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[bookmark: _Toc81497012]1.0 Introduction
The following report will focus on the aspects of employee engagement as experienced in a complex and diverse organisational context. There is no definitive path towards attaining employee engagement in a professional setting. Moreover, the structure of an organisation and its commitment towards business and finances may also influence the level of employee engagement opportunities within its organisational structure.  
[bookmark: _Toc81497013]1.1 Aim of the report
The following report will endeavour to draw upon the primary employee engagement literature while at the same time apply its core concepts on various industry level contexts This will allow the Chief Executive of the company to evaluate and critically appreciate the current strategies adopted especially those linked with Covid-11 pandemic.
[bookmark: _Toc81497014]2.0 Findings and discussions
[bookmark: _Toc81497015]2.1 Review the concept and drivers of employee engagement
Robinson et al. (2004) in their academic literature discussed the various applications of employee engagement drives especially taken into the context of employee perception and behaviour. The writers hinted at the prominent function of employees feeling valued and involved within the organisational culture and process. The outcomes of this model of employee engagement driver follow some salient steps, for instance-
· Involvement of employees in the decision-making process
· The two-way communication between the management and the employees
· Job and career development opportunities
· The concern for employee health and welfare
Although these are by no means the be-all and end-all criteria for employee engagement, their importance especially in a post covid world are very much apparent. The implementation of the IES model is also supportive when fostering a sense of employee engagement along the organisational chain.
[image: ]
Figure 1: IES model of employee engagement model
(Source: Robinson et al. 2004)
Apart from the general employee engagement model the IES platform also allows for a diagnostic tool that helps to judge the gaps between the current and future strategies of an organisation.
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Figure 2: IES employee engagement diagnostic tools
(Source: Robinson et al. 2004)
If the current employee engagement strategies of the affiliated organisation are analysed against the IES framework and the diagnostic the following points are apparent-
· Working from home: This driver delivers the priorities of health and safety especially considering the Covid-19 pandemic it does take away from the aspects of family-friendliness and cooperation. The employees as per the notion of () are more likely to feel isolated and socially captive when taken out of the usual organisational environment. This might demotivate employees who thrive from face-to-face and personal engagement with their fellow employees and also their immediate supervisors. 
· Flexible working time: The strategy of providing flexible working time helps the employee to feel safe and valued. The employee also feels the presence of equal opportunities and fair treatment for themselves and their families. The cooperation from the immediate management in terms of flexible working time setup is also vital in maintaining this positive outlook within employees.
· Job design/restructuring roles: the changes in job design and restructuring initiatives in the current organisation must follow a precise performance and appraisal-oriented strategy. Here while promoting an employee their previous training development and career opportunity milestones are also supposed to be evaluated. Employee engagement is always at its peak when the employees are aware of the fair professional practices within an organisation.
· Making the workplace “Covid-19 safe”: This specific initiative has more to do with the international healthcare guidelines placed by the UN and the WHO. The credit of the management and the immediate leadership is to make sure that the employees are aware of all the basic requirements to keep themselves, their families, and their fellow employees safe.
[bookmark: _Toc81497016]2.2 Evaluation of diagnostic tools to measure the engagement
Although the IES diagnostic tool allows greater control over the employee engagement dimensions it does not allow any statistical or frequency-related analysis to compare and contrast industry results. This is also true that different measurement tools are also effective in the context of different organisational contexts. The evaluation of different diagnostic tools might allow for a critical and creative outlook towards organisational strategizing-
IES employee engagement diagnostic tool: This specific tool will allow both the management and the employees to evaluate their own engagement and prioritise different gaps that might be prevalent in the overall organisational communication. The IES measurement tool is much more process and function-centric. This allows the companies to tackle the issues of employee engagement while at the same time allowing greater control over the internal processes of the organisation. This also allows the company to take active steps when trying to fix the differences between the employee appraisal and employee valuation with conviction and certainty (Robinson et al. 2004).
Employee survey: An employee survey is a critical tool that allows the company to evaluate the strength of the ongoing employee engagement programs and initiatives. 360-degree appraisal form is a part of the employee survey initiatives. the employees anonymously rank their subordinates and their supervisors based upon their engagement, interpersonal relationship, and performance with them. The employees in this situation feel much more empowered to show their appreciation for the management or highlight their grievances. The employee survey can be exclusively modeled after various SQL questions that specifically highlight the employee engagement prospects in any given company. In the majority of the situations, the variables are divided between employee level communication, relationship with the management, and the opportunity for promotion and appraisal (Jay 2014).
Exit interviews: Exit interviews are interviews that are an integral part of the employment. It is one of the most effective tools that highlight the strength of a company's internal competencies in a realistic manner. The company through its exit interviews can significantly highlight the primary gaps in its employee management process. In multinational organisations, this creates a sense of accountability and responsibility change along with the managers and employees likewise.
These different models of employee engagement and their diagnostic tools provide companies with a fail switch. The management and the company with their priority are fixed into providing employees with an effective organisational environment that can look into the data and make changes accordingly (Pati, 2012).
[bookmark: _Toc81497017]2.3 Employee value proposition 
In reference to the company chief executive and his or her observations during the online conference. The employee value proposition can be developed through the below considerations and keeping in mind the covid-19 staged changes. 
Adjustment of work environment
In view of the above findings, while employees were away working from home during the course of covid-19. Organisational premises have undergone rapid changes which under the context of the responsibilities required them to keep in mind specific challenges. Among these, it was important to observe the 2-meter distance between employee cubicles and hygiene elements surrounding the entire floor. This was only to develop the favorable habit among employees to adapt to working in susceptible environments, but not forgetting the cleanliness and hygiene factor. Also, more importance has been laid down towards improving innovation practices and facilitating remote working directly from the company premises (Kelley, 2021). This helps the firm to create efficient processes, and invest in digital conference rooms, virtually run team works, and others.
Cultural outreach to inspire confidence
The goals representing the organisational mission and vision have also been altered keeping in mind the covid-19 norms. This allows the firms to separate certain classes of its executives into some who will do the reporting and others who will center their attention towards the work activities. Hence, it was important to keep these two workforces separately away from each other during the course of the work activities (Rounak and Misra, 2020). In such a manner, it will become easier for the company to plan and present the same roles to the workers who can use the office premises and consult with others virtually who will do the reporting. This perspective is likely to hamper personal relations among employees, and create biased characteristics in some executive minds. 
Compensations for joining work
Another suitable value proposition that will be the criteria of the firms, is to create better compensations for its worker groups. In such a case, it will be the salary being offered by the firm to the workers for coming into the premises to work during covid-19. For instance in the UK just to ensure job retention, the firms have decided to add a value of £2500 in their actual pay grade. That is likely to boost almost 80% of the worker’s contributions, and other compensations for furloughed hours (Black, 2021). This will serve as a motivating trait for the employees to inspire them to the organisational premises. 
Better career options
Apart from general compensations, it will be important for the organisations to impart off-holidays, insurance, and retirement schemes (Rounak and Misra, 2020). These need to be prolonged in order to inspire more career opportunities if continuity is maintained within the firm. 
[bookmark: _Toc81497018]2.4 Strategies to raise levels of engagement (Further suggestions)
From the understanding of the different literature, the strategies to increase the level of engagement from the employees can be described as follows:
Improving employment relationship: the improvement of employment relationships among the employees and the management can increase the connectedness of the employees. For the same, as stated by CIPD (2017) can be considered, “Employee Voice relates to how employees communicate to their employer.” When the communication process is effective, it indicates that the employees are listened to. For the same, the process of representative method (where employee participates in decision-making), or direct method (management directly communicates with employees). The importance of the same can be understood by the opinion of CIPD (2017), “employee involvement and participation is a key component of high-performance work systems (HPWS).” Thus, improving the relationship between the management and the employees can be suggested as an effective employee engagement strategy.
Following the DoE Model (1994): for the improvement in employee engagement, the process of the Doe Model can be further suggested to the different organisations. For example, it can be seen that the model states about the importance of sharing information with the employees, consultation, commitment to quality, development of an individual, health & wellbeing, and the others can be necessary to increase the engagement. According to CIPD (2017), employee communication increases engagement, and the same results in improved organisational performance which indicates the importance of communicating and sharing information with the employees. For the same, the use of videos, team briefing, and others can be done. Watt (2018) also suggested the importance of communication in increasing employee engagement which can be followed by the organisations (Hook and Jenkins, 2019). Further, it can be suggested that the employees are included in the performance planning, active engagement, and the development of employees is done. Besides, it can be also suggested to improve the skills of the employees and improve the attendance and health service within the organisation. 
Career development opportunities: one of the further suggestions for employee engagement would be to develop career opportunities for the employees. According to a study of Kingston in 2010, 35% of employees are willing to stay compared to 19% who are not offered a career opportunity. Therefore, it can be further advised that the employees should be offered career development opportunities that will increase their engagement.
[bookmark: _Toc81497019]3.0 Conclusion
This report concludes that there are numerous ways in which the working conditions in organisations can be altered to the betterment of the chief executive's perception. That is by considering the pandemic-related problems and making it better for the employees to serve the firm. That by adjusting the employee expectations and adjusting the same towards goals. It can be further concluded by the importance of communication shown by CIPD and DoE Model that employee engagement can be increased when they are offered career development scopes and are communicated in a proper way. For example, offering them a healthy workplace and including them in decision-making and data sharing can increase employee engagement.
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