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Introduction 
	In this report of management of people, demonstration of a critical understanding of the business environment in the personnel professional work as well as analysis on the management of organisational resources which are included by external and internal factors. Due to the concept of online conferencing has been introduced for the purpose of workplace engagement which will lead to improvement of performance as well as employees’ well-being which has been on the agenda of the company, in response to them not measuring the employees’ engagement in the past. (Sun and Bunchapattanasakda 2019)
Although, with the present pandemic situation prevailing along with the new methods of working within organisation, these steps have been adopted where the major concern has been the consistently low level of engagement within the employees which can impact the viability of the company. (Taylor 2018) Due to the onslaught of COVID-19 pandemic, organisations have adopted several measures such as work from home, job design or restricting roles, flexible working time and development of workplace that is COVID-19 safe. In this report, aspect such as review of the drivers and concepts of the employee engagement, evaluation of the diagnostic tools for the measurement of the employee engagement and construction of employees value proportion from the analysis and ideas which includes the strategies to increase the engagement level among the workforce. (Kumar and Pansari 2015)
[bookmark: _Toc91756661]Discussion 
[bookmark: _Toc91756662]Employee engagement 
	Under the concepts of human resource management falls employee engagement which described the enthusiasm level as well as worker’s dedication towards their work. The concept is related to company’s performance as well as work assigned to the worker along with making sure that they contributing to the value of the organisation An engaged employee will be highly motivated and will bring well-being related to their performance along with becoming an instrument for the success of the business. Engagement of employees is essential for the business success because it forms a clear link to the employee morale and job satisfaction. One of the crucial part of this concept is communication which is need to related as well as maintained. (Eldor and Vigoda Gadot 2017)
Employees who are engaged are more likely to be high performing as well as productive and they also portray a higher commitment to the values and goals of the company. Employer can generate employee engagement within the workforce in several ways such as communication of expectation, providing rewards as well as promote the exceptional work, regularly informing the employees about their performance	 along with effective feedback. The concept is one of the crucial part of management since 1990s and have been adopted wisely in the 2000s. (Mann and Harter 2016) Good leaders create a positive environment for employees so that they feel engaged and are focused on caring for others.
[bookmark: _Toc91756663]Drivers of employee engagement 
1. [bookmark: _Toc91756664]Autonomy: The driver has a certain importance when it comes to providing inspiration to the employees to perform their best. In order to reduce micromanagement, autonomy is essential at work where employees can be trusted to make their own decision on performing their job efficiently. By providing freedom to employees to manage their time and application of experience, the employees become more invested into the company and achieving the mission. (Chandani et al. 2016)
2. [bookmark: _Toc91756665]Capacity: It is refers to the comfort of the employees in performing the assigned task. It is crucial for the employees to feel capable by engaging their intellectuality, physicality and emotional energy within the work. In order for same to occur, it is essential for easy and quick resource assess for performing their work.
3. [bookmark: _Toc91756666]Co-worker relationships: By having mutual respect for every member within a team, the results are ought to be positive and trustworthy. Relationship between colleagues is crucial for effective collaboration and nurturing the culture within the company. 
4. [bookmark: _Toc91756667]Fairness: Along with relationship with co-workers, fairness plays an important role where employees are needed to be treated fairly within the organisation. It reflects a variety of crucial factors such as the manner in which they work, their compensation level along with the respect which they receive from their superiors and colleagues. (Saks 2019)
5. [bookmark: _Toc91756668]Feedback: Receiving helpful and adequate feedback can support the employees to understand whether the expectations are being met, the areas where they have successes or requires improvement. Constructive feedbacks are necessary for employee engagement along with strengthening the relationship between employees and the managers. 
6. [bookmark: _Toc91756669]Goal support: Employees will require resource in order to achieve their objectives, or eliminate the distraction along with that lack of support will make them demotivated to achieve their goals. By measuring the goal support, it is identified whether by receiving support, employees can achieve their jobs. (Al Mehrzi and Singh 2016)
[bookmark: _Toc91756670]Diagnostic tools for the measurement of engagement 
1. [bookmark: _Toc91756671]Employee surveys: Survey is a common tool for the measurement of engagement within the employees, for them to provide feedbacks on the attitude and feelings of employees. The effectiveness of the feedback can be ensured when it is conducted anonymously, in order to increase the participation rate and make sure an honest response is received from the employees. With the use of a third-party administrator, the comfort of the employees will increase and so will their motivation, job satisfaction, and passion, and work quality. (Osborne and Hammoud 2017)
2. [bookmark: _Toc91756672]Human resource tools: One of the disadvantages survey is that it does not provide ongoing, realistic, and holistic feedback, which is why an organisation can increase the usage of versatile software program instead of periodic surveys which will help in gathering and tracking the employees’ engagement for the entire year. Modern human resource platform will provide a tool for measuring employee satisfaction and collecting feedback while making sure employees are managed by storing the data and result in one place. (Rothmann 2016)
3. [bookmark: _Toc91756673]Social media: Organisations can monitor the sentiments of the employees through their usage of social media platforms such as through Glassdoor reviews and ratings. An internal connect of social media such as company intranet can be maintained where employees can engage themselves to share ideas and concepts. From here, opportunities are presented to the for better team understanding and to receive a morale sense and maintain company culture. 
4. [bookmark: _Toc91756674]Benefits from employee lifecycle: Employee lifecycle is known to the phase which is followed by the employees during their entire tenure which starts with recruitment and on-boarding to development, retention, performance management and off-boarding. In this stage, different employees have different experiences, where feedbacks from employees can be collected and engagement can be built. (Kaliannan and Adjovu 2015)
The world wide web offers to us variety of systems and apps of understating and analysing the employee’s engagement and work progress, some tips like 
· employee’s recognition and rewards activities are a good way to identify engaged employees, 
· from time to time, HRs and managers should have one-to-one meetings with their employees,
· employees leave the organization at different points of time, but as a manager or an HR, you need to know the actual cause behind it,
· small focus groups,
· retention rate and productivity metrics of employees will help determine how engaged the employees are in the organization.
[bookmark: _Toc91756675]Employee Value Proposition (EVP) 
	Employee value proposition is a concept which is a combination of benefits and reward where employees are provided with returns on their performance relating to any work. Factors which make employee value proposition compelling are the compensation, stability, work life balance, location and respect. An employee value proposition includes those incentives which will reward the hard worker as well as create a supportive structure which is inclusive of work environment. EVP is a combination of every tangible benefits, statements and intangible culture which will describe the perks, compensation and benefits which are available at the work. (Mone and London 2018)
	For the purpose of Employee Value Proposition, the company or management can launch tagline which will help them better express themselves, where the company website can be backed up with the statement with reference to all the benefits which will include compensation plans and other benefits such as vacation programs, fully remote work, parental leaves as well as five year sabbatical and other benefits. (Armstrong and Taylor 2020) The core of the employee value proposition can be their promise for maintaining a balance between life and work which promises to help the employee to the best of their capabilities. The company needs to be transparent about their priorities by providing emphasis on the diversity and inclusivity factor, through their Cultural Code document where specifics are provided on the culture which is to be implemented. (Carasco-Saul, Kim and Kim 2015)
	Other than that, through the use of the tagline, the management can instil the sentiment throughout the workforce of the company through providing benefits and life at the depiction of the company. The cultural emphasises needs to be on the innovation factor with a team oriented mentality. It approaches with the compensation and benefits with similar perspective where they can offer benefits such as fitness discounts, competitive pay, relocation pay and benefits and retirement plans as well as advanced learning opportunities. 
[bookmark: _Toc91756676]Strategies to increase engagement level
1. [bookmark: _Toc91756677]Modelling the core values and focusing on the organisational mission: Employees become highly motivated when they are connected to the mission of the company and set their goals accordingly. The mission statement and core values are two of the foundation components of company culture, therefore they needs to be improved in order to engage more employee. (Torrington et al. 2020) Training employees on the culture and values of the organisation will help them to understand its importance as well as in which manner it positively impact the organisation. Leading by example will help every individual within a team accountable, otherwise, a situation of distrust will occur that will disengage the employees. (Karanges et al. 2015)
2. [bookmark: _Toc91756678]Prioritising feedbacks: An optimum amount of feedback will help in positive manager reviews. Managers who provide highly detailed reports on the feedback are preferred over those who provide none or minimum. Feedbacks to employees is essential because it influence their engagement level. By scheduling check-ins for every employee with their assigned manager and encouraging the middle level management to develop regular review session with the teams as one of the ongoing initiative to enhance the employee engagement. 
3. [bookmark: _Toc91756679]Concentrating on engaging management: Here the engagement level direct affects the team where passion and positive attitude are considered to be contagious as it transfers from an individual to an entire team. Therefore, workforce engagement strategy is necessary for accounting with the needs and wants of the individuals along with focusing on the middle management which is an effective way to increase employee engagement. 
4. [bookmark: _Toc91756680]Coordinating volunteering actions and opportunities: By making the employees aware about the positive actions which the company is taking or the contributions which they are making towards the society will make the employees aware of their large purpose by offering them with an opportunity to connect with the society at a deeper level. (Albrecht, Breidahl and Marty 2018)
[bookmark: _Toc91756681]Conclusion 
	Therefore, in order to conclude this report on managing people, it can be said that employee engagement is essential in COVID-19 pandemic period where concepts and drivers of the employee engagement has been discussed along with different diagnostic tools to measure the engagement and employee value proposition has been presented as well as strategies to increase the overall level of engagement. 
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