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[bookmark: _Toc100236904]Introduction
The chief executive has been instructed to write a report regarding employee engagement. This report has covered the concepts of employee engagement and the drivers which impact employee engagement. In this report, all the drivers have been discussed with facts. In the next part, the evaluation of the diagnostic tools to measure employee engagement have been analysed. In the next part, the employee value proposition has been constructed along with some strategies to increase employee engagement.







 









                   
                                                                                                               
[bookmark: _Toc100236905]The concept and the drivers of employee engagement
A workplace strategy aimed at ensuring that staff is dedicated to the organisation's aims and objectives. values and a desire to give organisations success and capability simultaneously, to hone their senses is called Employee engagement (Armstrong and Taylor, 2020). Work engagement is a critical indication of work motivation. Workers would like to be engaged in their work, excited about the employing organisation, have a feeling of connection, and have scheduling and geographical mobility.
[bookmark: _Hlk100098625]Individuals that have high-quality employment and are well-managed will indeed be happy, fitter, and more satisfied, but they'll still be more likely to lead to productivity increases, improved offerings, and invention (Michael, 2019). This reciprocal benefit approach to incentives and managing people has been the basis of engagement of the employees, a notion that has gained significant traction in management thought throughout recent years.  The employee engagement rate of UK employees is somewhat around 50% (Yaneva, 2021). 
Employee involvement is critical in a post-pandemic environment. By redoubling their commitment to their purpose and bringing employees closest as ever to their organisation's 'why,' managers have the chance to create a culture where people feel engaged, recognized, and encouraged (Michael, 2019). And work engagement is increasing for organisations that listen to how companies treat their workers. Leaders may continue to boost work engagement by implementing the following strategies: Assuring their employees feel linked to their organisation, even as digital and offsite work become more prevalent (Torrington, 2014). Performance and productivity in comprehending how their roles and daily ability to contribute additional value, particularly to the company's priorities and long-term viability. By providing a safe area for individuals to enhance concerns about their emotional, economic, and overall wellbeing, companies can assist them.
The drivers of employee engagements and their impact after the post-pandemic are discussed below:
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[bookmark: _Toc100111587]Figure 1: Drivers of Employee engagements
Source: (Torrington, 2020).
Being Valuable and Recognised: Employees should feel significant and appreciated both on and off the job.  Before a pandemic, amongst the most prevalent and persistent determinants of involvement across businesses and organisations is a sense of worth (Yadav, 2020). As a result, it's unsurprising that this remains a primary motivator of engagement nowadays. Many folk's isolation and interpersonal detachment during the epidemic certainly resulted in an increased need to be recognized. Obviously, in a virtual environment, in-person "thanks" or "appreciating the great job" is not as normal or usual (Yadav, 2020).
Possibilities for Growth and Development: Across the pandemic, another persistent motivation for involvement was the need for progress and expansion. Workers reported an eagerness to learn and progress effectively, whether horizontally or inside their existing function, depending on different forces. Companies' financial condition has fluctuated significantly over the last year, and traditional progression prospects may have been halted or constrained in some way. Indeed, 31% of working people polled in a Perceptyx group data analysis of 1,000 individuals in the UK reported that their possibilities for learning and success diminished since the epidemic (Yadav, 2020).
Organisational Change and Directional Coherence: Before the epidemic, future perceptions and worker attentiveness were primary determinants of involvement, but the backdrop of these subjects has shifted a bit over the last year. This movement is likely owing to the issue that the vast majority of businesses have experienced substantial changes in the last year, most of these have been conveyed electronically. Employees yearn for their concerns to express in the middle of such dramatic change, to comprehend how their job may evolve, how the activity now influences other divisions and the firm as a whole, and the organisation's future perspective in general (Torrington, 2014). Order to effectively implement changes, gaining staff support, and articulating a clarity of purpose may be fairly tough.
Concern for One's Health: Recently, work settings, roles, engagements, employment rights, and aspirations have shifted substantially. Perceptyx discovered that 41.3 percent of employed UK workers have increased their job duties as a result of the virus (Yaneva, 2021). As a consequence, caring for workers' well-being is becoming a more significant driver of participation than it was previously. Some workers are experiencing burnout as a result of an increasing burden, the need to balance home and social responsibilities throughout the day, overall concern about COVID-19, job insecurity, or a mixture of the two (Bratton et al., 2021). As a consequence, workers want their employers to demonstrate deep care for their emotional and career well-being.
[bookmark: _Toc100236906]Evaluating diagnostic tools for measuring engagement
As the globe adjusts to new activities and doing office in the aftermath of the covid epidemic, it is more critical than ever to determine whether employees continue to feel attached to the company (Bratton et al., 2021). Several of them have gone through a transformation, transitioning from the comfort of a 9-5 job to working remotely. They will now have to ambiguity. Nobody understands what the destiny of employment will seem like. And although this is thrilling - individuals having the opportunity to define the nature of their employment - it could also be frightening. Companies need to determine whether staff members are engaged in the transitional stage or if ambiguity is leading workers to psychologically tune out (Rao, 2021). Here are some diagnostic tools evaluation through which this company can measure their employee engagements
Surveys of the pulse: Frequently distributed brief checklists with a limit of approximately 15 items. This survey is an excellent approach to assess the organisation's attitude in live time (Rao, 2021).' Businesses require regular assessments of employee sentiment to address issues as they occur. Typical pulse surveys require respondents to rate their level of agreement or disagreement with work-related concerns on a quantitative moving scale from 1 to 10, or by a variety of reactions such as agreeing to disagree.
Net Promoter Rating of Employees: This is a metric used by businesses to gauge customer satisfaction. The Employee NPS is identical, other than that it calculates how likely the workers are to recommend the organisation as a workplace on a level of 1-10 (Rao, 2021). It's a quick and simple approach to gauge public sentiment toward their business.
Surveys of staff involvement: These questionnaires concentrate on the factors that contribute to employee engagement: happiness, organisation characteristics, transparency, independence, and communications (Bratton et al., 2021). They could inquire about employees' attitudes toward their supervisors, the firm's management and objectives, and their connections with their group. The company can consider conducting these polls on a once- or twice-yearly basis. 
Interviews with individuals: One-on-one interviews are informal methods of gauging employee engagement. However, they are still beneficial for eliciting input about which sectors employees feel linked to and which aspects the firm can improve. While one-on-one meetings may appear relaxed, they must be concentrated. Determine the topics you wish to address during the session. Posing questions and providing the interviewee time to respond, attentively listening to their responses would help assess their engagement. (Rajagopal and Pillai, 2021)
Interviews with departing employees: When an employee departs the company, they should conduct exit interviews. While it may seem unusual to obtain engagement data from those who are leaving the firm, they may help the company learn a great deal about workers' interactions with the company, find difficulties, and resolve them (Stone, Cox and Gavin, 2020). They should be completed after the employee's written notice, ideally by anyone other than the employee's direct supervisor. Exit interviews should be conducted face to face or, for remote personnel, through teleconference, instead of on paper.
Retention of employees: The retention of employees and participation are inextricably intertwined. Increasing employee engagement makes it simpler to retain valuable personnel, while disconnected people are more likely to depart. The turnover rate can act as a signal of staff commitment (Rajagopal and Pillai, 2021).  If it is high, the company would be aware that they have an issue that has to be addressed. Along with total worker turnover, it's worthwhile to divide it down by demographic variables categorised as age and sexuality.
Analyses of individuals: Certain data, such as polling data, will indeed be specifically correlated to engagement (Stone, Cox and Gavin, 2020). Certain indicators, such as overtime hours and vacations, may reflect involvement. For instance, observing how many employees perform extra work during their working time may provide an early indicator of exhaustion (Shrotryia and Dhanda, 2020). Repeated absences can be a symptom of alienation and a signal that the organisation's human resource well-being needs to be improved.
[bookmark: _Hlk100099231]Metrics of efficiency: Productivity is strongly correlated with involvement, with committed employees being up to 44 percent are more efficient than dissatisfied ones. Additionally, organisations with higher levels of involvement claim a 21 percent increase in revenue (Shrotryia and Dhanda, 2020). On the other hand, if overall productivity declines or if the company notices a team player's output decrease, they may have burning issues.
[bookmark: _Toc100236907]Employee value proposition
An EVP has been constructed below to address the employee engagement as well as the strategies to increase employee engagement:
Provide career growth incentives and expansion: By instilling trust in the staff and giving opportunities for promotion, employers enable employees to stretch themself and be acknowledged for their achievements. According to estimates, 87 percent of employees place a premium on learning and improvement (Zaware, 2021). This may involve more instruction, schooling financial aid, or the opportunity to attempt other positions or places.Employees who have better access to flexible- time report higher levels of satisfied attitude and would be more dedicated to their companies and hence stay with their employment.
[bookmark: _Hlk100099242]Emphasize employee engagement: According to estimates, 87 percent of motivated staff have confidence in their bosses, and firms with a strong EVP combine engagement and rewards (Zaware, 2021). This is in contrast to the previous argument, which is primarily concerned with individual progress. When people are content, they contribute to the formation of a more consistent unit with shared values.
Create a Substantial Incentive Programs: In this context, incentives do not have to be monetary. Compensation, vacations, prizes, as well as other soft goodies, are all examples of rewards (Adla, Gallego-Roquelaure and Calamel, 2019). When combined with other tactics, an EVP creates the ideal blend of challenges, motivation, and rewards for high-performing staff. Its been demonstrated to contribute to a better bottom line. 41percent of the total customers remain loyal as a result of a positive employee attitude, and 70% of consumer purchase perception is affected by encounters with individuals (Shrotryia and Dhanda, 2020). These statistics show that satisfied employees would act as endorsers in their regular lifestyle, automatically attracting like-minded applicants and increasing brand loyalty inside their friendship groups. When multiplied throughout a company, this can be tremendously beneficial.
Align the Company's Cultural Consciousness: A strong EVP should be consistent with the organisation's values, purpose, and socio-civic responsibility of the firm (Stewart and Brown, 2019). Culture is inextricably linked to EVP and identity, becoming a strong interconnected force capable of shaping an enterprise. According to a recent study, the risk of job turnover is just 13.9 percent in organisations with strong business culture, but 48.4 percent in organisations with a weak corporate culture (Zaware, 2021).
[bookmark: _Toc100236908]

Conclusion
Companies should aid their employees by taking the initiatives necessary to make them feel protected, vigorous, and take an interest while they working. By combining all of the well-being steps into a devoted worker’s package that aids as a one-stop place for employee welfare (Zaware, 2021). Companies should provide staff with the provision they need at the same time it would also help refine the business's complete EVP.
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