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[bookmark: _Toc101000287]Introduction 
Employee engagement is a vital aspect for the smooth functioning of an organization. Employee engagement is crucial for facilitating organizational productivity and further aids in better organizational management and achievement of the business productivity. Employee engagement can also be described as the form of enthusiasm or dedication among the employees of the organization. It is a very crucial part that an organization needs to incorporate in order to get the organization to perform better. The current study highlights the significant factors that contribute toward increased employee engagement and tools that serve to be effective in measuring employee performance. The study further sheds light on the strategies that serve to be effective in enhancing employee engagement within an organization.
[bookmark: _Toc101000288]Factors involved in driving employee engagement 
Employee engagement is the base for improving the profitability and culture of an organization. An improved employee engagement permits the stringy making policies of the organization in achieving the ultimate goal or target of the company. As per the view of Rožman et al. (2022), it also promotes a reduction rate in the employee turnover rate, increases production, a better work environment and a better relationship with the employees and the consumers of the company. Thus, it is vital to keep in mind the factors that are related to the increase in employee engagement. Factors like opportunities for career development in the employee can act as the biggest influence in enhancing employee engagement rate.
If the employees are provided with the opportunity to earn remuneration with an opportunity to learn new skills, it ultimately motivates the employee to work even harder for the organization. As opined by Singh et al. (2022), honesty and transparency are other major factors that act as for improving employee engagement. Being honest with an employee within the organization can make them feel important which can ultimately culminate in bringing fruitful results for an organization. 
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Figure 1: Importance of employee engagement on a global scale
(source: Statista, 2022)
According to the report on employee engagement, around 65% of the people in the corporate sector felt the need of incorporating employee engagement to drive their annual transactions to higher levels. Inspiring or motivating the employee is among the major factors that contribute to better employee engagement. Positive organizational culture for instance higher remuneration along with assigning job roles based on capabilities further serves to be impactful in motivating employees to perform better. 
The pay structure of an organization remains a vital factor in drawing more employee engagement. It is obvious that an employee or any person working for the organization provides their service in counter return for the remuneration from the firm. Increased remuneration based on performance can help employees perform in an effective manner. Furthermore, training along with developmental opportunities help employees to learn new skills and perform their tasks more efficiently. According to the view of Pass and Ridgway (2022), performing this act can allow increased employee engagement within the firm. Job satisfaction,   in the employee is important for making the employees of the enterprise stick to the organization and invest in more innovation and integrity for the organizational development and employee engagement. 
[bookmark: _Toc101000289]Tools for measuring employee engagement
Employee engagement is a vital part of driving a company's productivity and managing the success rate of the organization. Along with the incorporation of the factors affecting employee engagement, there is also great importance relied on measuring the tools of employee engagement. Tools to invest in increasing the employee engagement can be formulated through:
· Survey on the employee 
· Tools of the Human Resources 
· Incorporation of the Social media
· Conduction of stay and exit interviews
· Investing in small group
· Employee recognition and reward programmes 
· Measuring the retention rate and productivity metrics
A survey is the most common and easiest tool for measuring employee engagement in an organization. However, it is often seen that the employees are not quite open about stating their opinion on the factors of the employee engagement so companies need to invest in the anonymous filing of the survey to improve the employee engagement. As opined by Khan (2021), conducting a good survey can be beneficial in improvising the current condition of the organization. However, conducting the survey is a brilliant idea but it can be a better way to deal with the collection of the information for improving the quality of employee engagement. Incorporation of HR software tools can be made in allowing employee engagement by fostering productivity and analysing the employee demands.
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Figure 2: Tools for improving employee engagement 
(Source: Chanana, 2021)


During the covid19 situation, it has become even more important to have an engaged employee than before. As social media has become a platform of global dominance in the world, utilizing it for the benefit of the company and to increase employee engagement. As stated by Jung et al. (2020), through the incorporation of social media, it can be clearly understood the strategies that are undertaken by the employees for fulfilling organizational goals.   Reward and recognition on the other are essential for assessing the performance of the employees. Reward and recognition boost employees' performance and motivate them to perform better. 
Implementing small groups of workers can be beneficial for the firm to divide and segregate the work for the development in the engagement of the company. Separating work into small groups permits to focus more nicely on improving the organizational work and improving the performance of the company. As opined by Gómez Salgado et al. (2021), measurement of the retention rate in the organization can be used as a tool to understand the factors that compelled the employees to leave the organization. Furthermore, assessing and keeping track of the employee attrition rate can help organizations find the loopholes existing within the organizational structure and help them implement innovative strategies for accessing corporate goals. 
[bookmark: _Toc101000290]Value proposition for employees
Employees are the vital corporate assets that contribute to organizational productivity. As per the view of De-la-Calle-Durán and Rodríguez-Sánchez (2021), an employee within an enterprise gets the interest and involvement with the organizational goals only when there is a certain sense of achieving additional benefit from any other organization. These factors of value proposition in the organization can be described as the capability, skills, and experiences of the employees that the worker provides in exchange to get some better or extra benefit from the firm. In the times of global pandemic, the experienced employee is keen on getting a better and more valued work proposition from an organization. 
The uniqueness within the organization can act as the value proposition for the employees and this can be attained through different processes. As opined by Chi et al. (2021), the uniqueness of the organization can be in the form of giving attractive remuneration and perks. Another crucial factor that can be involved in giving value to the employee of the organization is by allowing the chance of improving and developing professional skills. Organizational culture further serves to be impactful in allowing companies to attract more employees to the organization and increase employee engagement within the corporate firm.
Having a better workplace for the employee to work in can allow the employee to have a position mindset and that can further promote increasing job satisfaction. As per the view of De-la-Calle-Durán and Rodríguez-Sánchez (2021), the arrangement of programmes and events that provides the benefits of discovering the potential talents in the employee can be added bonus for standing out from the rest of the organisation and offer value to the employees of the firm. 
[bookmark: _Toc101000291]Analysis of employee engagement and workplace production 
It is observed that employees who are engaged within the organisation and have a different level of commitment toward the organisation engage in the organisational activities that concentrate on the improvement of the organisation. As opined by Lee et al. (2020), it is suggested that emphasizing the need to invest in employee engagement can even benefit the organisation to utilize the employees of the firm in performing for the organisation even beyond their personal needs and demands of the organisation. As stated by Kumar (2021), productivity and employee engagement are correlated with each other and together they form a solid base of organisational excellence. When an employee is engaged in the organisational performance then the employees are noticed to be more productive within the organisation. 
A low drive within the organisational engagement is often seen to decrease the level of productivity and improvement within the organisation. According to Statista, 50% of the employees in the organisation stated that there was a visible difference noticed in the employee engagement with the productivity of the employee of the company. 
[image: ]
Figure 3: Effect of covid on employee engagement and productivity of an organisation 
(Source: Statista, 2021)
In order to improve the quality of the engagement in the organization, it is vital to invest in robust strategies that can allow the growth of the company through employee engagement. 
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Figure 4: Herzberg's two-factor theory
(Source:   Miawati et al. 2021)
Implementing Herzberg's two-factor theory can be beneficial in improving the quality of engagement in the organization and also elevating the productivity level within the workplace. According to the theory, employee engagement can be driven through not only by improved pay structure but can also by engagement in the company through motivation. Motivating factors that the companies can include are responsibility, achievements, and interest in the work. According to the view of Miawati et al. (2021), there are also elements associated with the hygienic factors for the employee engagement and motivation like the company policies, supervision, administrative practices, salary and the working condition of the organisation. 
The commitment and the love for the job the employees are performing actually act as the engagement policy among the workers regarding the productivity increase in the organisation. As per the view of Ojo et al. (2021), it is essential to invest in the mission and vision of the company in creating the base for employee engagement. Thus, incorporating a keen eye on employee engagement is essential to make the most of the employee potentiality and increase the company's profitability and annual transaction to the organization.   
[bookmark: _Toc101000292]Strategies for enhancing employee engagement 
Employee engagement stands as the base of a successful enterprise. The importance of improvising a good employee engagement can nerve be stressed enough. However, there are different strategies that can be included in increasing or enhancing employee engagement. As per the view of Pass and Ridgway (2022), in order to enhance the employee engagement strategies like open communication with the employees of the organisation can be made. This will levitate the employee of the organisation to feel valued and be more part of the organisation and indulge in innovation. A concept of feedback can be implemented to receive an overview of the workers in the organisation and make changes according to the need of the employees. 
Defining the motive of the firm can be an impactful strategy in making the employees of the firm more active and stay connected in the times of covid and allowing the growth of the company. As opined by Risley (2020), recognition of good work is something that is appreciated by all and similar is the case with the employee of a company. Getting the feeling of appreciation can motivate the worker of the organisation to push themselves even more, and drive employee engagement. 
[bookmark: _Toc101000293]Conclusion 
Employee engagement is a basic and core concept of the human resources of a firm that states the level of attention and care the employees pay for the organisation that they are working in. There are several factors that are associated with the increase in employee engagement. However, the importance of employee engagement has never been this crucial ever before. The emergence of the deadly disease, covid 19 has created a deep impact on the functionality of the organisation and the need to improve employee engagement. Increased communication along with analysing the needs of the employees further serves to be beneficial in mitigating the difficulties faced by employees within the workplace. Furthermore, it is highly essential for the organization to utilize the corporate resources in a more effective way to create a positive organisational culture that would enhance employee motivation. 
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