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Executive Summary
The company's Chief Executive wants to know the impact of employee engagement on employee performance and well-being. The report aims to analyze the procedures currently used by the company in Covid-19 to enhance employee engagement, such as working from home, flexible working time, restructuring job roles, and making the workplace safe from Covid-19 Safe. Moreover, the report will cover the factors that drive employee engagement and identify the strategies that help organizations to enhance employee engagement. 
Employees are the key to every business's success. Therefore, to retain them, employee engagement and commitment is necessary. It is developed on the basis of traditional principles, such as work satisfaction, employee concentrations, and behavior of the organization towards them. Career development, employees' empowerment, employee compensation plans, human resource practices are the key drivers of employee engagement that leads to employees' retention and organizational profitability. Businesses can use some tools to measure employee's Engagement, such as pulse surveys, eNPS, exit and stay interviews, and 1-O-1s.



[bookmark: _Toc56878194]Introduction
Globalization has increased competition in the market. It becomes more challenging for companies to remain in the market due to intense competition. Organizations are working hard to sustain their position. They have identified that the key to the company's success is its employees. Employees are the only one who directly communicates with the end-users or customers of the organization. They can make play a big role in the success of an organization. Customers are the one who brings in the money into the organization, and employees deal with them. If the behavior of employees is not good, it can lead to the loss. Therefore, organizations are primarily focusing on the development and Engagement of their employees (Pfeffer & Veiga, 1999). The behavior of employees depends on the behavior of the company towards them. If the company is providing an efficient work environment with effective compensation plans that motivate them to work, it will increase the company's bottom line. 
Employee Engagement
Employee engagement includes the conditions and workplace environment that an organization provides to encourage their employees to give their best. It is a workforce approach that motivates employees to contribute more to organizational success and work hard each day to achieve organizational goals. In other words, employee engagement can be defined as the positive behavior and attitude shown by the employee that leads to enhance business outcomes. Employee engagement is focused on integrity, two-way commitment, loyalty, and two-way communication between the firm and its employees. Employers widely follow this approach to achieve the long term success of the organization (Engage for Success, 2020). 
Employee engagement is developed on the basis of traditional principles, such as work satisfaction, employee commitment, and behavior of the organization towards them. It shows the two-way relationship between the owner and personnel. If the relationship is stronger, it will lead to organizational success. Engaged employees are emotionally committed to their firm and very enthusiastically engaged in their work and work hard to achieve organizational goals. Human Resource Professionals are working hard to achieve a competitive edge. 
[bookmark: _Toc56878195]Drivers of Employee Engagement
Many pieces of research have been done to find the key factors that drive employee engagement. The key drivers of employee engagement are career opportunities, brand alignment, recognition, human resource practices, company reputation, compensation plan, and employee empowerment (Bedarkar & Pandita , 2013). 
[bookmark: _Toc56878196]Career Development and Employee Engagement
An organization's concerns towards the career development of the employees play an important role in employee engagement. When an organization gives value to the future of the employees, the employees feel motivated to work for a longer period of time with the company. Human resource development departments are responsible for the career planning of the employees. They can motivate employees by giving them promotions and training that enhance their skills.  Many organizations follow the concept of customized training in which they measure each employee's performance, find their skill gap, and provide customized training to them. It helps organizations to make their employees stand out from the crowd. Studies show that fostering job growth opportunities in the company contributes more profoundly to all the components of employee involvement than the training programs offered by the organization alone. (Semwal & Dhyani, 2017). 
[bookmark: _Toc56878197]Human Resource Practices and Employee Engagement
Human resource practices have a greater impact on employee engagement. Several pieces of researches have been done on human resource practices and employee engagement, which shows the positive relationship between them. Positive human resource activities improve employee performance that leads to high employee engagement. Such activities include rewards & incentives, training and development programs, etc.; rewards can be of two types of financial rewards and non-financial rewards. Financial rewards are rewards that have some monetary value like bonus, incentives, and increment in the pay; in contrast, non-financial rewards include praise, employees empowerment, etc.,  
Other human resource practices include recruitment criteria, work plans, compensation plans, employee training, and development plans. It can also help the organization enhance employee engagement that will ultimately lead to organizational goals (Sattar, et al., 2015).
[bookmark: _Toc56878198]Company's Reputation or Brand Image and Employee Engagement
A company's reputation also plays an important role in employee engagement. If the company has a good internal and external reputation, then employees will be motivated. Humans always wanted to work in better organizations that provide good values to their customers, employees, and the environment. Companies with a high reputation or good brand image will have a high employee satisfaction level and Engagement. The studies show that a company's reputation has a positive relationship with employee engagement. Moreover, if the company has a bad reputation, it will decrease the employee's motivation to work in that organization and results in higher employee turnover (Shirin & Kleyn, 2017).
[bookmark: _Toc56878199]Employee Empowerment and Employee Engagement 
Employee empowerment has a big role in enhancing employee engagement and creativeness. Employee empowerment can be defined as the ways in which companies offer a certain level of autonomy and power to their workers in their everyday operations. The studies show that there is a positive relationship between employee empowerment and employee engagement. The management should encourage its employees to make some operational decisions on their own and motivate them to participate in every project or activity. Moreover, literature shows that when organizations empower their employee, it gives them a sense of recognition, and they feel that organization is interested in their development, which enhances employee engagement and retention (Nawaz, et al., 2014).
[bookmark: _Toc56878200]Compensation Plan and Employee Engagement
All applicants ask for a salary before joining the organization. If the salary package is good, they will apply for the jobs that are not related to their field. Therefore, we can say that a compensation plan has a greater impact on the employee's performance and engagement. Compensations include salary, commissions, bonuses, and wages. Increasing the pay of an employee over the time can motivate them to work hard to achieve organizational goals. When employees are engaged with work, they usually outperform. Therefore, organizations should be focusing more on improving compensation plans to enhance employee engagement and retention (Fort, 2016). 


[bookmark: _Toc56878201]Diagnostic Tools to Measure employee Engagement
Employee engagement is difficult to measure because it is qualitative behavior. For example, an employee is satisfied with his job tasks but not with his supervisor. Different people define employee engagement differently; some call it employee satisfaction, while others define it as the commitment that employees show towards work. There are several tools introduced by many researchers to measure employee performance, such as pulse surveys, one on one meetings, stay/exit interviews, and eNPS.
[bookmark: _Toc56878202]Pulse Surveys
Pulse surveys are short, and easy surveys consist of six to ten questions. Employers can get information that could be beneficial for the organization. This is one way of receiving feedback from the employee to improve the areas where they lack. Although surveys have many advantages, it also has some disadvantages, like if the surveys are conducted in a not good manner. According to a survey, 47% of the employees say that they do not fill out the semi-annual or annual survey regarding job engagement, while 20% say that employers do not try to improve the issue being raised (Robins, 2016). 
[bookmark: _Toc56878203]1-On-1s 
One-on-one meetings are meeting is another good tool to measure employee performance. This allows managers or supervisors to have informal chats with the coworkers, which help them to know more about their employees. This method can help managers to get closer to the employees and listen to their problems by reducing fear. Managers can ask employees how the last month went or what are they expecting in the next month to do? (St-Aubin, 2020).
[bookmark: _Toc56878204]Stay or Exit Interviews
This method allows managers to conduct formal interviews with subordinates to collect feedback about job satisfaction and what motivates them to work hard. Exit interviews are a good way to ask what motivates employees to leave the organization. Managers can use that feedback to improve employee engagement. While staying interviews, let the managers know about what they are good at doing (Office Vibe, 2017).
[bookmark: _Toc56878205]eNPS
Employee Net Promoter Score is one of the effective ways to measure employee engagement. This score allows employees to recommend their friends to start working at that company on a scale of one to ten.  The score of 7 and 8 is considered a neutral response. Figure 1 shows the scale of scoring (Office Vibe, 2017).
[image: ]
Employees Value Proposition and Employee EngagementFigure 1 NPS scale of Scoring

An employee value proposition (EVP) is the special collection of advantages that an employee earns in exchange for the talents, skills, and expertise they contribute to an organization. A good earning value proposition can help maintain the best players when incorporated into all aspects of a market and recruit the best competent personnel (Michael Page, 2020). 
Employee engagement and employee value propositions are related to each other and show a positive relationship. Both employee value proposition and employee engagement are the determinants of organization profitability. If the staff thinks that their firm's employee value proposition is less than of its competitors, then it leads to disengagement of the employees, which is a major threat to employees' retention (Heger, 2007). In order to retain employees, managers have to create greater value propositions for their employees.
[bookmark: _Toc56878207]Strategies to raise the level of Engagement
Human resource professionals can adopt several strategies to raise the level of work engagement of employees. Some of these strategies are as follow;
[bookmark: _Toc56878208]Employees Empowerment
Managers should always be encouraging their employees to participate in every project and activity. They should let them make operational decisions by themselves. It is a fact that not every employee of the organization can outperform their jobs. Some are experts, while others are less competent. Therefore, instead of leaving incompetent behind the competent employees,  managers should encourage them to participate in every project equally along with competent employees (Newbery, 2019).
[bookmark: _Toc56878209]Employees Recognition
It is human psychee that they will be motivated if their contributions are being recognized by others. Managers should always recognize the good work of their employees and give them monetary rewards where possible. 
[bookmark: _Toc56878210]Feedback Recognition
Managers should use different feedback tools discussed above to collect reviews from the employees and use it as constructive feedback. These feedbacks include exit and stay feedback. Exit feedback tells employers where they are lacking, whereas stay feedback shows the key strengths of the organization. Managers should always take them as constructive feedback and try to improve the gaps (Newbery, 2019).
[bookmark: _Toc56878211]Conclusion
This is an era of intense competition in which every organization wants to be ahead of its competitors. Employees play an important role in the profitability of an organization. Companies are working hard to provide a work environment that enhances employee engagement. Employee engagement is developed on the basis of traditional principles, such as work satisfaction, employee commitment, and behavior of the organization towards them. The key drivers of employee engagement are career opportunities, brand alignment, recognition, human resource practices, company reputation, compensation plan, and employee empowerment. Different people define employee engagement differently; some call it employee satisfaction, while others define it as the commitment that employees show towards work. There are several tools introduced by many researchers to measure employee performance, such as pulse surveys, one on one meetings, stay/exit interviews, and eNPS.
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