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During the COVID-19 pandemic, employees engagement becomes one of the most critical priorities for HR managers and organisations. The pandemic is making people more stressed and less engaged in the work, which has to be balanced by effective managers and improve employee engagement. Therefore, the organisations were forced to develop new, innovative and effective ways to engage their employees like virtual development and learning, webinars dealing with stress, online team building, online family engagement practices, team meetings, online courses, e-learning modules and many more. The organisations doing these engagement activities with the primary aim their employees to learn new skills and develop themselves. Like that, employees will feel committed to the company and will stay motivated during the pandemic.
	Different definitions of employee engagement make reference to a range of human resources management (HRM) and organisational behaviour concepts such as work effort, commitment to the organisation, job satisfaction, motivation and optimal functioning. (Bridger, 2018)
	Employee engagement is a workplace attitude that allows organisations to achieve their goals and values by ensuring all members give their maximum every day. All organisations know that well-engaged employees will lead to productivity and generate high customer satisfaction, which accordingly will help to increase sales and revenue. Engaging the employees means that the organisation can attain its mission. Generate significant business results and execute its strategy more quickly.  Employee engagement can be boost by different human resources practices, including recruitment, selection, training, etc. Employees and the organisations were always connected and dependent on each other to succeed in their objectives and goals. Therefore, the employee's engagement should be integrated into the organisation's culture from the beginning and not be a one-off implementation. 
	Because of the coronavirus pandemic, most organisations forced their employees to work from home, but working from home is not the same as working from the office and feeling the organisational climate. Working from home has its minuses as well. It could also complicate the situation like lack of concentration or proper tools and equipment such as a printer, computer, dedicated workplace, good internet connection, webcam for an online meeting, etc. The pandemic costs a lot of stress to the employees and their family members' health; they are not sure about their jobs security or salaries, making them less focused on their work. In that kind of situation is essential for the organisations to be responsible and engage their employees properly. Managers can boost their morale, talk motivational, listen to their employee's problems, be transparent and provide security. Work satisfaction, organisational commitments and citizenship are important factors of creating employee engagement. In critical times like the COVID-19 pandemic, employee engagement can be critical, and only organisation leaders can help the employees deal with the situation.
	On the other hand, engaging remote employees raise a culture of openness, and in that way, the employees can get new ideas. Engagement programs provoke the employees' creative side and increase their inquisitiveness during the pandemic that could be done virtual/online. Many companies adopted their employees to work from home since the pandemic started. For some workers as IT professionals, banking and financial services wasn't a new experience, but for others, it was new unknown territory; it was difficult for the hospitality and tourism sector to shift into work from home mode. Because of the pandemic, many companies cut their travel budgets to almost zero unless if they are not necessary. This situation forced many people from the hospitality industry to leave their work and stay on a government support scheme.
	The pandemic also focuses on technologies, which is a safe way to communicate and work. Anyway, the COVID-19 changed the workplace forever. More companies like Google, Microsoft, Apple, Facebook, and others are thinking of switching one-fourth of their employees to work from home by 2025. There are also some advantages to working from home, like a quieter work environment, lower reported sick days, and reduced commute time and work breaks, enhancing employee productivity.
	To work from home was welcomed by many people because there is more time to spend with their children/grandchildren, do other housework responsibilities, spend more time with their partner, have more free time outside work, and care of other care responsibilities. But of course, there are also some negative experiences to work from home, such as blurred boundaries between work and home, increased housework/childcare, too much distraction at home, less productivity and others.
	Engagement drivers are the deep down employee emotions and feelings about their organisation, management and position. When organisational leaders manage these drivers and convert them into positive experiences, employees will do everything to give their best at work.
	To improve employee engagement, the organisation must know what's going on and where needs to be improved. Knowing how to measure employee engagement will be a good reason to evolve its engagement strategy. The measuring doesn't have to be made once a year or once every two years. It must be done more often to find out the changes in employee engagement, where human resources technology works effectively and/or to justify the investment of resources. Measuring employee engagement is essential because companies with highly engaged workplaces can be more productive and more profitable than others. However, measuring employee engagement is challenging because it's hard to define what it is. Some companies describe it as satisfaction or happiness, others as a commitment to goals. Engagement is a complex emotion, and it's not clear what its definition and there is a lot of steps in order for an employee to be engaged.
	Employees rewards and recognition activities is a great way to recognise engaged employees. This method directly impacts the employee's engagement and helps the human resources and the managers identify employee engagement in their company. Employee engagement improvement and managing is the key to achieving profitability goals and revenue growth. Identifying the top drivers of employee engagement it's a challenging task, but when these timeless and universal drivers are integrated successfully, will give an exponential boost to the organisation, and some of them can be seen below:
· Understanding the mission, vision, direction and road map of the organisation is critical. Employees want a clear vision of what the organisation stands for and wants to accomplish.
· Employees must be encouraged to speak freely and to communicate effectively with their managers.
· Employee engagement can be increased quickly when the company demonstrate their concerns about employee wellness.
· Employees have to be rewarded, recognised, appreciated or fairly compensated for achieving goals.
· Workplace fun can increase employee creativity, loyalty and morale
· Employees want to work for companies that appreciate their unique talent, passion and energy.
· Employees have to be trusted in what is expected to be done by them. The trust between them and the managers, communication, harmony and productivity make them a team that can clearly trust one another.
	With the current COVID-19 situation, the organisations change their way to work globally. That forces not only existing employees but also and new ones to work from home. During that time, the organisations must motivate and engage their employees more than ever. When it comes to motivating and engage the employees, nothing works better than recognition and rewards. In times of crisis (and not only), but there are also a few ways to do that:
· A handwritten note from the employer to the employee with a simple thing like "Thank you",; "Appreciate your help", etc.
· Inform everyone in the organisation by email, on the company website, or on social media profiles that individual employee/team members did something great for the company.
· Give an example of the work done by the employee. For instance, if the employee helps to achieve organisation goals, on next meeting have to be shared as an example.
· To be organised dinner or lunch with the employee who can make them feel special.
· To be offered more opportunities for the employee personal and professional growth like learning platforms or specialised training.
· Offer to the employees a paid time off from their work.
· Reward the employee with a gift card for a good job or anniversaries or birthday celebrations.
	Surveys are the most effective and quick way that helps employee engagement to be measured, to motivate the employee, or get ideas from them. This is two-way communication which is vital in having an engaged workforce. So every quarter managers or HRs is good to send small and actionable surveys to their employees and asking them about work. Like that the organisation, managers and HRs will know how engaged are the employees. 
	Another employee engagement measure is one-on-ones meetings. Those kinds of meetings must be done from time to time (weekly or once a month) between manager or HR and their employees. In these meetings, most of the employees are feeling free to share information and express themselves. If the organisation is large will be different to conduct one-on-one meetings with the employee, which is why a small focus group has to be formed. The meetings between the focus groups and the managers don't have to be long but well prepared with 5-8 questions. 
	There is a time when every employee is leaving the company for one or another reason. In that case, the HRs or managers have to know what is the actual cause behind it. Sometimes, the employees leave the company because they are not excited about their work or feel engaged. Conducting exit interviews are helping the organisation to find out in which areas should be worked more harder to improve employee engagement and productivity. On the other hand, stay interviews can show where the organisation is doing well and where not do to be improved.
	Employee value proposition (EVP) has many definitions but with the same idea – a two-way transactional promise and offer between employee and employer. EVP is an essential tool to attract top talent when the competition is rife. Nowadays, not companies are those which are choosing who to work for them. The people are those with the power and can decide where to and for who to work. EVP is a complete experience and combining five key elements: work, rewards, environment, people, and opportunities.
	To attract, retain and engage a top talent have to be developed EVP and to do that 1st have to find out the existing perceptions. So, to build a strong EVP, first, understand what perceptions the potential employees and current staff have about the company culture and brand.
	It is excellent to be made small research with a few questions to the current and potential employees. The below information can be used as an example and can be collected from an employee survey, exit interviews, or by focus groups or feedback from a former employee and work applicant:
· What do current employees think about the company, and what made it unique compared to others once?
· What was the reason potential employees choose us?
· What do they appreciate most in the company culture?
· What is the first reason to choose and to stay?
· What is the reason to leave the company?
· What is most challenging?
· What is the most significant critique?
	A cross-functional team must be created that can review the research and measure the aspects of the business that people value most. Then, EVP can give a clear sense of what business include and how that could be concerted to potential employee values by building the employer brand.
	When the EVP has been defined, we have to find an effective way to communicate with the people we are trying to attract. Using all hiring methods like advertising, company website, social media company account, etc., will be much easier to attract a prospective talent who can be a good fit for the organisation.
	Current employees are one of the most powerful sources of advertising in the organisation and are helping a lot to attract talent. EVP can be incorporated into organisations induction plans, recognition or reward methods, policies, business plans, and internal communications, reflecting how the organisation manages its daily operations. The EVP needs to be reviewed annually to ensure that it continues to reflect the changing employee experience. The effective EVP will be easy to find talent, a person who can perfectly fit the organisation, and if the EVP is effective will be hard to choose the best fit from all applicants.
	The chief executive takes the right decision and measures how his employees work during the pandemic. To work from home, there is pluses and minuses. There is no consistent view of what the employees want. It is not a problem for some people to work from home because they already have similar experiences. It is problematic for others (bigger part) because their work cannot be done from home as in the hospitality sector. COVID-19 pandemic transformed the way of work and how to be done, and if the managers don't know what to do, the organisation could turn disorder into chaos.
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