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[bookmark: _Toc101009366]Introduction
[bookmark: _heading=h.2nia9kpdkn6i]This study is based on the critical understanding of the business environment within which personnel professionals work. It focuses on the analysis of the internal and external factors that influence resourcing of management in an organisation. The report is supported by the analysis performed by the Company's Chief Executive and the measures that organisation has already implemented to enhance employee engagement in the given case study. It discusses the concept of how the personnel professionals handles the situational crisis such as Covid-19, the driving factors both internal and external in detail. The study also discusses in brief the tools used to measure engagement of employees and the formation of employee value propositions. Finally, it also shed the light on different strategies implemented by companies to encourage active employee participation.

[bookmark: _Toc101009367]Review of the concept
Employee engagement refers to the employees’ emotional, cognitive, analytical, and behavioural involvement in the organisation. It indicates the relationship between the employee and the company. Increased employee engagement helps to reduce attrition rate, absenteeism and enhance employee performance which results in better quality of work, customer satisfaction, improves organisational efficiency and ensures success. But the global pandemic Covid-19 caused severe impact on the working environment and disrupted the normal work culture involving employee participation at all levels of the organisations. There have been drastic changes in design, restructuring of job roles, new operating standards, and reformations in strict implementation of Covid related protocols. Employees were introduced to a completely new system redesigned and transformed to a virtual workplace. This gave rise to a serious crisis of employee engagement which is the biggest challenge of Human Resource managers. Evidence shows that employee engagement has a direct impact on employee performance which results in high performance of the organisation (Ahmed et al, 2020). They need to meet organisational goals through implementation of strategies as well as emphasis on effective engagement of employees which has declined over the time period. 
It is one of the most critical initiatives to be taken by the human resource personnel to gain competitive advantage over the rival companies through effective participation of employees in this crisis period. Employee engagement is crucial for a company's growth and ensures long term sustainability. Companies need to identify human resources as their valuable asset which is capable of interacting with both internal and external environments, thereby enhancing productivity or efficiency of an organisation. Companies have shifted their focus on the wellbeing of the human resource and taking unique initiatives to engage the employees in this virtual mode of work. Even it is observed that employee engagements in organisations are reflected at three different levels such as intellectual engagement where employees perform great in their professional areas, social engagement where employees discuss with co-workers the ways to improve work and affective engagement where the employee feels positive after completion of job (Chandani et al, 2016).
The given case study deals with a situation where the Chief Executive attended the online conference, the main problem addressed was the lack of employee engagement in this recent crisis. Previously the company did not take attempts to measure employee involvement, but the crisis created due to Covid-19 pandemic opened the eyes of the management. They started adopting new ways of working such as work from home facility, flexible working time, ensuring Covid safety by redesigning job structure as they feared that low level of employee engagement may impact company viability. This report focuses on the concept that employees are valuable resources of any organisation and must be provided with a working environment that supports, balances the work pressure and encourages their professional life. Herein lies the role of a personnel professional to understand the business environment, analyse the factors affecting employee involvement and adopt measures to encourage employees to actively engage in organisational activities.
[bookmark: _Toc101009368]Drivers of employee engagement
It is already evident from the above review of the concept of employee engagement, that it helps generate various constructive outcomes from each individual employee as well as cumulatively for the entire organisation it impacts achievement of critical key performance indicators. Hence it is imperative that the factors that drive employee engagement in an organisation should be looked into with further details. It has been highlighted in several studies that effective leadership has the biggest potential to evoke follower feelings in employees. It gives a sense of safety of a supporting work environment which makes employees imbibed to fully engage in the tasks assigned to them (Popli and Rizvi, 2016). In addition to the above, it has also been found from research that factors like the area and type of work, the number of employees and their racial, gender and educational orientation play a big role in driving engagement within employee groups (Khodakarami and Dirani, 2020). Employee engagement can be explained in different ways. High employee engagement means effective results, an engaged employee does not switch jobs frequently and employees who are more involved act as a representative of the company. An engaged employee always works with passion and enthusiasm to meet organisational goals. As asserted by Chandani et al (2016) there are several factors which affect the level of employee engagement:
· Leadership or the role of a leader
· Encouraging Career development of employees
· Clear idea about company policies, practices, and values
· Incorporating talent management strategy
· Proper performance appraisal
· Empowerment
· Respect for employees
· Effective Communication with employees
· Nature of the job
· Salary and additional benefits
· Health and safety
· Emotional factors
· Job satisfaction
Research also shows that the factors affecting employee engagement can be both internal and external. The main determinants as suggested by Bailey et al (2017) are:

· External factors such as job design, team, leadership styles and organisational interventions having a significant impact on employee engagement. 
· Similarly, an employee's morale, psychological states are the driving internal factors.
The engagement drivers help in recruiting the right people at the right job, it also provides support to the employees through strategies. This ensures that the proper work environment changes employee attitude towards work, enhances their loyalty towards organisation which leads to success (Ahmed et al, 2020).
Companies need to improve working environment conditions including teamwork, support engaged workforce, invest in training, skill development programs, efficient leadership and management development programs, redesigning working environments with effective communication, creating opportunities of interaction of employees at all levels, sharing information and clarifying the mission and vision of the company. These measures can facilitate higher employee engagement in organisations.
[bookmark: _Toc101009369]Evaluation of the diagnostic tools to measure engagement 
Business executives have hurdles in creating an engaged team culture that will drive their company's success in today's workforce with a wide age spread and variety in culture, interests and capabilities. Businesses should search for strategies to monitor and quantify employee engagement levels if they want to be successful in the future. As depicted by Liu (2017), some tools to aid the process of measuring employee engagement in an organisation are as follows:
· Employee surveys
· HR tools to track employee engagements in organisational activities
· Social Media
· Exit and performance appraisal interviews
· Recruitment and off-boarding benefits
Scientific evidence supported by data can aid in better understanding of the factors responsible for employee engagement. 
This can lead to implementation of effective practices and methods for securing better growth of an organisation. Studies also reveal that there is a huge difference in engagement based on age of the employees. Thai requires effective management of human resources which can lead not only to employees' growth in work but also reduce the lack of understanding between individuals (Motyka, 2018). It is proven that companies using scientifically validated approaches supported by strategic solutions to performance related problems caused due to lack of proper employee engagement are able to reform organisation structure and ensure better employee engagement. At the same time, it is also observed that companies focusing on measuring employee engagement and not on improving engagement fail to meet organisational needs (Mann and Harter, 2016).
[bookmark: _Toc101009370]Formation of Employee Value Proposition
According to Ahmed et al (2020) the employee value proposition includes four components the following sequence:
· Factors driving employee engagement
· Work environment
· The engaged employees
· Organisational success.
The engagement drivers involve leadership and organisational strategies to help in recruiting right employees in the right job. This in turn creates a work environment aligned to organisational goals and incorporates teamwork, empowerment which leads to growth and development of the organisation. This facilitates in engaging employees, and it is observed that engaged employees are loyal, committed and have better efforts to achieve targets. Finally, this helps in higher retention and satisfied employees creates higher revenue growth which leads to organisation success. Employee Value Proposition also known as EVP also includes the rewards and benefits received by an employee (Pawar, 2016). As per the opinion of Ariyanto and Kustini (2021) Employee Value Proposition for start-ups must be developed keeping in considerations the expectations of employee’s capabilities of the company to attract and retain employees. 
Another research work shows that to attract graduate interns and retain them as potential employees the Employee Value Proposition requires three components such as functional, financial, and psychological components. The functional components include training and development and mentorship. The financial component includes stipend and travel allowances. The psychological components such as employee wellbeing and interpersonal relationships (Paadi, Barkhuizen and Swanepoel, 2019).
[bookmark: _Toc101009371]Strategies to raise levels of engagement
From a strategy point of view, employee engagement can be raised by following either top-down approaches (Strategic) or bottom-up approaches (Proactive). While Top-down approaches mainly deal with the Human Resource Management Practices and day-to-day leadership driving the engagement levels within the employees; the top-down approach focuses more from self-management from the employees driving the increase of engagement from within (Bakker and Leiter, 2017). There are five best strategies and practices to improve engagement of employees according to Mann and Harter (2016):
· Integration of employee involvement in company’s regular activities- this means implementing measures in everyday regular management activities by using effective communication, leadership strategies.
· Using scientifically approved methods to measure the engagement- it is important to use methods that are reviewed and validated.
· Understanding the real picture of the company’s position at present and future- based on the company’s requirement of employee engagement the plans or strategies can be changed.
· Thinking engagement from a wider perspective- this involves using effective activities related to performance management such as considering employee expectations, specifying job description, improving, and promoting healthy relations between co-workers.
· Incorporating employment engagement to other workplace priorities- engagement of employees should not be restricted to how a manager, leader or an employee works individually but focus should be on how the work can be done by full participation at all levels. It involves incorporation of this concept in the everyday workflow, ensuring employees have the best opportunities. In order to do so managers need to take new initiatives and remodel plans to satisfy employee expectations.
It has been observed that employees are attracted to job roles which involve challenges, engagements, and growth. To retain such productive employees, it is important to adopt effective strategies and develop a working environment which satisfies employee expectations.
[bookmark: _heading=h.vdq90rpfjjep][bookmark: _Toc101009372]Conclusion
This report discussed the concept of employee engagement and the drivers or factors both internal and external influencing employee involvement in organisation. The different strategies adopted by organisations to ensure better employee involvement are also discussed in detail. It has also emphasised on the validation of measuring tools of employee engagement and the development of employee value proposition by adopting four sequential steps have been discussed. It can be concluded from this study that employee engagement results in lower employee turnover, improves individual performances, induces problem solving, teamwork, belongingness and other managerial skills which increases self-efficacy, commitment, and satisfaction of employees. This also creates a positive impact on the health, wellbeing of the employees, they start feeling attached to the organisation and contribute to the potential growth of the organisation.
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