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[bookmark: _Toc112250616]INTRODUCTION 
Employee engagement referred to as the HR concept describes the level of dedication and enthusiasm in the employee toward their profession. Employee engagement leads to improved performance of the employee and it also results in employee wellbeing (Antony, 2019). The report is being prepared to explain the concept of employee engagement at the workplace. Also, various measures will be discussed that are taken by organizations to promote employee engagement during the time of pandemic such as flexible working time, working from home, making the workplace Covid-19 safe, and restructuring roles. In this report, the concepts and drivers of employee engagement will be discussed. The evaluation of the tools that can be used to measure employee engagement will also be done. The employee value proposition will be constructed and strategies will be generated that can be used to raise the level of engagement. 
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Employee engagement
Employee engagement is known as the positive attitude of the employee towards the company and its values. An engaged employee stays aware of the business and works with colleagues with the purpose of improving the performance for the benefit of the company. The organization needs a two-way relationship between the employee and the employer in order to develop and nurture engagement (Anaganti, 2018). The main benefit of engaging employee is that the staff feels happier which positively impact their productivity. Also, the desire of the staff is increased due to which the profit margin of the organization is increased. Employee engagement is also linked with the well-being of the employee. When the health of the employee is not good then it is very difficult for the organization to keep them engaged because absenteeism is increased. Therefore, companies should assure that they do not put pressure on employees but provide flexible schedules (Antony, 2019).
Moreover, some studies have proved that when employee is engaged then they find their work meaningful and perform every task with more enthusiasm. The employees who are satisfied with their job are 40% more productive than the employees who are not satisfied with their job roles. Increased productivity of the employees positively impacts the revenue of the organization (Anaganti, 2018). When the employee stay engaged their capacity of finishing the task also increases. The main benefit of employee engagement is that it lowers absenteeism. Therefore, most companies focus on providing employees with a good work-life balance and conduct wellness programs so that employee absenteeism can be reduced (Rana and Chopra, 2019). Employee engagement also results in benefiting the customers. Engaged employees stay more attentive ad friendly to the customers and take fewer leaves. In this way, the behaviour of the customer is also improved and the relationship between the company and the customer is enhanced. It is also helpful in generating trust in employees. Employee engagement is considered the most significant component of trust. Therefore, if the company practices employee engagement, then it can generate trust in employees so they will work in the organization for the long term (Antony, 2019).
Drivers of employee engagement 
The drivers of employees are explained below:
Career growth- Every employee expects to learn things, skills, and values through their job. Also, they desire to get more opportunities so that they can grow personally and professionally. So, if the company will provide growth opportunities to the employees, then they will stay engaged for the long term. Professional development of employees also helps the company in building its reputation and improving its productivity. 
Recognition- Providing recognition is the best way to keep the employee engaged. It has been observed that when fair recognition is provided to the employees then their performance is improved. They start understanding the values of the company and working hard with the purpose of generating profit for the company. The company can boost the morale of employees by providing them with recognition (Shaik and Makhecha, 2019). 
Flexible working- Flexible working arrangements are resulting into improves employee engagement and well-being of employees. Every company requires healthier, happier, and more motivated staff that can effectively handle all the responsibilities. In order to provide flexible working, the company can implement a flex-time arrangement in which employees can choose the shift that is suitable for them (Hughes et al., 2019).
Empowerment- Empowerment and employee engagement are linked with each other. If the employees of the company will stay empowered and motivated then employee engagement will be increased. The company can keep its employees empowered by conducting collaboration programs for them. Collaboration programs will allow the employees to interact with each other and create a supportive communication environment. 
Value and respect- Employee engagement can be promoted by valuing and respecting the employees of the company. When the employees are valued and respected then they work on every task with dedication. Therefore, the company should focus on appreciating the employees even after small success. Also, equal pay should be given to employees irrespective of their religion, gender, sexuality, race, appearance, and disability (Shaik and Makhecha, 2019). 
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Employee surveys-Employee survey is the most common tool that is used by many companies to measure employee engagement. The main purpose of arranging these surveys is to get feedback regarding the feelings and attitudes of the employees. There are two types of surveys that are online and offline. There are various questions regarding the processes, environment, and policies of the company. The results of surveys are helpful in identifying the issues that are faced by employees and the changes that are required by them. Among all types of surveys, an anonymous survey is considered the most effective survey (Burnett and Lisk, 2019). 
Exit interviews- Exit interview is also considered an effective way of recognizing the problems of the employees because the employee who is leaving the office provides genuine feedback. This valuable feedback from the employees can assist the organization in making required improvements. If improvement will be made in the company by focusing on the feedback, then it will be helpful in retaining the talented employees of the company (Shrotryia and Dhanda, 2019). 
HR tools- It has been recognized that conducting two or three surveys on yearly basis is not helpful in getting ongoing, holistic, and real-time feedback from the employees. In order to get the appropriate results, companies are increasingly supplementing periodic surveys through a versatile software program that can also track yearly employee engagement. These tools can also be used to measure employee satisfaction. Tools assist HR managers of the company to manage the employees and their data by storing survey results in the same place. It also results in more frequent feedback and conversations between employees and the manager of the company (Burnett and Lisk, 2019). 
Social media- Social media has also become a powerful tool that can be used to measure employee sentiments through the ratings provided on Glassdoor. Glassdoor is the website on which employees provide ratings and reviews about their company. they also post ideas that can be implemented by the companies to improve their processes and work environment (Shrotryia and Dhanda, 2019). 
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The set of offerings and associations that is provided by the company in return for the performance of employees at the workplace is known as the employee value proposition. It is considered an important part of the recruitment process. It tells the employees about the benefits that will be available to them while working in the company (Raj, 2020). The different elements of the employee value proposition are explained below: 
Compensation- The employees of the company should be satisfied with the salary and compensation system. A satisfactory salary will allow the employee to give better performance. Also, the decision made by the company should be fair so that it can gain the trust of employees. For example, if a conflict takes place between two employees from which one is working in a higher position and the other is working in a lower position. In this case, equal opportunity should be given to both instead of making any decision on the basis of position (Rounak and Misra, 2020).
Benefits- Company should focus on providing benefits to the employees such as holidays, health insurance, workplace flexibility, and wellness programs. These benefits allow the employees to stay loyal to the organization and not switch to another company. Employees of the company also expect to get satisfied with the system. For example, fairness should be promoted and fair decisions should be made during any conflicts. If the company will not make a fair decision for the employees, then it will negatively impact the organization and they might switch the company. 
Career- Employees stay concerned about their careers and search for opportunities to grow. They always want a chance to develop personally and professionally. In order to fulfil this requirement of employees, the company can provide training and education at work that will assist the employees to develop new skills themselves (Rounak and Misra, 2020). 
Work environment- The work environment plays a very crucial role in improving the performance of the employee. If the employee of the company will get a positive work environment, then it can improve the overall profitability of the company. The factors that are linked with the work environment of the company are autonomy, recognition, work-life balance, safety, and personal achievements. For example, if the company will conduct an R&R ceremony then it will create a competitive atmosphere in the company due to which employees will get motivated to work hard. 
Culture- The last element of employee value proposition is the culture that provides the understanding of the plans and objectives of the organization. The culture of the organization can be maintained by promoting diversity and flexible working. It is very important to create positive culture because it impacts the behaviour of the customer and allows the company to increase its customer base (Raj, 2020).
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Listen to employees- Most importantly; the company should focus on listening to employees and understanding their demands. The company should work on conducting surveys quarterly so that the real-time issues of the employees can be identified. Quickly identifying the problems of employees will make them feel valued. 
Set and measure goals- Setting and measuring the goals is helpful to the company in increasing employee engagement. When the company set the goals then the employee has a target according to which the task should be completed. 
Reward innovation- It is a fact that innovation inspires engagement and if the employees will not have an innovative role, then they will rarely get engaged. So, the company should focus on inspiring an innovative work environment. Innovation can be promoted in the company by allowing the employees to speak up about their ideas. This will result in an increased work environment and improved workplace performance (Mone and London, 2018). 
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The assignment is prepared in the form of a report that explains the topic related to employee engagement. Initially, the concept and drivers of employee engagement are discussed and the significance of employee engagement is explained. The drivers of employee engagement that are explained in the report are career growth, recognition, flexible working, empowerment, and the value of the employee. The report also covers the description of the tools that are used by the companies to measure engagement. In addition to this, the meaning of the employee value proposition is explained and the elements of the EVP are also discussed. Lastly, the strategies are identified that can be used by the organization to raise the level of employee engagement.
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