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1. INTRODUCTION

The global epidemic of COVID-19 has a direct impact on the structure of enterprises today. When circumstances are tough, human resource managers come up with creative solutions to keep their employees happy and productive. Employees that are engaged in their work are committed to the company's goals and values and are prepared to provide their best every day. For businesses, it's a continual reminder that happy staff are more productive, which leads directly to happier consumers and hence more sales and profits for the company. This report focuses on analysis the value proposition that the business put in place but also has a big focus on the employee engagement and how this can be measured and analysed by the company in order to maintain the employee’s wellbeing and retention.


2. WORKPLACE ENGAGEMENT. CONCEPT ANALYSIS

2.1. Engagement meaning
Employee engagement refers to the degree to which a worker is committed to and actively participates in the goals and values of the firm in which he or she works. To be an engaged employee, you must be aware about the business context, cooperate with colleagues, and have a positive attitude toward your employer and its values (Robinson et al, 2004).
                     [image: ]
Fig.1.: Employee Engagement
Source:  P. Psichogios, (2021)
2.2. Engagement Concept review
In psychology and business, "employee engagement" refers to a multitude of things. Flow (Brown, 1996) and employee engagement (Brown, 1996) are closely linked in psychology (Brown, 1996). Job involvement is a degree to which the work environment is vital to the person and his or her identity. Job engagement, according to Kanungo (1982), serves as a 'cognitive or belief condition of psychological identity'.
Employee engagement has been referred to as the key to establishing a sustainable high-performance firm, according to the journal Management Today (2004). There's a strong argument that managers who previously had employees made the most use of their natural talents (Coffman and Gonzalez-Molina, 2002). Several writers (Schein and Marquardt, 2000) believe that a number of social and cultural aspects have an influence in employee engagement. According to this theory, organisational environment and culture have a role in determining employee engagement.
Surveys of employee participation and contentment are a terrific method to discover more about how engaged and contented your employees are. A company's ability to keep its staff engaged is directly connected to its ability to maintain customer loyalty, corporate growth, and profitability. Human resources experts feel that the low level of engagement among their workforce is due in large part to issues with employee happiness and treatment in the workplace. 
As discussed above the workplace engagement started a long time ago it was and it still working on improving the implemented strategies.  As a result, the company's aims are met, its strategy is carried out, and it reaps substantial financial rewards (N.Chanana, 2020). Job design, selection, compensation and training are just few examples of the many HR approaches that may be used to improve employee morale and productivity. 
Employee participation, efficient people management, and timely and honest communication can help organisations weather the current financial crisis (Robison, 2009). Organizations and their employees must rely on one another in order to fulfil their goals. Incorporating employee involvement into the company's long-term strategy is essential, not just a one-time event. Together with a flexible work schedule and a competitive compensation as well as an open communication and appreciation of one's contributions to the company's success all contribute to keeping workers motivated at work (Patro, 2013). 
Clearness, confidence, conveying, connecting, and credibility are the six C's aspects that are essential for employee engagement. These employees are focused on the company's performance and continuously want to know that their efforts and hard work have a beneficial influence on the company's bottom line. Customers are more satisfied, sales are higher, and profits are higher for firms when employees are content and productive.
 In addition, trust and open communication between employees and organisations are essential. Working together as one team is essential for the success of both the firm and its workers (Sarangi & Nayak, 2016). Employee engagement is built on a foundation of trust, reliability, loyalty, and open communication. Companies may increase employee involvement by increasing top-level management's commitment, openness, and participation in employee decision-making. Employees that are engaged in their work are individuals who show enthusiasm and dedication in their work (Chandani, Mehta, Mall, & Khokhar, 2016). Employer engagement is a strategy for improving the chances of corporate success by supporting the performance, productivity, and well-being of businesses and employees.

2.3. Workplace engagement during pandemic 

Since most nations have put a stop to the spread of COVID19, the threat should be contained very soon. In order to prevent the virus from spreading, numerous countries have closed their borders (Ghosh, Brindisi, Shahabi, Mackenzie, & Andrew, 2020). As reported by Business Insider, most countries are taking measures to limit the spread of the COVID19, including nationwide quarantines and school closures.
Robison (2009) gave recommendations on how to keep employees motivated and engaged in uncertain times. The author gives various suggestions, such as explaining to employees what is expected of them, ensuring that they have the right materials and equipment, enabling them to perform what they do best, and not forgetting to recognise their achievements.
 Engaged employees may influence their behaviour and attitudes, which in turn can lead to better performance at work (Andrew & Sofian, 2012; Saks, 2006). The use of employee engagement as an intermediary to promote employee behaviour, intention, and attitude toward higher work performance by Andrew and Saudah is supported by certain research (2012).
During the COVID19 lockdown, employees' children are being kept active while their parents work from home, according to Sarkar (2020), adding a new level of employee involvement. Just a few of the firms participating in these efforts include Genpact; Accenture; Deloitte; AMD; and Hinduja Global Solutions. 
Talukar (2020) advocated in an essay that employees participate in the COVID19 pandemic. Getting better at communicating with your remote colleagues means following these steps: Set up a more open channel of communication between all employees, show your thanks right away, relax and allow for more freedom, and arrange online team building events. 
Goswami (2020) focuses on how to keep downtime workers interested and productive when an organisation is in lockdown. Companies like CEAT, SAR, and Aditya Birla are expanding the length of hours that employees labour without compensation. Worker productivity is increased when their companies offer training and development programmes during a stop down. If you're an employee, you may be able to take advantage of TED Talks or webinars with industry experts or books or e-learning. Several organisations work to keep their staff happy throughout the epidemic by reducing their worries. In order to motivate its employees and their families during their downtime, CEAT hired personal trainers.
 During a lockdown, employees can develop their skills using the digital learning methods suggested by Dutta (2020). Organizations can prepare digital employees for the future by developing learning opportunities, providing a range of tools for continuing professional improvement, and ensuring employee engagement at this tough time. 
According to Singh, the COVID19 pandemic need the engagement of employees (2020). According to the report, people who are given meaningful work and possibilities for progress are more likely to be committed to their employers. Incorporating remote employees fosters a more open work environment where new ideas may flourish. 
Engaged personnel are more original and creative, and their inquisitiveness rises as well. During challenging times, companies must take proactive measures to keep their staff motivated.







3. ENGAGEMENT DIAGNOSTIC TOOLS
It's crucial to look at the many forms of engagement outlined above when evaluating employee engagement. The value of employee engagement cannot be emphasised, given that a well-engaged employee will consistently go above and above the call of duty.
Employers must establish a work atmosphere where people feel free to express their full potential. It is also important for the organisation to put up the correct conditions for productivity and profitability to be attained, but these are not the only considerations. As well as the overall well-being of the workers, conditions must also be taken into consideration (Schmidt 2004).
Employee engagement is influenced by a variety of factors, including: empowerment of employees, company image, equal opportunity and fair treatment, performance evaluation, compensation and benefits, health and safety, job satisfaction, open communication, cooperation, and career development, as well as leadership clarity regarding company values and ethical conduct and respect for employees.
 The key driver analysis helps to discover the motives behind essential company KPIs like customer satisfaction and loyalty in order to better serve the consumers. In the end, this will focus on the factors that contribute to a positive review of your product or service (NPS).
[image: ]
Fig.2: Driver analysis quadrant 
Source: R.Riserbato, 2021
Using a key driver analysis can help the company's service staff better understand the factors that impact customer satisfaction ratings and how to improve them. It all begins with an employee survey that questions about their level of contentment, discontent, and general motivation. Strengthen the company's focus points. In a hierarchical decision-making process, this might be beneficial to everyone.
A major driver study will utilise a variety of linear regressions to examine the data. The average weighted score, performance score, and correlation all play a role in this calculation. All this can be calculated in Excel.
· Types of Employee Engagement
Engaged
They are always at the top of their game. They are looking for a job where they can put their skills and qualities to good use on a daily basis. Since they're passionate about what they do, they're always coming up with new ideas to help the business grow. Because of this, there is less employee turnover.


Inactive
Employees that lack motivation are more concerned with getting their work done than they are with contributing to the company's success. They merely want to know what to do so that they may do it and claim to be successful in doing so. As a result, people often feel demotivated at work since they don't have good working relationships with their supervisors and colleagues.

Actively Disengaged
Disenchanted workers undercut the efforts of their more engaged coworkers on a daily basis. Individuals increasingly rely on one another to supply products and services, and the problems and conflicts that actively disengaged workers create can cause significant harm to an organization's operation. The costs of poor quality, unsatisfied customers, and missed opportunities all add up to the total cost of doing business for a corporation.












4. EMPLOYEE VALUE PROPOSITION
"Employee Value Proposition" refers to the company's support, recognition, and values given to employees in order to help them realise their full potential at work (EVP).
                 [image: ]
Fig.3: The purpose of value proposition
Source: smarp.com,2020
Having a good employer brand is critical to a company's ability to recruit top talent. An EVP must be done correctly in order to answer the question, "Why might a highly skilled individual choose to work with us?" Attracting and keeping the best workers is easier with a memorable employee value proposition (EVP).
The company already implemented working from home scheme, the flexible working time, restructured the company rolls and all this to make the workplace to feel comfortable and safe. 

5. CONCLUSION AND RECOMMENDATIONS
COVID19 has made employee engagement critical in today's pandemic environment. In this current state of lockdown, assuming the top position without the backing of your staff is a pipe dream. Employers recognise that happy workers are the key to success in these challenging times. That's why firms must engage employees to keep them happy and engaged during pandemics. In today's environment, implementing technology-based employee engagement measurements is critical for business success. These days, many companies are developing online employee engagement practises including virtual team meetings, virtual learning and development, weekly alignment sessions, webinars with industry experts, as well as webinars for anxiety and stress management. In this coronavirus pandemic situation, these engagement methods increase employee morale and make them feel motivated and devoted to the business.
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