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[bookmark: _Toc57154293]Introduction
The Coronavirus pandemic has disrupted the business landscape, resulting in the emergence of new business models, agile working approaches, exponential technologies and regulations, which influence how the businesses will work (Deloitte, 2020). There is greater emphasis on managers for introducing new work policies and methods, which nurture the emotional connection in between the workplace and employees and enhance their motivation along with engagement crucial for sustainable success. 
This report will review the concept and drivers of employee engagement. Furthermore, this report will evaluate the diagnostic tools, which could be used for measuring employee engagement, and construct an employee value proposition from the analysis and include strategies for raising levels of employee engagement.
[bookmark: _Toc57154294]Reviews the concept and drivers of employee engagement
Employee engagement has been used as fundamental concept for understanding and describing, booth quantitative and qualitatively, the nature of the relation in between the employees and the organization. Engaged employee is defined as an individual who is able to be fully absorbed, is enthusiastic regarding the employed by.
Asstated by Jose and Mampilly (2014), Employee engagement is achieved when the employees invest themselves in any of the three ways, emotionally, cognitively or physically. As stated by Wollard (2011), engaged employees are found to have higher retention than the disengaged employees, the engaged employees are found to be more productive. Similarly, the disengaged workers are found to be resistant to change, have a negative attitude and quit often. According to the State of the Global workplace report, only around 15% of the employees are engaged in a workplace, which implies the majority of the employees are doing the bare minimum with very little emotional attachment and perceiving the workplace with a negative attitude (Gallup, 2020). The disengagement could cause negative employees, lower performing and unproductive behavior among the employees. According to the Gallup meta-analysis, the work units or businesses, which score the highest on engagement, are more profitable than the other firms (Gallup, 2013).
William Kahn proposed the first formal definition for employee engagement, defining employee engagement as harnessing the member’s shelves for their work roles, engaged people express themselves cognitively, emotionally and physically during their role performances. The key drivers of employee engagement are, 
· Engaged employees invest themselves for the broader success of the firm, perceiving the mission of the company integral to their role as employees
· As stated by Kahn (2010), the nature of the work has a clear influence on the engagement level of the employee. IF the work is perceived as exciting and creative for the employees, the employees will be challenged and will utilize their new and old skills, which will help in driving their engagement levels. A perception that the work understand has a clear meaning and purpose is a key precursor to employee engagement. The employees have to feel proud of their work and 
· Managers and leaders, who inspire confidence among the employees, provide them autonomy for making decisions are perceived as engaging. Inspiring leadership help in driving the employee engagement level, instilling flexible, collaborative and accountability in the firm and contributing to incrementing engagement.
· Another driver of employee engagement is quality communication. Employees may be engaged with the organization if they are able to comprehend the goals and values of the organization. The employees who are able to understand how they role is contributing to the goals and values of the organizations will be more engaged. Similarly, consulting employees in the organization’s decision-making process helps in making them more engaged.
· Another key driver for employee engagement is assertive and effective relationship. Building good relationship in between the manager and employees help in rewarding achievement, developing mutual trust and respect and enables the employees to engage with the firm. This helps in creating an organizational culture where employees are respected (Markos and Sridevi, 2010).
· Similarly, as stated by, having equal opportunities for accessing training, development and career growth opportunities considered significant for enabling the employees in engaging with a firm. 
· Reward and recognition is also a key driver of engagement. The employees need to feel appreciated and valued in the work they are doing, which is often not archived by mere provision of salary. A research conducted by, states that 37% of the employees state that the recognition is the most crucial support for the employees. 
Evaluates diagnostic tools to measure engagement
The different diagnostic tools to measure engagement are as follows, 
Evaluating Employee Net Provider Score 
The Net promoter scores were introduced for measuring the loyalty and satisfaction of the customers, however, firms for ascertaining similar information regarding the employees have adapted it internally. This evaluation is based on the premises of asking simple question such as how likely is the individual to recommend the organization to their colleagues or friends. The questions are answered on a scale ranging from 0-10, with classifications such as 0-6 considered as detractor, subtracting the detractor from the promoters and dividing it by the number of respondents will help in calculating the NPS (Fisher and Kordupleski, 2019). 

[image: net promoter score promoters and detractors]
Figure: Employee NPS scale 
Source: Fisher and Kordupleski (2019)
Employee NPS = (promoters - detractors)/ total respondents
A negative NPS indicates that employees are not recommending people for working at the company, which will imply that the employees are not satiated with the opportunities and facilities provided at the workplace and hence are not engaged. Having a concise comprehension regarding what the employees are searching for from their job roles will help in evaluating the reasons behind a relatively low Employee NPS
IES Engagement survey 
This engagement indicator consists of different attitudinal statements, which examine the organizational commitment, organizational citizenship, and the extent to which the employees are identifying with the organizational values. The respondents market their agreement level on a scale of 1-5. This diagnostic tool demonstrates good reliability on statistical terms (Gupta and Aileen, 2017).
Roffey Park Institute diagnostic service 
The Roffey Park institute has developed this diagnostic service for allowing the organizations to understand and determine their engagement. This statistically validated scale benchmarks the organization on the four indicators namely the relationship of employees to work, the employees commitment, the pay back they are receiving and their feelings associated with the role and job. 
Utrecht Work Engagement Scale (UWES)
This scale is based upon the engagement-burnout model and is designed for determining the engagement of the employees based on the assumption that the positive environment is characterised by absorption, dedication and vigour. This diagnostic scale is composed of three different scales for measuring these three constructs. The scale is demonstrated to have solid construct validity, with high correlation to the theoretical construct of employee engagement (De Bruin and Henn, 2013). 
Towers Perrin Rapid Engagement Diagnostic Survey 
This is a paper or web based survey which offers the ability for measuring and benchmarking the engagement level of the organisation, identify what could drive engagement in an organisation and where the firm could intervene, this survey is essentially based in in different factors which Towers Perrin propose define engagement. As stated by Tower perils, this diagnostic tool s cheaper and faster than the conventional traditional measures for engagement (Hakeem and Gulzar, 2014).
Workplace Insight Tool (WIT™)
Workplace Insight Tool (WIT™) is a diagnostic tool developed by BEST Companies. Theism diagnostic tool is essentially a survey of employees which is based on the assumption that the engagement level of the employees could be improved with trust, flexible king and listening. The responses gathered through the survey is analysed for exploring the correlation in between the areas, which are targeted for chain and the employee engagement (Best Companies, 2020.). 
[bookmark: _Toc57154295]Constructs an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement
As stated by Keeble Ramsay and Armitage (2014), the leaders seek to maximize employee engagement by implementing strategies for incrementing the level of involvement and energy among the employees for reaping substantial benefits in the future 
Financial benefits 
The organization will ensure that the employees are provided with necessary financial compensations and benefits for the employees. The organization however focuses on ensuring that the financial benefits are compensated with employment benefits.
Employment benefits 
The employees will be provided with substantial employment benefits, which include comprehensive health insurance, retirement benefits, gym membership, paid leaves and company sponsored tours. The benefit package has been customized according to the needs of the employees, ensuring that the employees are provided with a wide range of additional benefits. The employees are also provided with remote working opportunity in these times, with flexible working schedule. The organization is committed to wellbeing of the employee and links the organizational performance and individual performance.
Career development 
Similarly, the firm in order to ensure that the employees are provided with the necessary opportunities for achieving their ambitions and fulfill their growth potential provides a range of different opportunities. The organization includes mentoring and career guidance, promotion opportunities, opportunities to engage in leadership and technical training. Age organization is committed to the development and wellbeing of the employee and encourages and enables development.
Work environment 
Owing to the current pandemic situation, the organization provides flexible working hours for the employees. There is a strong communication network for ensuring the focus is on collaborative working and team spirit in the workplace. The work environment in the organization is based on valuing diversity and sharing success with the team members. The organization values the resources and embraces austerity with same determination to support the employees. The HR manager and the line managers along with higher manager play a key role in enabling engagement.
Company Culture
The culture in the firm is based on open, unhindered communication, collaboration and cooperation. The company understands employee engagement is essentially a two-way proposition; nurturing engagement entails understanding expectation and needs of the employees. The employees will be provided with an inclusive and appreciative platform for voicing their opinions and the company believes in ensuring that the employees feel appreciated and valued in the firm. The culture in the company believes in making sure the employees are treated fairly and their needs are properly paid attention to.
[bookmark: _Toc57154296]Conclusion
[bookmark: _GoBack]In order to accommodate the changes brought by the pandemic situation, introducing new work policies and methods, which nurture the emotional connection in between the workplace and employees and enhance their motivation along with engagement is crucial for sustainable success. From the report presented above, the need for maintaining employee engagement could be understood. The organization could employ different diagnostic tools for measuring the employee engagement in the organization, such as Roffey Park Institute diagnostic service, Utrecht Work Engagement Scale (UWES), Towers Perrin Rapid Engagement Diagnostic Survey, Workplace Insight Tool (WIT™).Similarly, the organization should keep in consideration that employee engagement is essentially a two-way proposition, nurturing engagement entails understanding expectation and needs of the employees. Ensuring that there is a commitment demonstrated for understanding and addressing webbing of the employees will help in encouraging and enabling grater employee engagement in the workspace.
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