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Executive Summary
The present report aims to delineate a thorough review of the concept and drivers of employee engagement. It further attempts to evaluate the available diagnostic tools to measure engagement. Additionally, the report attempts to construct an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement in the selected business of DCSL Software Company, which is a leading software developer of the UK. The entire report is subjected keeping in perspective the current circumstances in the light of the covid-19 pandemic situation and the workplace restrictions imposed by the government for issuance of health, safety, and well-being of individuals. 
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Introduction
Various organizations are attempting to deal with the current pandemic situation in several ways keeping in alignment with the laid rules and regulations from the government in the light of the pandemic. Employee well-being as well as engagement level has become a significant agenda of businesses regarding which organizations are being seen to be highly concerned (Risley, 2020, p.65).  The present report aims to demonstrate the agenda of workplace engagement, employee well-being, and performance improvement of the business of DCSL Software which is a leading software developer in the market of London, UK (dcslsoftware.com, 2020).
Reviewing the concept and drivers of employee engagement
When a company attempts to assess the satisfaction level of its workforce, it only expresses the degree which establishes the level of contentment of the workforce. However, the same does not address the level of motivation with which the workforce is currently working, or its level of involvement, or organizational commitment. Studies have shown that employee satisfaction for certain employee groups can even mean a collection of their paycheck by just providing the least input from their end as possible on the part of the organization. However, this tendency tends to have an adverse impact on the level of organizational viability. The concept of employee engagement is solely related to driving the performance of the workforce (Mazzei, 2018, p. 06). Employees with a high engagement level identify with organizational purposes as well as work towards the direction of achieving the same. This tendency highly contributes to making effective decisions making from the organization's end. A business organization that operates with an engaged workplace has proved to outrun its competition within the industry in which it operates. They seem to possess higher earnings per share as well as recover in a much effective manner after periods of recession or financial setbacks (Eldorn and Vigoda-Gadot, 2017, p.526). Over time, studies have indicated the concept of employee engagement to be a key differentiator concerning to growth and innovation of the business. Understanding the key drivers of employee engagement, literature studies have underpinned the below-listed factors:
1. Leadership: Employee engagement is expected to live as well as go away with leadership quality. Not only the ways of fostering leadership drive engagement but their own level of engagement with organizational purposes even sets examples for wider groups (Popli and Rizvi, 2016, p.96). Leaders are required to be highly visible as well as in touch with their direct staff line in order to ensure organizational engagement (Bartsch et al. 2020, p.31).
2. Engaging of the line managers: Studies indicated that most of the differentiation caused in the level of employee engagement can be attributed to the line managers. Line managers need to guide the employees as well as the leaders in the direction of what a proper job performance looks like. It serves as a key component which if filtered in an effective way contributes significantly to the level of employee engagement. 
3. Empowering the voice of the employees: When employee perceives that their opinion matters and are given proper attention to in detail, it seems to drive their level of engagement. Business organizations adopting the right kind of mechanisms to create avenues for employees to be heard as well as listened to are the one which gains a significant positive influence on driving employee engagement (Antony, 2018, p.32). 
4. Maintenance of a high integrity organizational culture: Behavior across each level of the organization influences the trust of the employees as well as their sense of integrity. The larger the gap persists; the lower is the level of engagement of the employees. 
The above-reviewed concept as well as drivers of employee engagement is generally attended upon by business organizations who work with core workforce and their level of engagement highly determines the business presentation in the market (Mercy and Choudhary, 2019, p.10). DCSL software developers have always been competent to maintain their employee engagement which was evident from the organizational performance due to which they did not attempt in the past to measure employee engagement. 
However, in light of the present pandemic situation, the condition of physical workforce engagement has highly changed due to imposed government regulations and standards concerning employee health, safety, and well-being (Kaushik and Guleria, 2019, p.32). DCSL has already taken certain measures under such circumstances of covid-19 such as working from home, flexible work time, restructuring of job roles as well as job design with the purpose to make the workplace safe in accordance to the issued covid-19 standards. However, in recent online conferences, it has been brought to attention that these new ways of working adopted by the organization are potentially impacting the level of employee engagement which is a huge threatening factor to the business's viability (Provided). Hence, the organization is looking for ways to evaluate the employee engagement level and identify the areas, and causal factors that are having a detrimental impact on the same.
Evaluation of diagnostic tools to measure the engagement
This section discusses the primary diagnostic tools that DCSL can use to evaluate the employee engagement level:
1. Employee surveys: Surveys are common tools that can be used to understand the feelings and attitudes of employees. Though a lot of organizations use it to understand the rate of employee satisfaction, the same diagnostic tool can also be used in delineating an effective understanding of the level of employee engagement. This tool would enable the senior management of DCSL Software to gain understanding regarding engagement level in respective areas such as job motivation, satisfaction drivers, work relationships, commitment aspect, and as such (Mitchell, 2017, p.37). 
2. HR Software: DCSL can highly relate to the use of such diagnostic tools in the effective evaluation of employee engagement. The use of surveys does not provide real-time, robust, or holistic feedback and hence, the need to replace the same with versatile software applications or business intelligence tools is identified to monitor the rate of employee engagement on an all-time basis (Miller et al. 2016, p.75). HR software platforms not only provide data hinting at the current employee engagement it even enables the management to take effective steps in managing the workforce as well as their performance data further enabling a more frequent rate of conversations between the employees and the managers. 
3. Social Media: This covid-19 has registered high numbers of social media users making it a powerful communication tool. The application of such a tool enables the management to monitor employee engagement through Glassdoor reviews as well as ratings. Using social media as a diagnostic tool gives managers the opportunities to better understand the team as well as acquire a sense of their overall culture of the company (Haddud et al. 2016, p.23).
Discussing the applicability of the same in DCSL Software Company, it can be said from the above analysis that the company can use all the three diagnostic tools to evaluate its employee engagement level during this crucial time of the pandemic. The company cans at first conduct a short and quick online survey of the leaders gaining an understanding of their perception in terms of employee engagement of the direct front line staff. As referred to in the analysis before, since, leaders are one of the prime drivers of employee engagement, it can be said that they are the ones who first-hand deals with employee's satisfaction, motivation, as well as engagement factors and can give better input regarding the current situation of the same (Meyer, 2020, p.42). Therefore, it is suggested to use the survey as the first diagnostic tool for understanding the current level of employee engagement. Moving forward, the diagnostic tool of HR software programs can be used as a metric to re-evaluate the obtained results of the survey and re-assess the effectiveness of the outcomes obtained (Benson, 2017, p.26). This tool would enable the management with better evaluation of employee engagement by assessing the employees and their performance matrix directly. 
Social media can serve as an additional diagnostic tool to evaluate the rate of employee engagement in a broader sense by assessing the feelings and attitudes of the workforce under the current pandemic situation. 
Construction of employee value proposition including strategies to raise levels of engagement
For DCSL to bring about a change in its employee engagement strategy and add value to the Employee Value Proposition (EVP), it is required to consider certain essential factors. 
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Figure 1: Employee Value Proposition framework focusing on improving employee engagement for DCSL Software Company
(Source: Self- Created)
Justification of the strategies involved in the above-illustrated framework
As discussed in the online conference, the company in the past was not required to evaluate the level of employee engagement. But, in the light of this ongoing covid-19 pandemic situation the company is forced to adapt to new ways of working which is adversely impacting the level of employee engagement thereby impacting the company's viability (Chanana, 2020, p.32). In the above analysis and evaluation of the undertaken concept, several aspects of the same are reviewed including the key concept associated with employee engagement, the significance of the same in organizational performance, key drivers of employee engagement, as well as efficient tools that the organization in the study can use as a diagnostic element to evaluate the level of employee engagement.
Figure 1 establishes an employee proposition framework including three eminent strategies that would help the business of DCSL to improve their current level of employee engagement thereby increasing the company's viability. The first strategy emphasizes listening to the opinions of the employees in order to ensure their engagement level. It can be assumed that the impact of the current pandemic is not good on individual's personal as well as professional attitudes and feelings and the same is impacting in distinct ways on individual's work performance further working under drastically changing circumstances. In such a situation, if the organization is looking to raise its level of employee engagement it must engage in hearing the employee's side of the story to add value to their opinions (Ahmed et al. 2020, p.15). It is a great way to get the baseline so that the initiatives taken by the organization are perceived by the employees as truly value-added and measurable. 
Hearing out the employees is the first step in the construction of employee value proposition, in order to increase employee engagement levels it is important to provide employees with simple, yet practical solutions which would help to improve the life of the employees under such a covid-19 pandemic situation (Bartsch et al. 2020, p.11). If the company engages in providing employees with required benefits, they would in return identify themselves closer to the employer who provides the benefits for them thereby leading to increased commitment and engagement. Therefore, the second strategy implies inciting a practical tool that would effectively possess the power to create an emotional strengthening of the bond between the employer as well as the employees which would result in adding immense value to the employee value proposition framework. 
The final strategy suggested in the value proposition is ensuring accessibility as well as the availability of the practical solution to the employees of the organization. The more the employees are able to utilize the benefits that have been implemented by the business organization, the more they would perceive the same to be applicable to them thereby adding value. For instance, allowing work home as a safety measure to the covid-19 situation is considered as significant and safest, however, the same is applicable to a small set of employees who possess a working system at home. Therefore, the organization in order to make such a strategy applicable as well as accessible needs to ensure that all the employees are provided with a working system, maintenance of which is effectively taken care of by the organization itself. Having such consistent alternatives in place positively impacts the employees thereby increasing their engagement level (Shankar, 2020, p.450). 
Conclusion
The business of DCSL has not earlier attempted to measure employee engagement in the past but in the light of the current pandemic situation, various new ways of working have been adopted by the organization. Concerning the new ways of business adaptability, the organization was concerned regarding the low engagement level of the employees impacting adversely the viability aspect of the company. The present report addressing the same successfully reviewed the concepts as well as drivers of employee engagement along with an evaluation of the diagnostic tools which are used by businesses to measure the engagement of the employees. Additionally, the report successfully constructed an employee value proposition including strategies that would raise the level of engagement of the employees for the organization of DCSL Software in the present light of the covid-19 pandemic situation. 
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