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[bookmark: _pckxv6y6rxs6]Introduction
The term “Employee Engagement (EE)" is used to describe a worker's enthusiasm and loyalty to their work. Their efforts make a difference in the company's performance and they are excited about it. It is not uncommon for an employee to assume that their health is closely tied to their performance, making them essential to the company's success.
A company's success may be influenced by its apparent links to staff pleasure, morale, and project participation. Building and maintaining employee commitment to their jobs is possible with effective communication. Employees who like what they do at work are more productive and achieve higher levels of success in their careers. In addition, a company's values and goals are more vital to it.

[bookmark: _qb2foxraukaw]The concept and drivers of employee engagement
[bookmark: _5z5wsshkzlwz]The Concept of Employee Engagement
Business leaders are increasingly calling for more employee participation (EE), which has been a central management idea since the 1990s. There are others who point out the difficulties of conducting an EE analysis; yet, studies show that the results of such analyses have a direct impact on the financial health and stability of a business (Sun, and Bunchapattanasakda, 2019).

AON-Hewitt model
AON and Hewitt Associates collaborated to create the AON-Hewitt model. AON-Hewitt model engagement covers a wide range of issues that are required for optimal performance and productivity. Among these are rational thought, emotions, desires, and acts. The strategy is centred on six EEs drivers and three targets (Abdurrohman, and Febriansyah, 2019).
The EE Models and Ideas are listed below. Pay, benefits, job security, working conditions, and work-life balance are all crucial factors to consider.
Work encompasses tasks, accomplishments, empowerment, autonomy, and cooperation. Business policies include things like equality and diversity, connection, innovation, staff, and supporting structures. The employee chose to boost CSR and brand image. Effectiveness relies heavily on transparency and direction. Aspects of success include career opportunities, education and training, process improvement, collaboration, and recognition programmes. The following are some engagement outcomes that are dependent on the drivers' effectiveness: Say you'll promote the company to coworkers, potential employees, and customers. Stay - feel strongly about the company and are unlikely to quit. Strive - a person who is driven to put in the time and effort required to attain professional success.

[bookmark: _resecstzhuhm]The Driver of Employee Engagement
More engaged personnel have a stronger sense of belonging to the company and a greater desire to help it achieve its goals. A happy worker exhibits the following traits, even if their company chooses to define "EE" in another way. They are well-versed in their responsibilities and ready to get started. Those who are entrusted with their task are devoted and hardworking (Motyka, 2018). In order to see their business grow, they have a strong ambition and are fully aware of the responsibilities that come with it. As a result, they are both rationally and emotionally dedicated to their employer and determined to achieve their maximum potential. Three key behaviours demonstrate their intellectual and social dedication to their organisation: Say, Speak, and Strive (Kwon, and Kim, 2020).

Maslow's hierarchy of human needs
Business professionals are familiar with Maslow's hierarchy of needs. Many business disciplines have adopted this practice, and it has had a considerable influence on personnel administration. So there you have it. To better understand why people do what they do, Abraham Maslow published "A Theory of Human Motivation" in 1943. There are five levels of social needs in Maslow's psychological motivational theory. According to this theory, motivation is the result of attempting to satisfy five basic needs: physical, interpersonal, a sense of status, and a sense of self. A worker's dedication increases in direct proportion to the degree to which these requirements are met (Hale et al., 2019).
Until these conditions are satisfied, a person cannot be totally engaged in their work. In order for workers to feel empowered and secure in their jobs, they need fundamental employment rights and a fair wage. As well as an appreciation indication, workers need to feel like they belong to the team and have a sense of belonging to the project at hand. It is essential that employees be continuously open to learning and adapting to new ideas.
None of the above needs is more important than the preceding ones. Worker satisfaction is a key factor in a company's ability to get things done quickly and effectively.

Theory of  William Kahn 
William Kahn, an organisational psychologist, was one of the first to introduce the concept of Employee Engagement (EE). As a result of his studies, he was able to identify three distinct types of employee involvement: physical, mental, and psychological. Psychosocial Determinants of Individual Participation and Disconnection at Work: Individual Determinants of Summer Enrichment Counselors and an Architectural Firm's Staff (Brown, and Masias, 2019). The study looked at the factors that influence whether or not people remain or leave their jobs.


[bookmark: _n62ypahb6ug4]Evaluates diagnostic tools to measure the engagement
Employee engagement is more than just measuring how happy people are with their jobs or how much effort they put in. Employees' commitment, connection, and motivation to their work and firm are referred to as "worker engagement."
Employee participation, on the other hand, fluctuates over the year. Here are a few resources to assist you to improve the level of engagement among your employees.

Gratitude and Recognition Programs for Employees
According to a recent poll, 70% of employees would work harder if they were recognised for their efforts (Li et al., 2021). Recognising and rewarding motivated employees is a great way to learn about their personalities. Recognising and rewarding hard work is a proven way to boost employee morale and productivity. The inverse is also true: administrators and experts may better gauge employee level of organisational commitment by tracking the number of employees who receive awards and recognition.

On a Regular Basis, Employee Surveys.
If you're looking for a fast and easy way to determine how engaged your employees are, start with questionnaires. It's a great tool for measuring employee engagement, but it's also a great way to motivate and collect ideas from your employees. An engaged workforce needs open, two-way communication. Managers and human resources (HR) experts should routinely send surveys to employees asking about their jobs that are clear, actionable, and easy for them to answer. Human resource managers, business leaders, and the organisation as a whole will benefit from this tool by getting a better sense of employee engagement and the company's culture. Level of satisfaction, regularity, performance and improvement should all be addressed in the questionnaire items.

Have a lot of one-on-ones
Human resources (HR) experts and supervisors should meet one-on-one with their employees on a regular basis. One-on-one sessions with management or HR allow employees to freely express their thoughts and get insight into their own personalities. This should be done on a weekly or biweekly basis at the very least.
If someone is in charge of human resources or managing employees, they need to know why they're quitting. In many cases, employees blame a lack of enthusiasm for their work for their decision to leave their employer. Management and HR professionals may learn more about how to improve employee engagement by conducting exit and stay interviews  (Clack, 2020).
Exit interviews highlight what one could have done much better to increase customer engagement, while remaining conversations indicate what they are and are not now excellent at.

Create a few intimate focus groups.
If your firm is too large, it may be difficult to have one-on-one meetings with your employees. In this case, focus groups may be organised. It's common for groups of people to be formed for this reason. Supervisors and HR professionals should prepare a list of 6 to 9 questions to ask employees, such as whether or not they consider their job worthwhile and whether or not they get all of the materials they require to complete their responsibilities (Nagori, 2022). Businesses may use this data to better understand what they can do to boost employee morale.

Efficiency Metrics and Retention of Employees
Employee retention and productivity metrics may be used to gauge how committed employees are to their employer. There will be a significant influence on employee happiness and organisational commitment.
We cannot underline the significance of EE and how it should be regularly checked for your company's employees to remain interested. Employer engagement evaluation techniques and technology should be put into place right away if you haven't previously.

[bookmark: _upxmss9ofz22]Constructs an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement.
In exchange for the knowledge, talents, and expertise they provide to a firm, employees get a specific set of rewards known as an employee value proposition (EVP).
Establishing a company's identity is the job of an executive vice president (EVP). Employees are inspired and pleased to work there because of its exciting vision and unique culture. It's critical that your EVP stands out from the crowd by being original, timely, and intriguing. A strong EVP helps a corporation retain its finest employees and recruit the greatest external talent when it is incorporated into all elements of the organisation.
There has been a long history of HR managers being concerned about their workers' mental and emotional well-being, but they are now taking a more hopeful attitude. This entails paying attention to what others are experiencing and establishing problem-solving abilities.
A greater degree of emotional intelligence is required by HR, which will affect what firms are looking for in HR personnel in the future. Additionally, a fresh focus on employee satisfaction is required, since this has moved dramatically as a result of remote work. Employees who have been with the company for much less than a year may not have even scheduled a meeting or seen their supervisor or coworkers in person (Rasool et al., 2021). Such an approach requires a new kind of mentoring programme with long-term staff members who may help new recruits better comprehend the company's culture.

Employee engagement in Pre covid situations 
Participation of employees in circumstances that are likely to occur
When it comes to human resources, HR specialists are people-oriented persons who know how to ensure that a company's efficiency is maintained and that the company's policies are frequently updated. Previously, this role required daily face-to-face interaction with all employees. Recruiting, training, and developing employees, as well as resolving conflicts within collaborative teams, have all been made possible in large part because of the efforts of human resources.
Traditional methods of evaluating Employee Engagement (EE) have included annual questionnaires, group discussions, and ad hoc surveys. In spite of the fact that these processes have a lot of value, the fact that they are often only done once or twice a year and depend on third-party data means that they don't provide a comprehensive picture of the institutional environment as perceived by employees.
Human resources (HR) has evolved from a function solely focused on employee satisfaction to one that has a bigger impact on the company's bottom line. HR has grown to be a vital enabler in every workplace as a consequence of the effect of technology. Most human resources professionals (De-la-Calle-Durán and Rodrguez-Sánchez, 2021) utilise some kind of recruiting software.
Improved asset management, supply planning, talent searches, as well as recruitment assessments, were all a consequence of the effective partnership between HR and digitalization. The introduction of resource software suites into HR teams has resulted in smart HR programmes and strong leadership.


Employee engagement during covid scenario: 
Companies are always looking for new and effective methods to keep employees engaged during this hard time. Throughout this global epidemic scenario, organisational HRM groups are developing a wide range of community engagements such as online positive parenting practises, virtual education and training and online group activities, webinars with experts in the field, weekly online behaviour alignment meetings, team gatherings over video conferencing for a meal, brief online video game programmes, digital challenges and tournaments, online learning and gratitude work. Employee and company engagement initiatives are very beneficial while working remotely. Taking part in these sorts of events gives HR professionals the opportunity to expand their skill set while also advancing their professional careers (Chanana, 2021). No matter how widespread the COVID19 epidemic may be, the firm and its staff remain dedicated to the cause.

A post-covid scenario: Employee engagement
Even if the implications of the COVID-19 epidemic varied, it impacted every company and industry in the same manner. While some companies have had little trouble going digital and resuming operations, as usual, others are still having difficulty making the switch (Risley, 2020). Organizations' digital capabilities and the management strategies they use to interact electronically have contributed to this difference.
The emergence of the remote worker necessitates a new set of challenges for HR departments. It is essential for all workers, regardless of geographic location or financial status, but this is particularly true for those who work in the interior. Automated and scalable collaboration solutions are needed now more than ever. It's worth noting that several well-known companies have made significant efforts in recent months to provide remote employees in Tier-2 cities with the necessary infrastructure.
Most people polled said their company could do more to prevent employee burnout. In order to address the critical challenges of employee psychological health and insecurity, a few companies tried some novel approaches. They staged a number of important talks and motivational speaker events in order to keep the employees' spirits up. Several fun-filled activities were held frequently to re-energise the employees who were working long hours to meet corporate objectives (Stuart et al., 2021).
Formerly seen as an "extra," the magical realm of digitization has shown to be indispensable for organisations all around the globe. However, empathy, personal touch, and a healthy work environment are now required. The post-COVID age is supported by a compassionate HR role and cutting-edge technology (Saad et al., 2021).
[bookmark: _7nategvcj37g]Conclusion
Final thoughts: we've just covered a quick overview of employee engagement and how it may be used in various organisational settings. The research presented here provides light on several facets of employee engagement, including theoretical methods as well as real-world consequences. Many top-notch strategic, managerial, and policy changes occurred during the pandemic period, which left the HRM system and organisations in a state of significant difficulty even in post-pandemic settings. Considerable emphasis is paid to such discussional aspects. Based on pre-pandemic and post-pandemic human resources management (HRM), employee relations and satisfaction (HRS), a credible comparison has been established throughout Every successful firm relies on a well-managed workforce and appropriate policies to ensure its safety, security, and contentment. An in-depth grasp of this fundamental component is critical to resource analysis.
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