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[bookmark: _Toc76684097]Introduction
Covid-19, which was declared a pandemic in early 2020, has had diverse effects on many companies worldwide. One significant effect that Covid-19 has had on organisations is the adoption of working from home to comply with health restrictions put across by the World Health Organisation to help mitigate the spread of the virus (World Bank, 2020). Working from home has been challenging to many companies as they are not aware of the best way to engage their employees and motivate them to accomplish their duties. This report looks at various employee engagement concepts, including drivers of employee engagement, diagnostic tools to measure employee engagement, and employee value proposition that is essential in positively influencing employee engagement. 
[bookmark: _Toc76684098]Concept of Employee Engagement
According to Osborne and Hammoud (2017), employee engagement refers to feelings that result from employees' mental and emotional connection towards their various places of work. According to Al-dalahmeh et al. (2018), the business industry is increasingly being faced with stiff competition. The stiff competition makes it difficult for companies to engage and satisfy their employees and improve their growth fully. In 2015, the results obtained from a Deloitte study showed that 87% of companies have admitted that employee engagement is a critical problem in achieving its objectives. The study also revealed that only 12% of employees feel comfortably engaged in various matters of the companies. The study further revealed that engaged employees have 17% higher productivity and 21% higher profitability (Al-dalahmeh et al., 2018). Therefore, companies need to positively engage their employees to gain maximum profits and fully utilise their employees' capabilities. 
[bookmark: _Toc76684099]Drivers of Employee Engagement
Shaik and Makhecha (2019) argue that employees being essential resources in an organisation, they need to be positively engaged to increase their productivity. Again, Shaik and Makhecha (2019) assert that organisations are different from one another. As such, there is no single best way that organisations can use to engage their employees positively. In other words, employee engagement means and methods that work for one organisation do not necessarily guarantee the same results when applied to another different organisation. Below are some of the drivers of employee engagement that the case study company can adopt to influence their employees to work hard positively. 
Trust and Integrity: Usually, organisations have stated values and rules that guide how activities are accomplished in the organisation (Alrowwad et al., 2018). The rules and values must apply equally to everyone within the organisation to increase employee trust. If the rules state that employees need to report to work by 8.00 a.m., no one should be exempted from the rule irrespective of their position in the company. Shaik and Makhecha (2019) believe that when the rules and values apply equally, the employees feel part of the organisation and get motivated to work hard. Besides, if the rules and values apply equally to everyone in the organisation, the employees would feel safe and open since they will not be implicated in their actions. 
Career Growth Opportunities: Antony (2018) alludes that employees’ often feel motivated up to work hard if there is an opportunity to progress in their careers. The hard work that the employees put on when guaranteed growth opportunities benefit both the employees and the company. For instance, if a company clarifies that the best performing assistant managers would be promoted to managerial positions, the assistant management works extra hard since they have a target. The employees benefit from the promotion, whereas the company benefits from increased output and efficiency. Additionally, a company that provides training opportunities to enhance their employees' skills, knowledge, and capabilities earns their trust, which is crucial in employee engagement. 
Employee Voice: According to Alrowwad et al. (2018), employee voice is essential in employee engagement. This is because organisations get to learn what their employees need by effectively listening to them. As such, organisations need to have good communication systems that allow bottom-up and up-down communication. Organisations need to listen to their employees because the policies that they sometimes formulate are not practically implementable. In case of poor communication, organisations’ managers wrongfully critic the employees for not delivering per the organisation's goals (Alrowwad et al., 2018). Therefore, the company must have free-flowing feedback channels to talk with their employees, which will help increase the organisation's efficiency. Besides, the company can have employee engagement software to capture the employees' views, especially during this Coronavirus when employees are working from home. 
Reward and Benefits: Another major driver of employee engagement is reward and benefits (Antony, 2018). According to Antony (2018), reward and benefit can either motivate or demotivate employees based on how it is implemented. The reward and benefits system must be open and transparent to achieve its goal of positively engaging employees. One way of making the reward and benefits process to be open and transparent is through public recognition. When working from the office, rewards and benefits can be given to employees openly in a meeting. However, the reward can be posted to the employee when working from home, and a thank you email address be drafted. The email should be copied to all employees in the department for the impact of the reward to be fully felt. This way, the rest of the employees would also want not to miss out on the reward next time. Thus, they would work hard, which would positively affect the company's output. According to Shaik and Makhecha (2019), public recognition of employees positively influences the employees' moods, motivates them, and makes them feel satisfied with their jobs. Job satisfaction would be vital to the company as it would make its employees be one-fifth more engaged with their work than when not satisfied (Shaik and Makhecha, 2019). 
The Work Environment: The work environment is also a crucial element that drives employee engagement in firms (Antony, 2018). Antony (2018) believes that a conducive work environment makes employees comfortable, relaxed and help them perform their tasks effectively. A conducive work environment varies from one employee to the other. To some, a conducive work environment has well-furnished equipment like office sits, tables and working laptops. To others, a conducive work environment has certain temperatures and a friendly environment. Therefore, the company should perform due diligence to understand what a conducive work environment means to its employees and strive to make their work environment accommodate the employees' requirements.  
[bookmark: _Toc76684100]Diagnostic Tools to Measure Employ Engagement
Employee Surveys
Nadhir and Puteh (2017) assert that surveys are the most valuable tools for engaging employees. Various companies acknowledge annual employee engagement surveys since they allow employees to air their voices and gradually react to those issues. Most companies have been encouraging their workers to participate in outside surveys because the information given tends to be reliable as employees air out their voices without the fear of intimidation from their bosses. Some of the issues that surveys usually place in the hands of employees include rating their opinions on the company's culture, communication, management, determination, and teamwork towards the attainment of company objectives. Surveys have played a pivotal role in helping the company understand the needs of the employees (McEwen and Boyd, 2018). For instance, workers' efforts have been recognised in many companies through motivation in promotion and increment in wages. The surveys encourage the organisations to improve the working conditions of the workers through placing programs such as training which in turn have improved the success of organisations. Therefore, suffice to say that organisations should continue adopting the use of surveys as an engagement tool since it identifies the weaknesses and strengths of the organisation (Nadhir and Puteh, 2017),
Social Media
There has been a rise in the use of social media as the primary tool of communication and interaction (Whittington et al., 2017). Various individuals are conversed with the knowledge of technology, resulting in the easier and faster relay of information. The current business world has also been manifested by increased technology adoption in delivering services to customers (Whittington et al., 2017). According to Shuck et al. (2017), organisations can engage their workers by creating internal social media like the intranet, giving them room to air out their voices and ideas. Through the company intranet, the managers can find an easier time engaging the workers and better understanding of their weaknesses and strengths, hence building a culture of mutual dependency and morale. Engagement through social media also creates space for trust-building since managers and workers can get feedback quickly and promptly. As a result, the organisation's success is easily encouraged since workers feel cared for and their opinions are heard. Companies should strive to build a dependable network system, which will encourage this kind of interaction (Shuck et al., 2017).
Entry and Exit Interviews
Lepold et al. (2018) suggest that entry and exit questions help organisations know how new entrants and exiting employees view the organisation's mode of operation. Some of the issues raised in entry and exit interviews, particularly for the exiting performing employees, consist of why they have decided to exit? The answers help the organisation get valuable information, which helps them to formulate ways to strengthen its weak sides and, as a result, attract and retain its best employees. Like any other tool, social media provides a direct engagement and an opportunity for obtaining employee opinions. Through this engagement, the evaluation of quantitative feedback alongside qualitative feedback gives room to determine the following steps to be encompassed to realise organisational goals (Lepold et al., 2018)
Human Resource Software
Human resource software uses employee technology to get the views and ideas of employees about their organisation. Human resource software addresses the shortcomings of employee surveys that only occur at certain periods of the year. Unlike employee surveys, the HR software collects employee surveys more frequently. Thus, ensure that the employees' challenges are adequately solved and their ideas are promptly included in the organisation's operations. Besides, HR software provides a wide storge where the data collected is stored. Also, the software enables HR personnel to analyse data and make conclusions that help the organisation positively influence their employee engagement (Whittington et al., 2017). 
[bookmark: _Toc76684101]Employee Value Proposition
According to Mascarenhas (2019), the employee value proposition is the midpoint where the demands of employees meet those of the company. The employee value proposition is also defined as the value that employees get in exchange for the services, they offer their organisation (Mascarenhas, 2019). The value that an organisation offers to its employees should be enticing to make them stick with the company irrespective of competition from other companies. A good employee value proposition should not only be focused on giving employees lucrative salaries but also should provide employees additional benefits like work-life balance, job security, and health benefits. 
According to the ideas captured in this report, employees need to have a work-life balance, get career growth opportunities, have a conducive work environment and be recognised for their hard work. On the other hand, the company needs to make their employees motivated so that they can work hard, achieve the organisation's objectives, and help the organisation remain viable during these challenging Coronavirus times. Therefore, the employee proposition in this situation would be: 
"We are dedicated to providing a conducive work environment that provides career growth opportunities to our employees and recognises their hard work promptly. Join us today for better experiences." 
[bookmark: _Toc76684102]Conclusion
In this modern era, organisations are characterised by high competition. How an organisation engages its employees is crucial in determining how the organisation will rank competitively with its rivals. An organisation that positively engages its employees makes them satisfied with their job and workstation. As such, the employees stick long with the organisation and help it to achieve more goals efficiently. On the other hand, an organisation that cares less about the needs of its employees risks having high employee turnover since the employees feel unsatisfied with their organisation. Therefore, an organisation must be well-versed with the drivers of employee engagement, diagnostic tools to measure employee engagement and the strategies to raise employee engagement that they can adopt to influence employee engagement positively. 
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