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[bookmark: _Toc80284512]Introduction
In this report, the concept of Employee engagement will be discussed. Employee engagement is harnessing the Company members' identities to their job role: in engagement, employees engage and represent themselves cognitively, physically, and emotionally during work performance (Bridger, 2018).  This report will show the concept and drivers of employee engagement in the organisation during a pandemic. In this report how the organisation has dealt with employee engagement during a pandemic will be discussed. The report will evaluate the diagnostic tools used to measure employee engagement through surveys and interviews. The Employee values proportion will be created in this report and strategies to raise levels of engagement will be emphasized about through this report. 
[bookmark: _Toc80284513]The Concept of employee engagement 
Employee engagement is the workplace concept that creates the proper environment for all employees to offer their best every day. Those who are devoted to their organisation’s goals and principles are encouraged to perform to the organisation’s success while also feeling better about themselves (Osborne and Hammoud, 2017). Employers can stimulate employee involvement in a variety of methods, including communicating effectively standards, rewards and promoting outstanding performance, maintaining team members informed about the company’s success, and conduct comprehensive feedback. Some approaches like creating attempts to make employee feel valued and a perception that their job is relevant because manager appreciate and support is important. This helps the company to achieve success. It refers to how enthusiastic people are also about their work, how devoted they are to the company, and how much maximum efforts they invest into their job. Many employees began working from home during the pandemic with their safety (Sun and Bunchapattanasakda, 2019). Due to the pandemic, the company began working from home as well. To maintain the workforce flowing, the company has established a virtual office for workers, established a platform for workers to discuss professional and personal developments, attempted to offer group work every week, and encouraged teammates to collaborate and stay connected (Albrecht et al., 2018). Workers that are motivated are more prepared to spend in the job they do, which improves the value of the job as well as the efficiency and productivity of the job. The company would help to enhance productivity, job performance, and retain top personnel by increasing employee engagement. Employee engagement helps not only by improving employee satisfaction and well-being, and also aids the company in increasing performance and productivity (Motyka, 2018).
[bookmark: _Toc80284514]The drivers of employee engagement
Supportive management
During the work-from-home situation, senior executives who did not have virtual work mechanisms in the position of the pandemic had to devise a way to monitor their team's productivity and performance from home. Some methods enable management to gain immediate access to progress while also improving work performance, which keeps staff motivated by allowing them to achieve their objectives. Better communications between staff and management enable difficulties and problems to be expressed, giving managers and employees more able to identify and handle problems. All have benefited from the top-down determination to embrace such a supportive management strategy. According to research, high-performing groups have a 5:1 praise-to-criticism ratio, which means individuals offer each other five times more meaningful feedback than negative comments. The sense of being valued produces Oxytocin in the body; make people extra enthusiastic, innovative, and dependable (Shaik and Makhecha, 2019).
Learning and Training Opportunities 
Learning and training enable the organisation to enhance the talents that each worker requires. A training program increases the levels of all workers, ensuring that they have all similar knowledge and skills. This helps to eliminate any weak points in a firm where basic work activities are delegate to others. Learning and training opportunities are important to the employee as well as to the success of the company. According to 2019 analyses published in the “International journal of business and management research, 90% of personnel strongly agree that learning and training increase employee job effectiveness. 
Encourage ‘trust in leadership’
Leadership is an essential driver of employee engagement. A manager, in the perspective, is somebody who motivates people toward a mutual objective and instils confidence in the team, to make things occur beyond it. During the pandemic, emoplyee would have to put their faith in their managers to manage the company in the correct direction to make difficult plans for the business. Transparency, which allows employees to see what is going on within the company, is an important aspect of leadership trust. This is especially true in a work-from-home environment, where employees rely on executives to make critical decisions about their careers and the business's future. Communication between the management and workers about how the company is dealing with the pandemic has been crucial in managing their work especially in case of remote working. For example, in certain companies, conversations have focused on the organization's impacts, strategic goals for recruiting clients, and role re-shuffling, among other things. They encourage honest discussions among executives, management, and colleagues in the post-pandemic to encourage leadership and ensure that staffs feel involved within the company (Chanana, 2020). Employees must also be informed about their development chances. Leaders who engage in their workers' training and development may encourage engagement - not just in terms of training and support, but also in terms of the learning which happens as a result of positive advice, which is a critical component of achieving the "position" of instructional leadership. Another advantage of holding frequent staff meetings is that a continuous feedback loop may be established, in which workers can improve their job by communicating openly with managers. 
Create a positive work environment
Moving from the office, when everyone is in work mode, to home has been the most difficult transition for the majority. During the pandemic, employees are working in a casual work atmosphere, which impacted their perspective on work-life balance. Workers have been able to work from home while still taking care of personal matters. This acts as a reminder to the management that a variety of non-work-related issues might have an impact on a worker's thinking and, as a result, their commitment. Workers have demonstrated their capability to launch a balance between work and life requirements, though under pressure. Managers must remember the necessity of consistently building a positive working environment for employees in the post-COVID19 time. It must entail ensuring that the job contributes to the lifestyles of their workers rather than the other way round. The manager must be aware of variables that affect personnel from the outside workplace (Arasanmi and Krishna, 2019). Workers' commitment is reinforced when they believe their desires are acknowledged by management and they are also more willing to stay put. Nevertheless, in the case of a pandemic, the ability to choose one's own operating time has occasionally led to increased dedication from workers who were ready to work longer hours than planned as a result of significant involvement (Khodakarami and Dirani, 2020). 
[bookmark: _Toc80284515]Evaluating diagnostic tools to measure the engagement
Employee engagement is not merely the satisfaction level or the quality of the work done by the worker. It is a term in the workplace that refers to how committed, connected and motivated workers are to their job, task and company. Employee involvement, on the othere hand, does not remain constant during the year: it varies. There are some tools to measure and evaluate employee engagement (Visser, 2018). 
Employee Reward and Recognition Programs
Recognising and reward engaged employees are a good approach for employee to recognise them. Employee engagement has been recognised to be influenced by reward and recognition the opposite is also true: identifying the number of staffs who receive awards and recognition aids manager and HR in determine employee engagement in their organisation. 	
Frequent employees survey
If the company want quick and most effect time methods to measure employee engagement, then it goes to option should be to conduct surveys. It not only helps in measuring engagement, it also helps in employee motivation and getting ideas from employees. This two-way communication is very important in having an engaged workforce. HR professionals and managers must conduct short, concise and relevant survey to workers asking about their jobs on a regular basis. It will assist HR professional managers and the business in determine how involved their workers are as well as understanding the company culture. 
Have Frequent one-on-one 
HR professional and managers must engage with their staff’s one-one-one from periodically. Because one-on-one discussions with the manager or HR are held in person, the worker is free ro give ideas and understands themselves. It should be done routinely, preferably once or twice a week. 
Conduct Exist and Stay interview 
Employee leave the company for a variety of reason, but as a manager or HR professional, must understand why they are leaving. Employee frequently claims a lack of engagement or excitement with their work as a cause for quiting the company. Exist and stay interview inform management and HR professional about the places in which they should focus in order to boost employee satisfaction. Exit interview reveal what could have done in this situation to boost engagement, while stay interview what are currently effective at and what not.
Making Small Focus Group 
It may be tough to conduct a one-on-one meeting with the staff if the company is too huge. Focus group could be organised in this situation. Individuals of same or different groups are frequently grouped for this purpose. As a management or HR professional, should have a list of 6 to 9 questions ready to ask staff, such as if they believe their job is meaningful or whether they have the resources they need to complete their task. There will assist business in determine what could do to increase employee productivity and performance.
Measure productivity metrics and retention rate
Employee retention rates and performance outcomes can be used to evaluate how motivated the employees are with company. Employee engagement would have a direct impact on employee productivity and retention.
[bookmark: _Toc80284516]Construction of employee value proposition 
A specific collection of advantages that an employee receives for the talents, abilities, and accomplishments they contribute to an organisation is referred to as an employee value proposition (Salau et al., 2018). EVP is the commitment that a company makes to a worker in exchange for their hard work and dedication. The values of the rewards and advantages that workers receive from the organisation are included in the promise (Arasanmi and Krishna, 2019). There are six steps to construct the EVP for the company: 
Assess what the currently offer 
The basis should have been the first step in developing EVP. Generate a checklist of all the EVP elements within section above. Examine each item on the EVP list to see how much of each the company now provides. It's helpful to get input from staff on how these are being fulfilled (Mascarenhas, 2019).
Interviewing the existing and past employees
Developing a solid EVP requires understanding what the firm can and cannot provide. Need an employee survey to gather input from a group interview of current and potential new hires. Engage prior workers as well as existing staff in the employee engagement survey to learn what the company might have done to keep them.
Defining the key components of the EVP
It assesses the information and contacts the company's EVP. This is how the business will be able to attract new top people. The EVP must also be divided into sections for diverse functions and categories, such as: Career advancement and a great employee engagement will be highlighted in the EVP for recent graduates seeking entry-level positions. Career stability and work-life balance will be highlighted in the EVP for professionals.
Writing the employee value proposition
Determine how the company differs from competitors and what the employee engagement can provide; the next stage is to craft a compelling employee value proposition statement. Make sure the EVP statement is distinct, clear, and inspiring. This will assist the business in attracting and retaining top people.
Promoting the EVP through the right channels 
The company's EVP should be promoted on their website. Internal, the EVP could be promoted using blogs, email, and internal communications technology such as Smarp. External sources, the organisation can use social media to advertise the EVP, including LinkedIn sites, recruitment videos, and an employee recognition programme.
Reviewing the results 
The first aspect in the analysis is to assess how important personnel are reacting to the prospective EVP. Examine measures such as increased social media interaction on job-related posts, an increase in applications, and a decrease in attrition, among others.
[bookmark: _Toc80284517]Strategies to raise levels of engagement
Accessing Tools and Resources
Have the resources the company needs to help isolated, remote workers feel better. A well-being programme that is organised could provide individualised programs that are tailored to the needs of every worker. As a pandemic challenges the traditional workplace culture, now would be the best moment to empower managers with the technological advances they will need to manage and enhance employee engagement in a pandemic (Matthews, 2018).
Recognising good work and providing timely appraisal 
During pandemic, it is tough to maintain effective work in the company. The employee is still putting in 100% effort and working more hours, and if supervisors acknowledge their efforts, the company will be able to perform well. Setting up digital platforms, such as Totem, through which employees may be encouraged and thanked for their additional effort, or creating incentive-based programs or award programmes to acknowledge their efforts.
Evaluating process and addressing inefficiency
Nearly 60% of employee organisations are still working from home as a result of Covid-19. When employees work in the office, the management team can look over the individual's work. When an employee works from home, it's difficult to maintain the work to the manager or leader, and superfluous jobs might be performed, losing the company profit and productivity. For example, Time Doctor aids in tracking the employee's performance and productivity (Risley, 2020).  
[bookmark: _Toc80284518]Conclusion
Due to the Covid-19 pandemic, employee engagement has become critical. In this difficult time, organisations recognise that enhances employees are important to success. That is why, in the case of a pandemic, companies should plan on maintaining their staff happy and engaged through employee engagement. Developing employee engagement measures with the advance of technology is beneficial for the survival of organisations in the present circumstances. The report has discussed employee engagements and the drivers of employee engagement. The report has evaluated the survey and interview in measuring employee engagement. The Employee values proportion has been created in this report and a strategy to raise levels of engagement has been done.
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