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[bookmark: _Toc80280025]Introduction
Workplace management is helpful to improve employee well-being as well as performance (Falola et al., 2021). The organisational management is interested in measuring employee engagement in the present pandemic situations as the organizations have adopted different types of working policies such as flexible work structure, working home and others. This report will evaluate the tool for measuring engagement and will provide the “employee value proposition”. The ways in which the firms can improve their level of employee’s engagement will be recommended at the end of the report. 
[bookmark: _Toc80280026]Reviews the concepts and drivers of employee engagement
Employee engagement term relates to the level of a connection and employee commitment of an organization. In today's competitive fast food business domain, this concept has appeared as a pivotal driver of business (Osborne and Hammoud, 2017). As stated Byalola et al., (2021), high level of “employee engagement” helps to promote retention of employees, loyalty of consumers and enhance the stakeholder value and organizational performance. 
The pivotal drivers of employee engagement have elaborated and mentored in the following section as over the years, they have shifted positions and changed workplace trend and economic conditions. 
· Availability of leader
This driver measures in which way available, accessible and leaders are approachable. If leaders fail to connect with the people, employees of an organisation may begin to question and doubt intentions regarding high level of business decisions (Antony, 2018). The presence of good leadership in an organisation is very important especially in situations like the Covid-19 pandemic. During the remote working scenarios several companies have reported employee connectivity as a major issue faced by them. The Corona virus outbreak has resulted in flexible working time periods for some employees. The leaders can cater to the issues through various strategies like reconstruction of job roles and looking after the motivational needs of the employees. The leaders share the role of ensuring a safe working environment. The driver is considered very important by the organisation especially in the pandemic. 
· Relationship with the co-workers
This driver refers to a relationship with an employee when team members have a positive connection to each other, the result is a strong relationship produced with trust. The good and healthy relationships with the co-employees are crucial in the work domain to increase employee engagement. As per the study report, a healthy relationship with colleagues helps to support the company culture (Khodakarami and Dirani, 2020). Several firms have encountered issues where the connectivity between the members of a team has been hampered due to the remote working scenario. The strategies that have been implemented by the firm, over time to deal with the pandemic, therefore cater to increase the relationship with the co-workers. 
· Professional development
This employee engagement driver refers to the existence of opportunities for growth which are provided by the leaders as well as managers who assist the professional development of employees. It will not only pivotally encourage the team but will also offer the right level of resources to take advantage of those levels of opportunities (Obeidat et al., 2019). The strategies help to increase the level of employee engagement in the organisation. Therefore, in situations such as the pandemic, the driver can effectively help the firm to increase their level of employee engagement, ultimately reducing the communication gap caused due to remote working. 
· Utilization 
This driver refers to the way employees feel an organization is effective to utilize their capabilities in an effective as well as efficient manner. If the employees of the organisation feel their daily task uses their skills and knowledge in an effective manner, it will help to create employee engagement in the business place. For managers, it is crucial to evaluate the responsibilities as well as role of employees to make sure employees of the organization are being effectively utilized in terms of developing and growing a new set of skills (Khodakarami and Dirani, 2020). Utilization is considered as one of the most important drivers that can increase the level of employee engagement present in the organizational structure.
· Autonomy
In motivating and encouraging people to do their new level of work, the  driver play a vital role. A good level of autonomy in the work domain helps employees to do their job and make decisions in the best manner. Various global firms incorporate an autonomic work environment structure. An autonomic work environment increases the motivation satisfaction of the employees, resulting in an increased employee engagement. The operational practices are designed in such a manner that they incorporate the respective driver of employee engagement. 
[bookmark: _Toc80280027]Evaluates diagnostic tools to measure engagement of employees
In order to measure the employee engagement, the below mention tools can use by the management of the modern businesses
i) “Survey of Employees”
For obtaining feedback on employee’s attitude as well as feeling, survey is one of the most commonly used tools. For instance, the management can use “survey monkey” third party administrator to enhance employee comfort but often employees are unsure to participate which affects the employee engagement process (Burnett and Lisk, 2019).  Firstly, conducting the surveys involve much time and resources of the firm, which causes operational resistances and delays. Secondly the surveys are not 100% reliable due to inaccurate responses derived during the surveys. 
ii) HR software
In order to measure employee satisfaction and collect feedback, modern “HR software” allows organizations to manage employee data in one place. The advantages of using this tool are frequent feedback as well as discussion between employees as well as managers. A good example under this section is the “360 feedback cycle” as it allows employees to ask anyone from managers to higher level authorities to lower level staff for understanding their weakness as well as strength. The 360- degree feedback cycle is quite essential when it comes to organisational operations. The feedback helps the firm to derive a clear picture of the employees’ engagement level and their views on the organizational structure. The 360-degree feedback cycle may result in inaccurate evaluation due to the false or vague responses. 
iii) Internal promotion rate
Internal promotion rate can be considered as one of the major diagnostic tools that can diagnose the level of employee engagement. The KPI (Key performance indicator) is considered by the businesses to measure their level of employee engagement. However, the KPI or the tool has certain advantages and certain disadvantages. Mobility and employee retention are two major benefits that the KPI enables the firm to measure. The results derived from the KPI are much more accurate compared to the other tools. 
iv) Use of People analytical tools
In order to create employee engagement, it is crucial to understand the employee, “people analytics tools” (Python, excel, SPPS, CPLEX) is one of pivotal tools to understand employee insights. However, the installation costs of such tools are highly costly but help to obtain valuable feedback to retain and attract the best talent (Morgan, 2017). The analysis tools enable the firms to evaluate their employee engagement, but the methods of data collection usually take time. However, these tools are used by the organisations. 
[bookmark: _Toc80280028]Constructs an employee value proposition from the ideas and analysis previously
Employee proposition value refers to the set of monetary or non-monetary benefits received by an employee on behalf of the firm. The modern definition of EVP (Employee Value Proposition) states that it can be referred to as an ecosystem that is based on support, values and recognition that is provided to the employees by the organisation (Goswami, 2015). 

Elements of Employee Value Proposition
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Figure 1: Elements of Employee Value Proposition
(Source: Bagienska, 2018)
The following are the components that hold up the total employee value proposition factor of an organisation. These components act as the building block of employee value proposition of an organisation. 
· Compensation
Compensation can be referred to as the additional benefit that an employee receives due to being subjected to additional responsibility or operational activities. In the pandemic ‘compensation’ can be considered as one of the major value propositions that ensure the engagement of the employees. Examples of compensations include salary, bonuses, appraisal and such other similar compensation tends to increase the employee’s motivation and thus ensures smooth organisational operation even during periods with increased workload. Business operations have experienced several reduced operational expenses due to remote working. These remains from the reduced expenses are used by firms to compensate the employees for the operational inconvenience caused due to pandemic. 
· Benefits
            Benefits or employee benefits refer to the Non-wage compensation that is received by                            the employees of an organisation.  The employee benefits include holidays, time offs, insurance, retirement policies, and a proper work to life balance. The non-wage remunerations or compensations can also motivate the employees and increase their level of engagement towards the organisational activities. Several firms implement the non-wage remunerations in order to motivate the employees. For instance, the pandemic has resulted in increased healthcare awareness among the general population (Obeidat et al., 2019). 
· Personal Development
 Personal development of the employees results in their professional growth and thus increases their position in the organisation. Personal development ultimately increases the level of employee engagement encountered by the firm. 
· Work environment
Work environment acts as an important component of the employee value proposition since it helps an organization to influence and implement a well-developed workplace relationship, efficiency, collaboration and employee health (Michael and Popov, 2016). A good working environment means the provision of all the amenities and facilities in the workplace so that the employees can work in comfort and in an effective manner. Most modern businesses understand the impact that a healthy and communicative work environment offers to the organisation. 
· Culture
In order to develop and maintain a healthy working atmosphere, the management identifies the corporate culture prevailing in the firm and understands the ways in which the culture influences the organisational workings (Ogbeibu et al., 2020). A good organisational culture can increase the motivation and job performance of the employees, whereas a bad organisational culture adversely affects employee job satisfaction. Therefore, while developing the employee value proposition (EVP), most global businesses consider the influence that the organisational culture has on its operations. 
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[bookmark: _Toc80280029]Strategies to raise levels of engagement
Low levels of employee engagement are considered as a major problem by the respective organisational managements (Sun and Bunchapattanasakda, 2019). Therefore in order to raise the employee engagement levels, firms consider pre-strategy action plan in order to counter the issue. 
· Regular communication between the employees
The organisational operations of an organisation include the transfer of ideas on a daily basis. The employees, who do not take active part in the communication, often make errors in their part of the organisation's operations in order to increase the level of employee engagement, firms must establish an effective organisational communication system. 
· Invite Feedbacks, to act upon
Often formal feedback channels are set up by firms, in order to make note of the employee’s feedback. The genuine issues and the problems in the organizational culture and work environment are then identified by the leadership of the firms and thus acted upon. This helps firms to increase their employee engagement level and also establish a good work atmosphere. 
· Sharing the organisational goals with the employees
The organisational goals are very crucial for a firm to determine. Most modern businesses consider the importance of sharing their organizational goals as an attempt to increase the level of employee engagement. An increased level of employee engagement also creates an inlet for fresh ideas within the firm (Kaliannan and Adjovu, 2015). 
[bookmark: _Toc80280030]



Conclusion
The people management is therefore an important aspect that helps an organization to increase their work optimality. People management of the human resource management helps an organisation to cater to the needs and satisfaction of the employees. Therefore, this academic research about the factors influences the employee engagement of the modern businesses. The study includes a brief discussion about the drivers that influence employee engagement. The diagnostic tools to measure the employee engagement tools are also included in the academic research. EVP or employee value proposition and the different components that result in its formation are also discussed. However after conducting the analysis about employee engagement, the report concludes with the different strategies that help increase the employee engagement level of an organisation. 
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