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[bookmark: _Toc101018046]Introduction 
This report is based on the concept of managing people within the organisation. Measuring and increasing employee engagement is the main aim of this report which will provide a good understanding of employee engagement as well as the drivers required for increasing employee engagement. Also, this report will identify the employee engagement measurement tools which can help to measure the performance of employees with work from home strategy. Also, this report will suggest a good employee value proposition strategy and ways to achieve a higher level of employee engagement. 

[bookmark: _Toc101018047]Concept and Drivers of Employee Engagement
Generally, employee engagement describes the dedication and enthusiasm level of the employees working within the company. Dedication for the job and a higher level of commitment to the organisation are known as employee engagement (Mathis et al., 2016). Higher employee engagement is beneficial for companies because it shows that employees like to work and they care for the success of the company. Higher commitment and dedication to the job help the organisation to get higher success. But employee engagement depends on various factors. As employee engagement is the human resource management concept, HR should be careful about increasing employee engagement (Stone et al., 2020). As employee engagement depends on many drivers, the HR managers should be very active to ensure these factors for employees. As the working pattern has been modified because of the pandemic, the HR managers should focus on several drivers of employee engagement. Those are described below: 
Meaningful Work: Employees should get tasks and duties that match their skills and capabilities of employees. According to the job description, employees apply for the job because of the match between skills and job requirements. For this reason, HR managers have to assign tasks to employees that match their skills and capabilities (DeCenzo et al., 2016). As the working pattern has been changed, the HR managers should first understand the skills of employees to work with the working from a home pattern. Then assigning tasks according to skills will maximise the working capabilities of employees which will raise employee engagement. 
Empowerment: Empowerment means employees have some decision-making ability. In some moments, employees should take effective decisions rather than seek help from the senior management. This decision-making power should be provided by the HR managers to employees for employee engagement. Many employees are working from home (Noe, 2017). They can face the situation when their decision-making ability should be used. The HR managers should allow this kind of empowerment for employee engagement.
Recognition: One of the most vital factors for employee engagement is recognition of the work done by employees. Appreciation and recognition help employees to be motivated (Pattanayak, 2020). Employees sacrifice many things for the organisation. Their sacrifice and commitment should be appraised properly for increasing employee engagement. If employees can add higher value to the organisation, the HR managers should highly appreciate the work.
Career Growth: When employees join the company, they want to have career growth opportunities within the organisation. They expect the HR management will provide career growth opportunities (Gupta and Sharma, 2016). With different training and development opportunities, employees’ skills and capabilities should be increased and this will allow employees to gain a higher positions in the future. For this reason, HR managers should offer career growth opportunities for employee engagement.
Relationship: Relationship between employees and managers should be great for increasing employee engagement. This is also considered one of the most important drivers. A good relationship between employees and managers will allow the organisation to get higher employee engagement (Kang and Sung, 2017). Employees can share their problems with managers and managers can share their expectations with employees. As a result, the organisation gets higher performance and higher employee engagement.

[bookmark: _Toc101018048]Tools to Measure Employee Engagement
Measuring employee engagement is necessary to understand the contribution of employees to the organisation and its success. As employees sacrifice many things for the organisation, the organisation also provides many benefits to employees (Bhuvanaiah and Raya, 2015). As a result, it is expected that employee engagement will be higher and employees will work properly for the success of the organisation. As the working pattern has been changed due to the pandemic, work from home, job restructuring, flexible working time, etc. have been introduced which affected the working pattern of employees (Stone et al., 2020). For this reason, measuring employee engagement after the implication of work from home strategy or flexible working can help the HR managers to understand the contribution of employees to the organisation. The HR managers can use different tools to measure employee engagement. However, some of those tools are discussed below: 
Employee Surveys: Surveys can help HR managers to understand the mentality of employees. The use of surveys can help the HR managers to understand how happy or sad employees are because of the policies and facilities provided to them. Usage of a third-party survey company or anonymous survey strategy can help the HR managers to avoid bias (Al-dalahmeh et al., 2018). Honest and valid feedback can be got from employees through the survey if the HR managers use third party survey companies. As a result, a good understanding of employee mentality can be understood by the HR managers to understand employee engagement.
Social and Digital Media: social media and digital media can also help to understand the mentality of employees. Different social media such as Facebook, and Twitter can help HR managers to collect feedback from employees. Also, many third-party websites were created where employees give feedback about the working condition and the environment of the organisation (Sengupta et al., 2015). From these sites, HR managers can collect reviews about the organisation. As a result, it will help to understand and identify employee engagement. This will be a cost-effective way to understand employee mentality and employee engagement. 
Performance Monitor Tools: The most used and most effective way to analyse employee engagement is the performance monitor tools or performance management tools. Different tools such as Management by Objectives, Behaviourally Anchored Rating Scale, etc. can be used for understanding the employee performance (Mone and London, 2018). Higher performance means employees are working at a higher level which will indicate higher employee engagement. These are very effective tools for understanding employee engagement and the HR managers can identify the contribution of employees to the success of the organisation. 

[bookmark: _Toc101018049]Employee Value Proposition 
Generally, the employee value proposition is the set of benefits provided to employees from the organisation because of the contribution and performance of employees. In the organisation, employee skills, experienced and capabilities bring success to the organisation (Osborne and Hammoud, 2017). For this reason, organisations try to set unique benefits for the employees to increase their commitment and performance. The employee value proposition can be created by the organisation with a blend of many benefits. However, some important aspects of the employee value proposition are described below which must be ensured by the HR manager. 
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Figure 1: Employee Value Proposition
Source: (Bhuvanaiah and Raya, 2015)
Flexible Working: The HR managers should offer flexible working facilities which is one of the most important aspects of an employee value proposition. Flexible working facilities will allow employees to work properly and will face fewer complications. With the implication of the work from home strategy and new regulations due to the pandemic, the HR managers should offer employees good flexible working facilities to employees (Mathis et al., 2016). As a result, employees will be able to work properly with the new working strategy. Also, flexible working will allow employees to engage in creative work. As a result, employees will be satisfied and will increase their engagement.
Set Mission: The HR managers should set a mission for employees. It will guide employees in achieving success for the organisation. The setting mission for employees will help them to understand the responsibilities and duties. It will also help employees to understand the expectation of the management (Kang and Sung, 2017). As a result, employees will be able to work properly to increase the success of the organisation. This will reduce the complexities and increase employee satisfaction.
Relationship Building: This unique benefit allows employees to build a relationship with the management and employees. In the organisation, employees are working as a team. In these teams, employees should have good relationships with each other. It will benefit employees to complete tasks without facing much trouble (Popli and Rizvi, 2015). Also, building relationships with the management will allow employees to share their problems of employees because of the modified working practice. As a result, employees and management will understand each other and this will offer a unique employee value proposition to employees.
Supportive Programmes: Different kinds of supportive programmes must be implemented by the HR managers to increase the satisfaction of employees. Offering benefits to employees for their contribution to the organisation should be the main motive of these support programmes (Al-dalahmeh et al., 2018). For example, establishing career growth programmes, and appraisal programmes will benefit employees. They will feel satisfied and will work at a higher rate.


[bookmark: _Toc101018050]Strategies to Raise the Level of Employee Engagement
Different factors of employee engagement have been presented in the previous section of the report. For increasing employee engagement, the HR managers should be responsible within the organisation (Pattanayak, 2020). As the working pattern has been modified such as work from home, job roles, and flexible working time, the HR managers should follow some strategies to increase employee engagement. Some guidelines for improving the employee engagement are presented below:
Provide Flexibility: The HR managers will provide flexibility to employees who are working with the new working system. As work from the home pattern is a new working system, the HR managers should provide flexibility to employees so that they can adapt to these new working systems (Noe, 2017). As a result, it will increase their skills and employees will be satisfied which will increase employee engagement.
Increase Communication: Communication among employees should be increased. Because of the covid-19, employees could not work as in the past. The new working system has affected employees and their skills. For this reason, employees should be able to communicate with each other to solve problems and issues which will raise while working (Gupta and Sharma, 2016). As a result, they will work hard and will increase their success.
Monitor Performance: The HR managers should continuously monitor the performance of employees. With the help of performance monitor tools such as management by objectives, the HR managers will be able to understand the performance and capabilities of employees to work with the new working system (Pattanayak, 2020). The HR managers will then offer support to employees to understand the working strategy. This will increase their engagement.
Ensure Appreciation: For increasing employee engagement, the HR managers should appraise the contribution and performance of employees. Employees will feel happier and they will work harder to achieve the success of the organisation.


[bookmark: _Toc101018051]Conclusion
Higher employee engagement is expected by the organisation. But gaining higher engagement is not possible until offering many benefits to employees. Because of the differentiation among employees, the HR managers should establish a set of drivers to increase employee engagement. Benefits such as good relationships, flexible working, empowerment, decision making, etc. should be provided to employees. As the working strategy has been modified because of the pandemic, support and benefits, as well as appreciation, should be provided to help employees to adapt to these new working strategies. As a result, employee engagement will be increased and the organisation will be benefitted.
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