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This report is all about the concept of employee engagement at the workplace that helps in improving performance and employee wellbeing. The report address the concept of employee engagement in the situation of pandemic. The various tools that helps in measuring the employee engagement also helps in building the flexible working conditions for the employees. It also helps in developing the firm  and introduce the strategies that helps in raising the levels of engagement. This report address all the issues in managing the workplace safe with the COVID-19 challenges and helps in developing the firm productivity in an effective way that enhances the restructuring and making the good environment at the workplace. 
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Reviews the concept and drivers of employee engagement
Employee satisfaction relates towards how excited employees are about their jobs, how dedicated they are to the company, and how much of their own resources they commit to it. Employee engagement may be achieved in a variety of methods, including activities, amusement, and seminars. Quality management is what drives results. Workers that are engaged have a comprehensive vision of the company and how they contribute, as well as how they accomplish their jobs. You'll be able to make better judgments as a consequence. Businesses with an engaged workforce are more profitable. They produce greater earnings per share (EPS) and recover from recessions and financial losses faster. Whenever it comes to development and expansion, participation is a key difference. For a deeper understanding, an employee engagement survey is required. A satisfaction survey is not just about this.
Addressing the requirements at the three core stages fosters a culture of love and loyalty, allowing management and workers to maximise emotional development at the highest management (Nazir & Islam, 2020). Each level builds on the preceding, providing a blueprint for leaders to encourage and grow their co-workers while also increasing their ability. Phases aren't represented by the levels. Administrators do not "complete" a first degree before moving on to the next. They must make certain that personnel understand what is required of them as well because they have the required equipment to be doing their tasks while also serving the demands of the middle, third, and four levels. Individuals get more than a transitory warm-fuzzy excitement and a good salary to join in their work and achieve more for their company (though it helps individuals reply favourably on a survey). People desire a sense of purpose and direction in their work. They like being recognised for their unique qualities. Here are some of the factors that encourage people to work better. People would also like to build a connection with their supervisor, especially one who can help them grow. This individual is in charge of employee motivation.
[bookmark: _Toc103001326]Drivers of employee engagements 
Teams and leaders that inspire
For involvement, performance and leadership connections are critical. Employees prefer to effort with bests and organizations who prioritise humans, recognise their efforts, and are dependable (Nazir & Islam, 2020).
Organizational commitment
Workers like to operate for businesses who have a well-thought-out strategy. People just believe that they might contribute to that success through their work. People aspire to be a feature of effective organisations and groups.
Something that inspires you
Employees want to be pushed in respective jobs. They would like to be in control of projects that allow people to put their abilities to work while also allowing them to develop in their professions and careers. Individuals must be matched to professions that give these attributes of a meaningful career by large businesses and workers.
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Have a lot of one-on-ones
HR professionals and directors must meet alongside their operate one-on-one from period to period. Because one-on-one interactions with the supervisor or HR are held in person, the individual is free to give information and encourage freely. It really should be carried out regularly, preferably once or twice a week (Shrotryia & Dhanda, 2019). 
Exit and Remain Discussions should be conducted.
Individuals leave the company for a variety of reasons, but as a manager or HR professional, you must understand why they are leaving. Employees frequently claim a lack of engagement or excitement with their work as a cause for quitting the company.
Establish small consumer research.
If business firm is too big, having a one-on-one meeting with your employees may be difficult. In this case, focus group discussions may be convened. Individuals from different groups are commonly put together for this reason (Young, et al., 2018). As a manager or HR expert, you should have a list of 5 to 8 questions ready to ask employees, such as whether they think their work is important, but also whether they have the resources they require. do respective tasks. This will assist businesses in determining what they'll do to increase employees' performance.
Measuring Measures The quality And Employee Retention
Retaining employees rates and operating efficiency may both be used to determine how loyal workers are to the organisation. Employee happiness has a direct correlation with work satisfaction and organisational commitment. As a result, the contribution of employees should be monitored on a frequent basis in order to keep your employees motivated and retain them in your company business cannot be overstated.
Employee Surveys on a Regular Basis
Conducting surveys must be your first choice unless you want to gauge employee engagement quickly and effectively. It not only It not only helps with involvement evaluation, as well as with encouraging and asking comments from employees. A workforce requires good two-way interaction. On a frequent basis, HR professionals and managers must send brief, simple, and useful surveys to employees enquiring about their positions. It will help HR professionals, management, and the organisation determine how engaged their employees are understanding the organization's disposition. Make sure that survey questions are focused on three important indicators: contentment, consistency, and strategic development (Albrecht, et al., 2018).
Employee value proposition 
A company's whole offering to potential and present workers in exchange for their considerable intentions is known as a strategic plan (EVP). It includes compensation and benefits, as well as any non-financial factors that help to recruit, retain, and encourage workers. Understanding user workers as well as the company's performance, beliefs, and practises, and then building an EVP that meets both purposes, is the foundation of an effective EVP. Discovering that helps firm workers succeed in their job and path in the organisation is really the first step in establishing a captivating EVP. Consumers must consider what the organization's mission is and how it translates to what the company's purpose is. The vision, beliefs, purpose, and social corporate obligation of a company too should be reflected in the EVP (Chanana, 2021). EVP and advertising work together to generate a powerful interrelated factor that can change a corporation. A properly studied and developed employee value proposition is required for each firm. The tactics employed should be tailored to both the desirable hiring objectives and the input received from the organization and its employees. An organisation will gain from improved engagement, revenue, and satisfaction of a united staff by developing a successful EVP. In exchange, this employees will serve as spokesmodels, assisting the company in attracting the appropriate individuals and projecting the proper image.
So there is no doubting that the employment retail business has evolved significantly. In their job hunt, aspiring employees are getting increasingly picky. For example, the expansion of telecommuting choices implies that organizations may discover greater positions that also provide them with an improved employee combination and independence. An EVP is a vital component of succession planning and recruitment. As a result, communicating an engaged workforce in a consistent and efficient manner that boosts company marketing has already become critical. As a result, your human resources department will have to make less money on recruitment companies, job postings, social recruiting methods, and other online recruitment costs. Second, whereas an EVP aids in the retention of outstanding personnel, it reduces the need for further recruiting and training (Saks, 2019). Employee value packages (EVPs) that are compelling set businesses excluding the market and can help business attract and retain top talent. Learning everything current workers like about company firm and what prospects desire in their ideal environment is the first part of implementing EVP. Learn how a compensation package is, how that would help business recruit top people, what attributes constitute a successful EVP, and numerous EVP instances to help you to build company own in the sections below.
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Recruitment and selection process should be a priority.
Even at work, initial impressions are vital. The procedure sets the organization's culture and function in the community. Professional onboarding is a fantastic way to expose new employees to your company's mission, vision, and values. It also helps children understand how people fit into the larger picture.
Workers should be able to excel in their current position and beyond.
Employees should understand that the superiors and leaders are concerned regarding them and want to help them. It's amongst the most crucial qualities of a capable boss. Mutual respect, after all, cultivates true ties that reveal a path to shared success. Firms with a strong management culture recognise that maximising employee engagement demands management development. assistance.
Professionals should be recognised and rewarded.
Individuals ought to understand that they To feel entirely involved in the industry, their work is valued by their colleagues, managers, and leaders. They value their work and are motivated to do more when they have been praised. (Motyka, 2018).
Convey comments in a professional manner.
Employees who are working for organisations with excellent internal documents They enjoy their work. They're well-informed, well-known, and very well, and they usually work well with other groups. This has already been made possible by promoting a culture of continuous, two-way conversation.
Encourage good work habits.
In the workplace, healthy habits should be promoted. Encourage employees to take breaks at work not to make them feel appreciated, but also to avoid overtraining and tiredness, which may lead to increased productivity good at reasoning.
Team volunteerism and other team activities
Volunteering as a group or participating in a variety of other group activities is a fantastic way to improve your firm's bonds while also possibly improving the community. Employees gain from coworker activities because they provide a setting and circumstances in which friendships may be cultivated and formed.  (Sun & Bunchapattanasakda, 2019).
Conduct employee satisfaction surveys
Assessing employee engagement is really the first step towards enhancing it. The Top Office environments survey, which is backed by studies, provides vital employee survey data, such as a snapshot of current performance management as well as places wherein the firm can grow and flourish. Worker appointment assessments also deliver a secure setting for workers to provide comments and feel valued. They're also quite useful even though they're completely anonymous.
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Businesses Employee engagement is attracting attention from a wide range of businesses. The urge for companies to find ways to improve organisational efficiency and gain more loyalty to the profession and the business is, in some respects, an old goal. In some ways, it's'modern' since the environment in which involvement is wanted is unique. There appears to be a greater range of evaluation approaches for analysing involvement patterns, as well as a comparable range of change strategies. As just a consequence, it is more probable that aspiration will be translated into action. If businesses continue to use the term "engagement" without considering the potential negative consequences, the basic requirements for success, and the approaches, by which it should be incorporated, and if researchers can't even decide on a precise description of what people are likely to be committed while doing diversely at work, involvement might very well just be another "HR thing" but is only here for a brief time.
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