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[bookmark: _Toc57367290][bookmark: _Toc58171213]Introduction
In the modern era, most businesses employ diversity during recruitment, and this is based on skills, age, gender, and background. The ability to manage such individuals in the workplace requires a manager with relevant skills to handle such diversity. At times, managing people can be quite challenging, but it is important to remember that they are essential in ensuring business goals are attained. Proper management of employees has shown to promote their engagement in the workplace hence improving individual performance as well as promoting work culture in their respective workplace. 
The COVID19 pandemic has required changes in the way of work, and the measures taken by companies are working from home, flexible working time, making the workplace “Covid-19 safe” and jobs restructuring. This report has been designed, to review the concept and drivers of employee engagement. Also, it assesses the various diagnostic tools that measure employee engagement. At the end of the report, an employee value proposition has been constructed, and strategies that improve employee engagement analyzed.
[bookmark: _Toc58171214]Concept and drivers of employee engagement
Concept of employee engagement
In 1990, Khan introduced the concept of employee engagement. According to him, engaged employees participating physically, cognitively and emotionally in their work position, it is necessary to have a sense of appreciation, trust and security in the workplace, and the availability of the necessary resources related to the performance of work tasks. The literature review also cites other researchers of employee engagement, some of whom are Schaufeli, Salanova, GonzalezRoma, and Bakker, who in 2002 defined work engagement as a mental state defined by dedication, energy, and assimilation. They are developing the Utrecht Work Engagement Scale (UWES) to measure engagement, which will be discussed below (Knight, et.al., 2017). 
The Institute for employment studies (IES) in 2004, defines employee engagement as an approach in the workplace that promote a conducive environment for every individual in an organisation through motivating them, enhancing commitment towards attaining business goals, promoting a sense of well-being and improving individual output. It is built through effective communication, trust and commitment between employees and managers. Engagement is an essential aspect to any business, especially during this period of the Covid19 pandemic as it increases chances of success, enhances productivity and performance of employees.
[bookmark: _Hlk57496185]Employee engagement entails understanding the roles of every person within an organisation and determine where it fits to promote objectives and purpose of an organisation. It can also be identified in terms of clear understandings on how employees fulfil the objectives and purpose of an organisation as well as ways of changing such objectives to attain better results. Employee engagement can also be determined when an individual is included as a team member hence focusing on clear goals, engaging in empowering activities, receiving constructive feedback, being supported and recognised. The concept of employee engagement can be linked to positive behaviours and attitudes that promote positive results. It also relates to employees when they can feel pride and loyal to their organisation while going extra miles to complete their tasks (Kruse, K., 2015). In most cases, it decreases conflict, accidents and absenteeism at the workplace.
[image: ]
Employee retention is influenced by high levels of engagement, and this is related to the actions of management, managers and employees teams. Conducting a survey helps the organization to better understand the drivers of employee engagement. This increases the efficiency of the actions that the company needs to take. With this feedback, management has the opportunity to answer the strategic questions that have the strongest impact on engagement.
[image: ]
This model represents the relationship of input data, actions and results developed over time to achieve high levels of employee engagement to achieve the company's goals.
Drivers of employee engagement. It is necessary to understand the factors that influence engagement to take action to increase it. 
[image: ]
[bookmark: _Hlk57582625][bookmark: _Hlk57582064]Constant and constructive feedback. One of the most important factors for employee engagement is the work environment. Employees can understand whether they are meeting business expectations and goals or not when they receive adequate feedback promptly. They can assess their success and determine appropriate ways of improving their skills when they receive adequate feedback (Anitha J., 2014). With this aspect, employees’ engagement is enhanced because such feedback indicates that there is a positive relationship between employees and managers, which promotes individual success.
Recognition. Every employee needs to be recognised in terms of their efforts and positive performance in the workplace to become more engaged in their duties (IES, 2009). Employers need to recognise the accomplishment of employees, utilise fair and equitable remuneration while determining creative programmes in the workplace to allow team members to reward one another hence promoting engagement and measuring their contribution towards business success.
Dedication. Most modern companies have a diverse and mobile workforce that makes management to have various expectations from employees in terms of time and place of work. When such organisations can offer responsibilities and projects that are adapted to the individual employee, such employees become more engaged in performing their duties and attain the business goals (Bedarkar and Pandita, 2014).
Fairness. It is regarded as an essential driver in the modern workplace since it plays a critical role in determining how employees feel they are treated and valued by management. As a driver of employee engagement, fairness at workplace offers a range of important indicators such as employees’ attitude towards their job, level of openness that exist between various teams and level of respect that management is giving them. Most employees are constantly comparing their works to those of their colleagues; hence managers need to set clear expectations that are fair to all and promote them in realising the business goals.
Clarity. According to Barreiro, Treglown (2020), most employees in the company are evaluating the importance of their roles based on set visions and missions of the company. Managers can enhance employee engagement through communicating a link that exists between business goals and their defined roles. Also, clear roles enable employees to work consistently with the intention and focus of attaining set goals.  
Shared values. When an employee shares common values in the workplace, they can express common principles and attitudes while working. This promotes the feeling of working together in realising common success because it demonstrates how individual values are aligned with organisation goals hence promoting employee engagement.
Drivers determine the presence or absence of a quality workplace, and this affects engagement. They do not work independently, they are connected and this is presented in the following figure.
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[bookmark: _Toc58171215]Diagnostic tools to measure the employee engagement
To get a clear idea of ​​engagement levels, they need to be measured and analyzed. Otherwise, when there is no clear picture, the necessary changes cannot be made in time. Measuring employee engagement is a complex process because it is a combination of human emotions. The use of some combinations of methods can give a clearer idea of ​​the extent to which staff are motivated and organized. According to Rich Hein (2014), senior managing editor of the CIO, as a start, it is necessary to form groups, which allow focusing on good questions about the commitment of employees to which each group to answer. After analyzing the answers, the necessary actions can be taken, focusing on the things that affect the preservation of talents. According to the theory of maximizing talent in an organization (Gallup, 2020) Per-Person Productivity = Talent x (Relationship+ Right Expectation + Recognition/Reward).
[image: ]

As already mentioned, work engagement can be assessed with the Utrecht Work Engagement Scale. For this work, a nine-element version was used, which demonstrates good psychometric properties (Zecca, et al, 2015).
[image: ]
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The standard Gallup's Q12 tool measures current management issues that supervisors and managers can influence (Gallup, 2020). The included 12 elements are reduced to the level of supervisors and managers because they can influence the attitude and problem solving of the rest of the employees. Elements such as clarity of role, availability of necessary resources, an adaptation of abilities to requirements, feedback and evaluation are included. In the difficult times of a pandemic, leaders need to pay even more attention to people to maintain their productivity. To this end, it is advisable to use an additional tool that includes elements related to the universal needs of people, namely trust, stability, compassion, hope. For example, they could be: I am presented with a clear action plan from the employer related to the COVID-19 pandemic; My preparation is at the level necessary to perform my duties; My line manager informs me promptly about what is happening in the company; I maintain social communication with my colleagues every day; I feel my company's concern for my well-being. This measure directly reflects how employees feel in the organization, why they are satisfied and committed to achieving high results.

[image: ]
It can be concluded that the focus of surveys to measure employee engagement needs to be on Satisfaction - how satisfied the employee is with the tasks they perform, pay, working conditions, benefits, the manager; Alignment - to what extent the employee is motivated by the goals and mission of the company; Future orientation - whether the employee foresees his future in the current company or intends to move to another company. It is necessary to ensure the anonymity of the surveys so that employees feel at ease and give real answers without any consequences for them. This will ensure a more realistic and accurate assessment, respectively more correct actions to increase the level of employee engagement.
The components of a sense of valued and involved need to be carefully monitored and analyzed because they have a direct impact on levels of engagement.
[image: ]
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The main diagnostic tools in human resource management related to promoting employee engagement are Selection; Socialization; Performance Management; Training, Learning and Developing. 
[image: ]
[bookmark: _Toc58171216]An employee value proposition from the ideas and analysis covered
[bookmark: _Hlk57844667]One of the main goals of the HR Professional is to ensure that employee engagement is a top priority in the company. With his knowledge and skills, he/she helps the organization to develop its organizational culture (MacLeod and Clarke, 2015). To achieve this, attention is focused on improving the skills of managers to achieve high levels of employee engagement. To this end, the HR Professional uses tools and techniques that facilitate effective line-managers management. Until a few years ago, the focus on engagement was mainly on reward, benefits, efficiency. In today's age of globalization, high technology, a highly competitive environment, and besides the challenges of a global pandemic, Professionals are increasingly paying attention to people's problems, focusing on talent management, leadership development and workforce productivity.
[bookmark: _Hlk58112634]Employee Value Proposition (EVP) is the relationship between employer and employees that represents the expectations and commitment between the two parties (Pawar and Charak, 2016). The new challenges and the pandemic have changed the expectations of both employers and employees. That is why companies strive to meet new expectations by updating their value proposals to employees, ensuring support, recognition and values. By targeting overall rewards and EVPs to better reflect the changing needs of their employees, companies are also changing their strategies. Revenues and rewards are given to employees based on their abilities, skills and individual commitment to business success. Therefore, it enables employees to improve their brand to create a positive perception that attracts and retains top talented people. The following example can be given to the employee value proposition for the company: “Our company is best to work globally, as chosen by the employees. The company has a culture in which every employee can be the best and stay engaged. We believe that we provide employees with the appropriate resources and tools to increase individual productivity. We believe that happy and committed employees are successful”. 
Talent Management Framework
[image: ]
Source: Pawar and Charak, (2016)
According to Pawar and Charak, (2016), analyzing the IT sector in India, EVP has the highest growth. This requires the companies in this sector to expand EVP and branding. For the effectiveness of this process, it is necessary to propose the workforce, to check the implementation, to make a mapping of competence, and the recognition of abilities to be carried out effectively. There needs to be a friendly working atmosphere and employees to be stimulated and encouraged. Companies need to strive to improve knowledge through preparation, different knowledge-sharing practices and empowerment. In this way, they can keep their talents, which will help them achieve higher efficiency and productivity. This, respectively, will increase their competitiveness. EVP needs to be promoted through appropriate channels to be well communicated and meaningful.
[bookmark: _Hlk58109498][image: ]Source: Sack, Susannah, (2019)
[bookmark: _Toc58171217]Strategies to raise levels of engagement
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Employee engagement is closely related to remuneration management. Therefore, this relationship needs to be clearly defined and understood in each company.
[image: ]
Source: Mehrzi and Singh, (2016)

Understanding the rules and roles for increasing employee engagement helps to create a good approach to attracting, developing and retaining talent. This achieves the best for both the company and the employees.
[image: ]
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Modern engagement technologies offer opportunities for a visual way of learning, communication and creating friendships through interesting visual effects. Creating chat groups or pages will help gather like-minded people. Performance management software used in conjunction with workforce analysis can provide a clearer idea of identifying the need for more attention to the degree of commitment.
[bookmark: _Toc58171218]Conclusion
In conclusion, employee engagement is a concern for most employers because of the impact it has on the company's productivity. It is a constantly transforming characteristic that needs to be properly managed in order to achieve the company's goals. Managers need to define appropriate strategies in their respective workplaces to improve employee engagement. Authorized employees are more productive because they can achieve set goals without much supervision. The value proposition of employees is a basic concept that promotes the company's brand and allows it to attract and retain talented people. All this ensures the sustainable development of the organization, and employees feel proud and satisfied to be part of it. 
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engagement based on the levelof productivy from each employee. It s easier to measure the results of an indiidual,
team and entire company. There are various ways which productivy of an employee can be monitored both atthe
‘workplace and those working from home during this pandemic. Managers need to utilise modern tools for measuring
productvty at their respective workstations and give them true results to encourage them to become more engagedin
their roles. Source: Anthony-McMann, et al, (2017); Ammstrong, Taylor, (2017); Gruman, et al, (2015);
Welch (2011) Wilkinson et al (2014}
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= (In selecton, personal dimensions can be included and linked to employee engagement n the conlex! of the organization.
-

Selection

Training;
Learning,
eloping

“Traits such as conscientiousness, emolional stabilty and extraversion, speak of energy and motivation in fulfiling
organizational goals. Other taits, such as the pursut o achievemen, soialstrength, the pursuit o actvty, seleffcacy,
optimism, and selfdiscipine, are also ely o show comitment. Stuationally sructured engagement assessmen.
interviews can also be included in the selecton process. For example, they may include questions showing the degree of

\emoiona attachment to the job, the degree of commitment the candidate had n his or her previous job. J

(Tnorder or the new employee's socialization process {0 be effectiv, it s necessary 1o rovide him with resources that evoke:
psychological significance, safety and availabilty. For exampl, carty of organizational mission, vison and values, social
‘support orentaton and training. The aim i to recuce the nsecrity of the new employee, once itis known ha resources
e needs 1 perfo hs dutes. Those resources that make fim eel meaningful. Al hese resources should be provided so
that the sociaizaion pocess can go smoothly and a normal working environment s ensured. In tis way,energy,

\ enthusiasm and exciement wil be directed towards the employee's commitment, which wil b strengthened. V)

( Propery planned and managed performance management processes have a directimpact on engagement, behaviour, and
organizational outcomes. This process involves dentitying, evaluating, and promofing esults to achieve the company's
oals. Perfomance management aciivities include cleary defring management and development objectives; use of
constant feedback and recogrition; employee developmen management; evaluation;creating climate, empowerment and
rust The main elements in the engagement management model e an implementation agreement, faciitation of
engagement;perfomance evaluaion and feedback.Althese elements are related o safely, avaiabity and psychological

\ sense of ignificance

( Training provides development and increases employee engagement. To faciltate employee engagement, it s necessary fo
provide an optmal combination of work requirements and resources; fo optimize personal resources through training, o
encourage employees to engage injob reation. Top-down and botiom-up approaches can be used to develop work
engagement. Through training leaming and development, employees lear to develop their own o resources, manage
theirdemands and develop their personal resources. The use of various training and development intiaives creates and

A maintais engagement nthe company
Source: Gupta. Patil. (2015)
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EVP Communication Channels

Communicate your Employee Value Proposition throughout the recruiting journey

Awareness Consideration
passive candidates active candidates
Social media Job postings Message templates Offer letter Pre-boarding
Marketing campaigns Careers site Interview experience Total rewards First day experience
Events Employer reviews Follow up Decision experience Onboarding

EMPLOYEE VALUE PROPOSITION

susannahsack.com
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Gallup surveys show that globally,

oo only 15% of employees are
0% engaged in the workplace.
ES Leading companies, who adhere

70 practis to the implementation of Best-
Practice, reach 70% engaged of
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f Workplace Award - Segmentation of
the EVP approach

Affiiation Profession
- Organization Mission and Vision - Work Environment
- Organization Reputation - Clarity of Expeciations
- Community Cizenship - Work Contentand Structure
- Variety and Impact of Work
Culture - Level of Autonomy
- Diversity, Equity, Inclusion and Access - Career Architecture /
: -Peer Relationships
Compensation - Supervisor Relationship Possibiilies
Pay - Senior Leadership ~ Professional Development,
Base Pay - Recognition - Personal Growth
Variable Pay - Advancement Opportdhity
Pay Process - Job Secuty
Benefits
~Health and Welness
-Retirement
- Time Off

- Work-Life Effectiveness Source: CIPD (2020),Gallup (2020)
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Roles in realizing the benefits of employee engagement

They must formulate a mission that is inspiring and ambitious. Today's
leaders, in addition to building a strategy, must-have culture, sustainability,

Leaders diversity and innovation. All this is necessary in order to be able to model
and build the behaviour they strive for. The best way to achieve this is
good communication.

Caring for people is the focus of managers. Profits, losses,
customer satisfaction, the level of employee engagement depend
on them. To be effective they need to have the knowledge and

Managers skills, tools and resources. In this way, managers can pass this on
to employees, namely the pursuit of improvement and
achievement of goals.

Employees need to have a desire for
professional and personal development to
achieve clear goals. They need to be
Em ployees committed to the other members of the
team, building positive relationships and

Source: Torrington, et al, (2017) being proactive.
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* Good managers and trained leaders need o empower, build trust and support team members to
improve their engagement. Such managers can focus on training them to understand thei roles,
delegate responsiiltes fo them, identy development opportuntes for them, and ensure that the
fight resources are available in the workplace o boost thir productivty. They must avoid the use.
of theats and encourage effectivefstening on their part

+ Itis good to recognise th efforts and achievement of employees in the right way that makes them
more engaged. Managers need to mativate them and introduce a reward programme that thanks
them and recognises good effort they are making towards realsing business goals. Teamwork
should be encouraged to allow employees to work together o realise common objectives.

+ When there are clear vision and mission, employees can nk their actions and individual goals o
thatof the company. This promotes employee productiviy since they can understand what the
‘company expects ffom them and work towards attaining set targets. Employees who have a clear
understanding of business goals are more engaged inthei roles.

" Communication i a key concept in any workplace that promoles employee productiiy and
engagement Managers must establsh clear commurication systems that allow employees to
receive ongoing information on ime. Effective communication enables employees o understand
ow to perforn their duties, how to rase concems and share ideas for improving individual sils
In times of moder technology and the pandemic, modem forms of communication such as emai
and a company webste can be used to improve communication

« . Aworkplace that s fair and ofers equal opportunites to promote employee engagement

Managers have to put meastres in place that will ensure none ofthe team mernbers s harassed,
bulled or discriminated because of inividual idea or diflerences to promote employee

engagement Source: Famham, David (2015).
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Employee Engagement

Emotional Engagement
“The passion and energy, the emotional
connecton that the employee has to
the organization.

Organizational
Outcomes

Higher profit and
productivity, improved
quality, satisfied
customers, increased
retention, revenue
growth.

Behavioural Engagement
The degree to which the employee
feels connected and tusis the
company and s members. Reflects
whatthe employe is willng to do for
the company in return.

Source: Kruse, K. (2015)
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TARGET LOGIC MODEL FOR WORK TODAY

INPUT ACTIVITY ouTPUTS OUTCOMES
Value to Organization
Employees — growth and profits
Work with
meaning and
purpose
Employee
engagement Thriving culture

Source: Atherton, P, Actions Prove LLC
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