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[bookmark: _Toc92851347]Introduction
The report is concentrated on the issues faced in employee engagement in AD fashion. The company is facing low employee engagement after the changes in the work culture and methods due to the outbreak of the coronavirus pandemic. The clothing firm is facing problems in its viability for this particular reason. It has included a discussion on the drivers and the concept of employee engagement. It has shed some light on the tools that can be used by AD fashion to identify the issues faced by their employees in engaging with the organisation and the work culture. The report has also provided construction of 'employee value propositions' regarding the issues faced by AD fashion in their employee engagement. Various strategies are also included in the report that will help the clothing organisation in increasing the level of engagement of the employees.
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Title: To investigate the impact of Covid-19 on the employee engagement: A case study of AD fashion
[bookmark: _Toc92851349]Concept and drivers of employee engagement 
Employee engagement refers to the engagement of the workers with their job roles, responsibilities, and the organisation (Shahid, 2019). It is the role of the human resource department of an organisation to provide the employees with a positive work environment. It helps an organisation to improve its performance by increasing the engagement of the employees in their job roles. There are various factors that play as drivers in increasing the engagement of the employees. Communication, workplace culture, leaders, and other factors also play an important part in increasing the engagement of employees in an organisation (Antony, 2018). It is very important for a firm to comply with integrity and trust in their business. They should also provide their employees with opportunities to grow their careers. This factor will help companies in retaining their employees. AD fashion should ensure that the voice of their employees are heard and the leaders have a positive relationship with the workers. The organisation should also ensure that the firm is following strategic leadership to create a positive relationship with the workers by communicating with them. It will help them in increasing employee engagement within the firm and enhance their products as well. 
There is various stress on employee engagement due to the impact of the coronavirus pandemic. AD fashion implemented various factors like work from home, restructuring roles, flexible working hours, and making the work environment 'Covid-19 safe'. The application of the 'remote working' strategy has resulted in a decrease in employee engagement (Irawanto et al., 2021). Remote working can cause issues like a decrease in motivation, social isolation, and reduced performance. Work from home decreases the boundary of an individual's personal and professional life due to which they can experience a high level of stress. On the other hand, remote working provides employees with a proper work-life balance and job satisfaction. 
Employee satisfaction is very important for a firm because it relates to the performance and productivity of the workers (Nanu et al., 2020). AD fashion needs to ensure that their leaders are transparent and have a relation with the front-line employees of the organisation.  According to the 'Global Workplace Report,' about 15% of the employees are engaged with their job role and organisation (Gleeson, 2022). It signifies that most of the employees in the world are not related to or engaged with the organisation they work in. The firm should also tailor its structure and principles to the internal and external environment. Various drivers play an important role in employee engagement in a company such as.
Autonomy: This is an important part of employee engagement because it motivates them to work their best and provide quality products. It refers to providing the employees of a firm with the opportunity to manage their own time and finish the tasks according to them (Shobe, 2018). This practice not only enhances the relationship between the organisation, leaders, and employees but it also improves the relation of the workers with various the company. 
Co-worker relation: It is very important for a firm like AD fashion to ensure that the team members of a group have positive and respectful relationships with each other (Kerdpitak and Jermsittiparsert, 2020). It helps in maintaining a positive relation in the workplace and it helps the employees to work in collaboration with the rest of the group members. 
Fairness: AD fashion should also ensure that the leaders, managers, and employees are treating each other fairly. Ensuring fairness in the management and the work culture help an organisation in increasing their employee engagement (Hughes et al., 2019).  It is very important for an organisation to investigate whether its leaders are treating their employees equally. This specific factor can help an organisation in creating a positive image of the company among the employees and it will also result in an increase in the level of respect of the firm. The leader should set transparent and clear expectations for their workers to maintain a fair work culture. 
Leader integrity: It is very important for the workers to feel that their leaders and managers are committed to performing their best in the organisation (Jung et al., 2020). This particular factor can help the employees to sense the dependability of the leaders and managers.
[bookmark: _Toc92851350]Diagnostic tools to measure engagement 
The selection of employee engagement tools mostly refers to the size of the workplace and the issues faced by the firm. Performance measurement, as well as evaluation procedure, is a stage in a firm’s regulatory system (Alferjany et al., 2018.). Companies adopt this strategy to measure whether the actual productivity and the planned productivity match or not. Organisations use various tools and take necessary measures to correct the problems or deviation present in the measurement and evaluation. The utilisation of ‘360 performance appraisal’ can help an organisation to measure the engagement level of the employees with an organisation (Zondo, 2018). It involves gathering the data and information from the employees regarding their experience and viewpoints on the company and their job role. The organisation can gain access to the issues that are hindering the development and growth of the employees. Utilisation of the ‘360 feedback system’ will provide the managers and the leaders of the organisation to identify their weak points as well as their strong points. This will help the managers and the leaders of AD fashion to develop the weak points of the employees. This will result in increasing the engagement of the employees. 
The utilisation of surveys for measuring the performance level of the employees can help an organisation like AD fashion to identify the workers who are hardworking and who are not. This will also help them in identifying the factors that are creating barriers to employee engagement (Matthews, 2018). Conducting the ‘employee satisfaction survey’ will help the leaders and managers to identify the factors like the expectations for the management, stress level, co-worker relation, and career progression. AD fashion has to ensure that the questions used in the survey are easy to understand and are not complicated. The firm can use innovative technology to conduct the survey and gather information regarding the barriers that are impacting the employee engagement of the firm during the coronavirus pandemic. 'Employee satisfaction survey' can be a great performance diagnostic tool for the firm. 
The organisation can also use the ‘Absolute Measurement Procedure’ (AHP) is another tool that can be used by Ad fashion to measure the performance level of their employees. The clothing industry has to recognise the sub-criteria as well as the criteria of the workers to put them in the AHP hierarchy (Anjomshoae et al., 2019). For the next step of this tool includes calculating and evaluating the weights of the decisions making power by constructing a measurement matrix for each criterion. The application process of the AHP includes defining aims and objectives, recognising sub-criteria or criteria, determining the alternatives approaches for maintenance, constructing a hierarchy framework, collecting empirical data and information. The last process of the AHP model includes conducting sensitivity analysis.  
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Figure 1: AHP application procedure
(Source: Duleba and Moslem, 2018)
[bookmark: _Toc92851351]Employee value proposition along with the strategies to raise levels of engagement 
‘Employee Value Proposition’ refers to the set of non-monetary or monetary benefits or values that are provided by an organisation in return for the capabilities, experience, and skills that employees make towards the firm. It can be identified as an ecosystem of values, support, and recognition that are concentrated towards employees' performance levels. 'Employee Value Proposition' is mainly focused on three-factor that is delivering shareholders value, inspiring the loyalty of the customers, and attracting ad retaining talented employees. Attracting and retaining effective employees will help AD fashion to improve its performance rate. 
The outbreak of the coronavirus pandemic has transformed the relationship between the employees and their job role, and it is important for AD fashion to establish an effective ‘employee value proposition’ that will be focused on evolving these issues. The clothing company can use the factors mentioned below in its ‘employee value preposition’.
Deeper connection: Respecting the employees and providing them with the feeling of beginning understood regarding their relation with society as well as their family. Maintaining ethics in a firm encourages employee engagement and increase their performance level (Tsourvakas and Yfantidou, 2018). AD fashion is providing their employees with the opportunity to work from home but the firm can also utilise strategic leadership to create a positive work environment. It will help the leaders and managers to create a positive and trustworthy relationship with the employees. The leaders of the clothing line can increase their attention on their employees and their needs to unite them and keep them engaged in work (Gaskell, 2020). Provide the employees with the feeling of being cared for by ethical behaviours. AD fashion can utilise this method to increase the engagement of the employees and enhance the performance rate of the firm.
Personal growth: AD fashion can provide them with the opportunities to develop themselves in not only professional careers but also in personal life. This will work as a great employee value proposition (EVP) for the clothing firm. Providing rewards can incentives can also work as a great EVP that will help the firm in increasing the engagement of the employees and retaining talented workers (Stein et al., 2021). AD fashion can provide the employees with online growth and development pieces of training and programmes (Sun and Bunchapattanasakda, 2019). The firm can also provide counselling for the employees because most of the employees are experiencing stress and anxiety due to the outbreak of the coronavirus pandemic. Statista conducted a survey, in which about 67% of the respondents stated that they are experiencing a high level of anxiety and stress due to the outbreak of the coronavirus pandemic (refer to figure 2). 
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Figure 2: Stress level in employees due to the coronavirus pandemic
(Source: Elflein, 2020)
Encouraging and funding employee resource teams or groups (ERGs): The implementation of this strategy will help companies like AD fashion to overcome the issue of low employee engagement. It refers to voluntary communities that are focused on inclusion and diversity, wellness, and special interest (Casey, 2021). The utilisation of this strategy will help the clothing company to build a community with similar backgrounds or interests. The application of this strategy will not only help the form in increasing employee engagement but it will also help in reducing the stress level of the workers. 

[bookmark: _Toc92851352]Conclusion
From the above report, it can be summarised that AD fashion is facing issues in employee engagement due to the changes in the work culture and structure after the outbreak of the coronavirus pandemic. Factors like autonomy, co-worker relation, leaders' integrity, and fairness play a key role in employee engagement. Due to the outbreak of the coronavirus pandemic companies like AD fashion are facing issues in employee engagement. The company have already taken some measure like remote working, reduced working time, and many others but the firm is facing low employee engagement. There are various tools that can be used by AD fashion to measure the performance and engagement of the employees like AHP, ‘360 performance appraisal, and survey. The company can use strategies like ERGs, personal growth programmes, and building positive relation with the workers to improve their engagement and construct an employee value proposition. 
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