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[bookmark: _Toc91209691]Introduction
Employee engagement has always been a core part of any discussion related to human resource management. These engagement values not only enable an organisation to make better use of its people but also ensure organisational progress (Armstrong and Taylor, 2017). This report aims to contemplate all the reasons that relate to the importance of employee engagement within an organisation. It also gives a thorough idea of how an organisation can use the drivers of this type of engagement in the context of the given case so that an overall understanding of this concept can be cleared. It also highlighted many methods or tools to be used to understand the sincerity and involvement of employees within the company. This report tried to show the ultimate future opportunities to increase the engagement of the people by analysing the strategies.



[bookmark: _Toc91209692]Employee engagement concept
Employee engagement is known as the concept related to human resource management that involves the activities of the employees so that their dedication to their assigned work can be easily measured. The employees who get engaged in work activities with sincerity and complete enthusiasm tend to believe that their contribution makes a difference in terms of ensuring organisational progress. In any workplace, operational growth requires complete engagement from its employees. Employee engagement is associated with many organisational factors that ensure the overall development of the organisational goals and ensure its achievements as well (Taylor, 2010). 
Employee engagement makes an organisation well enough to perform the strategies and ensures a peaceful organisational culture. It also helps an organisation to decrease the overall turnover of the staff as well as build a good workplace environment for employees. It creates a positive thing on the organisational production and the growth in productivity increases as well. The whole process ends up by creating a good relationship with customers as well which directly hits the profitability of the organisation. In the given situation, the chief executive also took all these factors into account and so emphasised to go for an internal engagement of the employees. If employee engagement can be ensured on time, the organisational operations will be more successful (Taylor, 2010). 
[bookmark: _Toc91209693]The concepts and drivers of employee engagement
In most organisations, employees are recognised as the greatest assets as they tend to contribute to all aspects of organisational growth. If they are not capable and unable to contribute to the organisational activities, it will lead to the loss of the organisational values. The drivers of employee engagement refer to the perception of employees on how effectively an organisation is using their current competencies in terms of ensuring organisational progression. Some specific points lead employees to count on the concepts and drivers existing in their workplace employee engagement activities. The following discussion will highlight the drivers applied to employee engagement in an organisation in the context of the given case.
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Figure 1: Drivers of Employee Engagement
Source: (MARCHINGTON and WILKINSON, 2012)
Training, development, and career: Training is one of the basic aspects of employee development and retention. In an organisation, many types of complex activities are run and if the employees are not trained well, they will face lots of difficulties in terms of accomplishing their assigned tasks. Moreover, sometimes, employees also need career-related advice and they expect proper guidance regarding this. In the given case, restricting employee roles are conducted which ensures organisational development and it makes the employees experience activities occurring in various departments and job positions. It will also help the employees of various levels to learn different operational activities (Yadav, 2020). 
Immediate management: It is a particular activity that enables an organisation’s employees to understand the organisational structure and management opportunities. Moreover, these types of activities are essential in terms of adopting the actions of the organisational immediate management system. 
Performance and appraisal: Every person expects to get appreciated for his/her work and employees working within an organisation is no exception in this regard. They expect that their performance will be evaluated regularly and they will get feedback so that they can rectify their mistakes as well as get praise for their good work. In the given case, if the employees get more opportunities to evaluate their performance along with the instructions on how they can change their mistakes can be helpful for them.
Communication: Every organisation needs a good communication system to ensure organisational success. Without appropriate communication abilities, no organisation can coordinate with different departments. Besides, the internal relationships along employees will not develop as well which will hinder productivity. During the pandemic, the importance of having good communication has become quite crucial. In the given case, the employees are working from home which might create a distance among their interpersonal relationships and so the company should launch various group activities to test their communication abilities (Yadav, 2020).
Equal opportunities: If the workplace superiors are biased toward someone, the other employees will feel demotivated and dejected. As an outcome of it, many efficient employees will switch their workplace. It will be a great loss for the organisation too. In this case, if the superiors are partial in terms of work allocation and appraisal, the people working in the company will be discouraged too. 
Pay, benefits and conditions: It is known to all that the main reason behind employees working within an organisation is to have good pay with some benefits. If the pay scale and benefits provided by an organisation is not well enough, the employees will be highly dissatisfied and also leave the job to join another organisation. In the given scenario, any measurement related to the pay and benefits of employees has not been taken which might cause them to feel demotivated. So the company should bring some benefits in this regard to ensure employee engagement.
Health and safety: Employee health is highly important as an unhealthy employee can never contribute to organisational development. Especially during the pandemic, it has become one of the most important things to be considered by an organisation to ensure employee engagement. If proper measures are not taken in terms of employee health safety, it will make them conscious and they might switch their workplace as well (Torrington, et al., 2014). In the given case, the company has taken serious steps regarding the health and safety issues of employees. It provided the employees with the benefits of working from home. It also took steps to make the organisational environment safe from the COVID-19 pandemic. It helped the company to create a better impression on its people. Moreover, the company’s employees also get motivated to be engaged in organisational activities (Yadav, 2020).
Family friendliness: The workplace should ensure flexibility for employees in terms of their respective families. For example- providing vacations, granting leave for major family problems, etc. In the given case, if the company ensures these activities more, its employee engagement will be more firm. 
Job satisfaction: Creating job satisfaction among employees will help to enhance employee engagement. In that case, the organisation must look after the comfort of the employees. In the given scenario, the company provides a flexible schedule for work which will bring employee satisfaction to some level.
[bookmark: _Toc91209694]Diagnostic tools for measuring engagement
Various tools can be used by an organisation to monitor employee engagement and take necessary measures to avoid such problems in future. The following discussion will be highlighting diagnostic tools to measure employee engagement tools within an organisation.

Figure 2: Employee Engagement Diagnostic Tools
Source: (PILBEAM and CORBRIDGE, 2010)
Employee survey: It is regarded as one of the most successful things employee engagement measurement tools based on their feedback. This type of survey is usually conducted one-to-one so that the employee mentality in terms of the work environment, as well as their mentality to contribute to the organisation, can be recognised. In the given case, the company can launch monthly or quarterly employee surveys online so that employees can provide their feedback along with the showcase of their engagement. The feedback of each employee must not be made public to ensure their privacy.
Social media: As it is quite a common fact that social media engagement of a person describes many things about his/her life, habit, mentality, and perspectives. To understand the approachable mentality of an employee, the superiors can monitor their social media activities. In the given scenario, the company can know about employee mentality easily by going through social media presence, or by evaluating their glassdoor review, etc (Widyawati, 2020).
HR tools: Modern tools used by human resource professionals within an organisation are highly effective to monitor employees. In an organisation, various employee engagement tools are regularly used including evaluation sheets, tracking, and so on. This type of tool is always effective in the case of regular performance analysis along with the ability to perceive organisational abilities. In the given case, the company can track the activities of every individual working within the organisation to understand their credibility, sincerity and capacity for contribution. 
Exit interviews: Such interviews can be held within an organisation one or two times every year only to find out employee performance parameters. In this way, tough queries can be asked to employees to identify the most sincere one in the workplace. In the given case, the company gave restructuring opportunities to its employees which is a great advantage for them to learn how to adapt to such an environment. If exit interviews are launched, they will get the avail of showcasing their talents and upper-officials can also determine the most efficient ones to give the further responsibilities. 
Employee life-cycle: An organisation can understand how well it is cooperating with its employees in terms of managing their knacks by the evaluation of their working life-cycle. If the number of layoffs or resignations is high, it will certainly signify less employee engagement. In the given case, the authority can decide to apply this technique too (Widyawati, 2020). 
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Construction of value proposition of an employee and analysis of previous and future strategies
Employee value proposition
The employee value proposition within an organisation can be created by going through the following series of steps. The company must follow these levels of steps to ensure organisational employee engagement as well as employee development (Bridger, 2019).
Firstly, the currently provided offers by an employee are needed to be evaluated.
Secondly, the employees are needed to get analysed based on their different knacks.
Thirdly, EVP communication components must be applied properly.
Fourthly, writing the final value proposition set for each employee. 
Fifthly, all the value propositions are required to get promoted through various channels (Bridger, 2019).
Lastly, the latest feedback and results are analysed.
Strategy analysis
In the following case, various strategies are shown to be developed in the company previously and are expected to get adopt more strategies in future organisational activities. 
Previously, the company has worked on the organisational environment by taking steps like- work from home and implementing pandemic-related measures in the workplace (Johnson, 2021). It certainly shows the concern of the company to earn the trust of employees in terms of giving them health benefits. Besides, the company also tried to ensure the fact that the pandemic does not hinder employee involvement in the company. The company provided the staff with the advantage of role restructure and doing work activities based on flexible timing. These show the concern of the company on how it wants its employees to learn more and get trained from changing job positions and enjoy comfort as well.
In future, the company can adopt different engagement options for employees. Due to the pandemic, household expenses tend to grow and so the company can think of providing a pay scale raise to the best performing employees (Johnson, 2021). Besides, it can introduce a few HR policies that can easily make the employees keep a balance with family and work life. Moreover, the company should launch a half-yearly survey programme only to know about how the employees are doing. By doing all these, the company can ensure more engagement from employees in future because these strategies tend to mitigate their attitude in terms of ensuring more financial help along with good public policies.
[bookmark: _Toc91209696]Conclusion
The report tries to give a wonderful insight into the employee engagement activities within an organisation. Here, a whole scenario has been given to evaluate the importance of these activities in the company. The report slowly highlighted various portions related to employee mentality in the work. The company provided a deep understanding of the drivers of employee engagement as well as it depicted the fact how the company can make good use of them. Moreover, the tools to measure the depth of employee engagement in the company can also be understood in it. The report concluded with a detailed analysis of the strategic standing of the company. 
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