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[bookmark: _Toc58363609]Introduction 
The report provides detailed demonstration in understanding the concept of employee engagement in the organisation. It also demonstrates different driving forces in the organisation that results in having a properly improved employee engagement. The report also demonstrates a proper understanding of the different measures and tools that are used to evaluate the engagement of the employees in the organisation. The report also effectively creates a proper employee value proposition that assists in analysing the strategies of employee engagement.    
[bookmark: _Toc58363610]Reviews the concept and drivers of employee engagement 
Employee engagement is described as a method in a workplace that assists in effectively approaching its employees that result in providing a proper result to every member of the organisation that motivates them to maximise their performance along with remaining properly limited to the organisation goals and values (Singh et al., 2016). It also effectively enables the employees in optimising their enthusiasm level as well as their dedication towards their job. It assists the employees in concentrating in their work and increases the level of performance in the organisation to make a significant difference. Proper engagement of the employees towards the organisation is essential for its successful achievement of its goals as it assists the employees in having job satisfaction and improved morale. Communication is essential in having an effective means of employee engagement that results in enhancing their productivity with higher levels of performance (Kang and Sung, 2017). There are different drivers of employee engagement in the organisation are leadership, relationship with co-workers and proper job opportunity.
Leadership is considered as one of the significant drivers for the employee engagement in the organisation. Leaders implement different leadership styles that assist them in keeping its employees more focused and engaged in their work thus providing better results for the organisation. Effective leadership during the pandemic situation is very crucial as the employees are working from home and tend to get distracted. Effective leadership enables the organisation in keeping its employees properly engaged by regularly evaluation of their quality of work that effectively impacts on their performance as an organisation (Popli and Rizvi, 2016). Leaders of the organisation are also required to develop a proper trust between the employees that results in developing a proper communication between employees and the leaders resulting in proper engagement of the employees with the organisation. The organisations have also enabled its employees in having an effective flexible timing for the working during this pandemic situation in order to provide them with significant job satisfaction that results in having a proper employee engagement.
Relationship with its co-workers impacts on the performance of the employees that results in the development of employee engagement. It assists the organisation in collective improvement of the performance of its employees. It also results in the organisation in establishing a popper communication between the employees resulting in effective development of the employee relationship (Sharma and Garg, 2017). However, during the pandemic situation and work from home limitation, communication between the employees has been limited thus reducing the establishment of employee engagement. Employees working in the organisation are also required to put in valuable effort thus resulting in the organisation in the proper development of employee engagement. The employers are required to give proper respect to the views and ideas of other employees as well as their differences. Proper acknowledgement of the works of its co-workers also assists in the employee engagement during the pandemic and work from home condition (Antony, 2018). 
Job opportunities to the employees are also significant drivers for the effective development of employee engagement.  It assists in keeping the employees satisfied with the job and optimises their performance resulting in them effectively engaging in the work. The organisation is required to provide works that capture the interest of its employees and keep them effectively improving their performance and keeping them effectively engaged in the work (Khodakarami and Dirani, 2020). It enables the employees in producing quality work that assists them in trying new projects for better development. 
[bookmark: _Toc58363611]Evaluates diagnostic tools to measure engagement
Organisation is required to properly evaluate its employee engagement in order to properly analyse the quality of their performance.  Proper measurement of the employees of the organisation enables them to effectively understand as well as identify the areas that its employees are interested in and thus provide them with effective measurement tools to measure their potential in the organisation. It assists the organisation in having a significant development of an effective trust between the employees and the organisation as well as their development of proper empathy (Eisenberger et al., 2016). Proper measurement of employee engagement during the pandemic situation assists the organisation in putting proper efforts in lifting the morale of its employees as well as share proper insights of operation to its employees in having a significant development. It also enables in effectively improving the opportunity for the organisation in successfully achieving its goals as proper employee engagement results in optimising their performance level (Stoyanova and Iliev, 2017). Organisation also uses different diagnostic tools that assist in measuring the level of employee engagement in the organisation. 
The diagnostic tools required to measure the employee engagement in the organisation are mentioned below:
Pulse Survey: The organisation is required to do a proper and frequent survey assisting it in developing a proper and effective environment in the office. The advantage of pulse Survey is that it involves short and frequent surveys to assist in evaluating the engagement of the employees working in the organisation (Al Shehri et al., 2017). The organisation in the pandemic situation could make a proper improvisation in its survey methods by implementing a proper online survey that provides assistance to the organisation in effectively analysing the involvement of the employees in the working from home. However, it limits the employees in properly providing details of their concerns. 
eNPS (Employee Net Promoter Score): Organisations have also started the implementation of employee Net Promoter Score (eNPS) that assist the organisation in effectively measuring the engagement of its employees in the organisation. The advantage of eNPS is that it enables the organisation in effectively measuring the loyalty of its employees thus analysing the employee job satisfaction and employee retention during pandemic situations. eNPS also enables the employee to be actively involved with the organisation and provides proper and relevant feedback in order to ensure its effective performance (Watson et al., 2018). It helps in scoring the working environment of the organisation as well as analysing its suitability for employees as a proper place of work. However, the major drawback of eNPS is that it promotes just scoring and evaluating the environment rather than understanding the reason behind them. 
Stay/Exit Interviews: Organisation have started to implement properly structured online video interviews that significantly assists in collecting proper relevant and authentic feedback from its employees that enables the working environment and engagement of the employees towards the organisation. The advantage of Stay/Exit interviews is that it enables the organisation in enquiring the satisfaction level of its employees while working along with analysing their loyalty towards the organisation (Morris, 2016).  The objectives of these interviews is to understand and identify methods of improvement that could assist the organisation in getting its employees properly engaged as well as evaluate if they are able to have a proper growth during a pandemic situation in order to assess job satisfaction. However, it does increase the complexity level of collecting proper feedback that results in limiting efficiency of the process.
One on Ones: It is another significant tool to evaluate the engagement of the employees as it promotes one on one meeting of the employees with their managers. However, the disadvantage of this process is that it is time consuming as it results in hour long meetings making the employees feel free to discuss their issues and have proper informal chats with managers (Anitha and Aruna, 2016). The advantage of one on ones is that these meetings assist the organisation in developing a proper mode that effectively provides a significant large amount of feedback that it could work to improve in order to sustain its employee engagement. 
[bookmark: _Toc58363612]Constructs an employee value proposition 
Employee value proposition (EVP) is a set of effective and unique advantages that is provided to the employee in depending on the quality of service that they provide to the organisation. It sums up to be a collection of benefits an employee receives for the growth and development they bring to the organisation through effective use of their skills, capabilities as well as experience (Pawar, 2020).  Significant employee value proposition assists in encouraging the employees in optimising their performance in the organisation that results in retaining top performers along with effectively attracting other external talent for further growth.
Compensation: Compensation or additional benefits like incentives and appraisals that is provided to the employees adds significantly in the employee value proposition. It results in the organisation keeping a high job satisfaction level as well as encouraging them to improve their level of performance regularly in order to receive continuous benefits (Amelia, 2020). Regular compensation provided by the organisation results in improving the standard of living of the employees thus motivating them to effectively improve their performance for proper growth and development.  
Work life balance: Organisation providing proper support to improve a balance between their personal and professional life assists the employees in having an effective growth that results in the organisation effectively increasing their job satisfaction level in the organisation. Organisation also provides proper flexibility in the time of work along with work from home benefits that adds in the employee value proposition. Proper work life balance assists the employee in reducing the stress level thus having a significant improvement in the performance level (Pandita and Singhal, 2017). It helps the organisation in efficiently performing its operations and retaining its employees.  
Stability: Employees also expect a proper stability in its work life that adds in the employee value proposition keeping the employees more motivated in the firm. Proper stability in the work by development of proper job design also results in having a significant stability in the working environment of the organisation as well as reducing the workload from the employee. It helps in increasing trust of the employees in the organisation that results in having a significant growth in their performance. 
Location: Organisation are also required to locate its employees in the proper desired location that assist in attracting more employees. The organisation is also required to in providing a proper and healthy workplace culture that assists in effectively adding to the employee value proposition. The employee value proposition also assists in having an effective improvement in the performance level as they are provided with the desired and healthy job location that favours them in providing effective motivation. 
Respect: Employees working in the organisation expect to be respected in the workplace and establish a proper and healthy relationship with other employees working in the organisation. Organisation is required to effectively maintain a healthy working environment that encourages its employees in providing valuable inputs for efficiently achieving its desired goals. Motivating the employees in having an active contribution assists in effectively providing employee value proposition thus significantly improving the satisfaction level of the employees working in the organisation (Hermans, 2020). Employees also are required to listen to the opinions and views of others and provide proper respect to other employees working in the organisation.  
[bookmark: _Toc58363613]Conclusion
It could be concluded from the report that proper understanding of employee engagement in the organisation assists in optimising the performance of the employees that results in proper achievement of the growth and development of the firm. Effective drivers in the organisation like leadership, relationship with co-workers as well as proper job opportunity helps the organisation in maintaining proper employee engagement in its company. Additionally, effectively using of different tools that provides assistance in measuring the employee engagement that results in keeping the employees satisfied. A proper development of employee value proposition is very essential as it results in the organisation keeping the employees encouraged and motivated thus increasing its employee engagement. 
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