are the most significant resources which help in the identification of the failure or success of the organisation. In order to give employees, a sense of valuing the organisational vision and to give them a sense of being a part of the team and to take the responsibility along with motivating them to perform well also need engagement.
These values will help in triggering the ethical standards which will help in enhancing the engagement of the workforce. The alignment of the brand with the practices will enable the employees to function for enhancing the positive brand image and also comprises of significant decisions regarding the brand identity. The alignment of finances with the engagement practices will result in the minimisation of the recruitment costs by the approaches for increasing the retention. It is also significant that the strategies of HR are aligned with the objectives and strategies of the company as this will help the organisation to attain its set goals. This can also be carried out by the integration of the organisational objectives within the plan of employee engagement. Another method is to align the long term organisational development with long term employee development.
In this way, the HR management will emphasise on enhancing the development of a human resource which will help within the organisational development. This can also be done by vertical and horizontal alignment. The horizontal alignment is regarded as the alignment of the procedures of talent management. Vertical alignment is considered as the alignment of the development of organisations and employees. The horizontal alignment will help the organisation in the management of the current talents in order to retain them so that the company can be benefitted from their skills. The vertical alignment will include training and the utilisation of distinctive methods of growth of employees which will help within the organisational development.
In case the HR strategies are not aligned with the overall organisational strategy, this will lead to an adverse impact on the organisation. The organisation will also experience the employee turnover which in turn will reduce the organisational productivity and will also display the negative image. This will also increase the cost of recruitment. The employees will not get training and will not have an understanding of the tasks. This will cause the wastage of financial resources.
There are four enablers of the best employee engagement practices. The first enabler is the strategic narrative which is regarded as the line of sight among the vision of the organisation and job. In case, they are aligned, the employees are well-engaged. The engagement of managers is the second enabler which includes clarifying them regarding the organisation of the employee work, providing them with the training for the implementation of the skills, for instance, encouraging and listening to them which will assist in engagement. Employee voice is the third enabler which includes the entertaining viewpoints for making the employees engaged. Organisational integrity is the fourth enabler within which the employees are engaged to the degree that the values of the organisations can be viewed within the behaviour. The results of employee engagement minimise the employee turnover, increase the loyalty of the customers and retention, increases productivity as well as the reputation of the organisation.
Evaluation of suitable diagnostic tools for measuring employee attitudes and levels of employee engagement
There is numerous diagnostic tool that is used for measuring the engagement level of the employees. Employee attitude survey is utilised for assessing the employees’ attitudes. This survey looks for the identification of the perceptions and views of the employees at work and in their own job role. The management can make use of this tool as a guide for the determination of the extent to which the employees are engaged. It can also be utilised for the identification of the requirements of the employees which should be satisfied with increasing the level of engagement. Online surveys and interviews can also be utilised for the assessment of the attitudes of the employees. The outcomes depict various organisational and perceptual issues which are obstructing the organisation from increasing the engagement level.
Gallup has also developed a survey which comprises of twelve questions for measuring the engagement of employees. These twelve questions identify the twelve expectations of the employees which should be satisfied for enhancing the engagement level. The high scores will depict the growth of sales has been higher because of the high level of engagement whereas, the turnover has been minimised. The survey categorises the employees into three groups that are not engaged, engaged and actively engaged.
The employee engagement surveys are particularly developed for measuring the engagement; however, they just measure the engagement level. The outcomes depict the threat of the forthcoming the employee turnover as well as the level of satisfaction and motivation. The focused groups are also utilised to have an in-depth knowledge of the employee engagement level. Besides these, there are also numerous HR analytic which can be regarded for measuring the level of engagement. For example, the high absenteeism rate depicts that there are problems in the organisation which are triggering employees for skipping their work. On the other hand, it is not the only determinant of the low level of engagement as the high rate of absenteeism will also lead to the failing health of the employees. However, the increased absenteeism and employee turnover point out that there is something wrong that is customary within the organisation. This information can also be utilised for measuring and analysing the engagement level of the employees for making the required changes. 
Tiny Pulse System is also one of the diagnostic tools which is used for measuring the engagement level of the employees. This software has been developed for carrying out the hybrid approach of the employee pulse survey. This type of surveys sends a certain question to the selected employees for having an understanding of what they are thinking and doing. The tiny pulse system also utilises this method for attaining employee feedback. The software then automatically send the survey having one question each week for helping the leaders for keeping the pulse on engagement that is to say to enhance the engagement. It is considered as better in comparison to the old employee survey methods which are now outdated. The old employee surveys do not offer a meaningful evaluation of the problems that are required to be analysed. The reason behind this is that the employees might not give an honest response. The annual approaches related to feedback do not develop trust and engagement which needed for the honest feedback. The pulse surveys keep the strong interaction between the management and employees by the help of daily analysis by certain questions which develop a trusting relationship for the provision of a strong response.
An example of an employee value proposition (EVP) to promote levels of employee engagement making reference to what makes a ‘good’ EVP
The employee value proposition is regarded as an approach emphasising on the individuals that are directed towards the employees and the integrated strategies for planning for the human resource. It must be original, unique, convincing as well as directed strategically towards the talent pool. It must provide an outline of the unique policies and programs for the employees involving the rewards and benefits which depicts the commitment of the company towards the people as well as for management development.
The presence of EVP or Employee Value Proposition is considered as the tool for attracting and retaining the best of employees within the organisation. EVP is used for communicating the ways in which the organisation value its employees and the ways in which they make efforts for giving priority to the employee well-being to the world. Hence, it is significant for the organisations to carry out brainstorming for the effective EVP which comprises of all of the characteristics of the management as well as engagement of employees. Following is an example of EVP.
“We’re Shopify. Our mission is to make commerce better for everyone- but we’re not the workplace for everyone. We thrive on change, operate on trust and leverage the diverse perspectives of the people on our team in everything we do. We solve problems at a rapid pace.”
The above EVP depicts that it is a platform comprising of all of the point of sales and eCommerce features that are required by the business for starting, running and growing the business. The initiation of any business requires trust as well as the need for change. The young individuals today want to work at the place that offers diversity. Therefore, this EVP will be successful in attracting and retaining the employees.
Examples of relevant HR strategies to raise levels of employee engagement and address barriers
Within the leadership strategy, the leaders implement the behaviour which motivates the employees for their performance. The leader becomes capable of being open, fair and consistent towards the employees within which the unbiased and flexible interaction is carried out. The leader must also develop a relationship with the employees on the basis of value and trust. The leaders enhance the employees’ knowledge by the clarification of the employees’ vision, providing them with gentle training and coaching. Leaders must support the development of employees by the active training courses. The leaders attain the quality of controlling the conflicts in a fair manner. The leaders should build empowerment within which the employees are provided with a sense of responsibility and along with the leaders to be loyal within their responsibilities.
The resourcing strategy includes the setting of the attraction and recruitment policies for hiring the appropriate employees and enhancing their performance as well as facilitating the retention. It includes the development of the positive EVP within which the quality of the organisation offers the foundation for the employees for working and staying within the organisation. The HR managers build the development planning for the staff by the help of training, coaching as well as mentoring. The employees are also provided support by numerous approaches, for instance, communication methods, incentives, leaves, etc.
The HR managers conduct surveys for acquiring the feedback of the employees. On the other hand, this method has been frequently criticised due to its unpredictable response. Within performance, the employee performance is also managed, the objectives are also clarified to the employees, the concept of line of sight is also integrated within which the ways in which the employees make a contribution to the strategy of the organisation is analysed. The 360 feedback is also acquired from the supervisors or the employees on the performance. The development strategy includes the increment in the skills of the employees by the help of coaching, training and the opportunities for career progression. It involves the creation and following of the roadmap to development planning, creation of the capability framework on which the development of the employees has to comply for succession.
The alignment among these elements is essential for an HR manager in order to attain the increase in the engagement level. The can be attained by the development of the platform of communication. The employee forums must also be encouraged within which the problems have been discussed along with the sharing of opinion. This helps in keeping the employees engaged and also enhances their trust along with the development of knowledge. The creation of engaged culture is also another method in which all of the above-discussed elements can fit easily.
Conclusion
It can be concluded that the strategies of HR are required to take different features of human resource into consideration and should also determine different needs that are needed for the engagement of employees. It has also been found that the evaluation of the common trends of the HR practices of the successful organisation is also best for the engagement of employees.
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An analysis of the meaning, principal dimensions and components of
employee engagement and how it differs, if at all, from related concepts
such as organisational commitment, employer involvement, job
satisfaction

The emotional commitment of the workers means that they concerned about their
company and their own work (Gupta & Sharma, 2016.)

. * Organisations consider employee engagement as the sense of determination of an

individual that is also apparent to the other individuals within their persistence,
efforts as well as the personal initiatives that are directed towards the organizational
goals (Kang & Sung, 2017).

Employee engagement is requited to emphasise on all of the areas which can have
an impact on employee’s work experience from the internal processes, leadership
style, management reputation and organisational culture.
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Employee Engagement Components

* In order to engage employees, it is significant for the employers to treat the
employees in a fair manner and they must also be provided with a
. comfortable environment for work. -
* Alignment is considered as essential for the sustenance of the high
performance. It is regarded as the linkage between strategy and execution.

¢ It has also been identified the increased levels of employee engagement can
just be promoted if there is a sense of trust within the organization from the
side the employers as well as the employees.
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Principal Dimensions

* Intellectual engagement is regarded as thought regarding the job role or the
organization and the ways to improve it.

This dimension is referred to as feeling positive towards the job role or the
organisation. This relates the idea of motivation and it is induced by the
conditions that have been positioned within the organisation.

Social engagement is regarded as the opportunity for interacting with the
other individuals in the organisation and also collaborating on making
improvements and changes.
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Engagement Differs from the Related
Concepts

* Organisational commitment has gained popularity in the past two decades. It
includes the emotional connection of the employee with the company.

. * Employee engagement has been regarded as the employee accomplishing his/her
assigned tasks; however, employee involvement has been considered as the extent to

which the employee is satisfied during the completion of tasks.

* Job satisfaction is also among the aspects of employee engagement. An employee
‘that is engaged is regarded as satisfied and enthused with his/her work. They ate
also passionate regarding their work and can also give an extraordinary performance
(Shimazy, etal., 2015).
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An identification of the principal drivers and business benefits of having
an engaged workforce and a signposting of some of the steps an
organisation can take to create a culture of employee engagement

* . The increased motivation, commitment and discretionary efforts of the

employees are also among the principal drivers.
. * The next principal driver is the enhancement of job motivation and -
satisfaction. It is also significant for the employers to acquire the flexibility of

the employees so that they are able to have an understanding of their tasks in
a better way and to perform as per the expectations.

* Employee voice is also among the principal drivers that allow the employees
to express their views
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A brief explanation of the need for aligning engagement
practices with other corporate components -

* The corporate components include value, vision, organisational strategy, finance,
compliance, HR and brand. In case these distinctive attributes of the company are
. aligned with the practices of engagement, this results in attaining the aim and
objectives of the organisation, help within the success of long term as well as
organisational development and also give a sense of importance to the employees
for being the pat of the success of the organisation.

* In order to give employees, a sense of valuing the organisational vision and to give
them a sense of being a part of the team and to take the responsibility along with
motivating them to perform well also need engagement (Taneja, et al., 2015).
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A brief explanation of the need for aligning engagement practices with
other corporate components s

The alignment of finances with the engagement practices will result in the
minimisation of the recruitment costs by the approaches for increasing the
retention.

This can also be carried out by the integration of the organisational objectives
within the plan of employee engagement. Another method is to align the long term
organisational development with long term employee development (Pamment,
2016).

In this way, the HR management will emphasise on enhancing the development of a
human resource which will help within the organisational development.
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Evaluation of suitable diagnostic tools for measuring employee attitudes
and levels of employee engagement =

* Besides these, there are also numerous HR analytic which can be regarded
. for measuring the level of engagement (Angrave, et al., 2016).

* However, the increased absenteeism and employee turnover point out that
there is something wrong that is customary within the organisation. This
information can also be utilised for measuring and analysing the engagement
level of the employees for making the required changes (Mishra, et al., 2016).

* Tiny Pulse System is also one of the diagnostic tools which is used for
measuring the engagement level of the employees.
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An example of an employee value proposition (EVP) to promote levels
of employee engagement making reference to what makes a ‘good’ EVP

The employee value proposition is regarded as an approach emphasising on
the individuals that are directed towards the employees and the integrated
. strategies for planning for the human resource.

* EVP is used for communicating the ways in which the organisation value its
employees and the ways in which they make efforts for giving priority to the
employee well-being to the world.
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An example of an employee value proposition (EVP) to promote levels
of employee engagement making reference to what makes a ‘good’ EVP

* “We'te Shopify. Our mission is to make commerce better for everyone- but we're
not the workplace for everyone. We thrive on change, operate on trust and leverage
the diverse perspectives of the people on our team in everything we do. We solve
problems at a rapid pace.”

The above EVP depicts that it is a platform comprising of all of the poiat of sales
and eCommerce features that are required by the business for starting, running and
growing the business. The initiation of any business requires trust as well as the
need for change. The young individuals today want to wozk at the place that offers
diversity. Therefore, this EVP will be successful in attracting and retaining the
employees (Pavar & Charal, 2015).
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Examples of relevant HR strategies to raise levels of employee
engagement and address barriers

* The leader becomes capable of being open, fair and consistent towards the
employees within which the unbiased and flexible interaction is carried out. The
leader must also develop a relationship with the employees on the basis of value and
trust.

The leaders should build empowerment within which the employees are provided
with a sense of responsibility and along with the leaders to be loyal within their
responsibilities (Mone, et al., 2018).

The employees are also provided support by numerous approaches, for instance,
communication methods, incentives, leaves, etc (Kaiuki & Makori, 2015).
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