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[bookmark: _Toc102662504]Introduction
This report is part of an agenda that the Chief Executive of ABC Ltd attended to understand how employee engagement within workplace leads to improved performance as well as well-being of employees. ABC Ltd has not made any attempt in the past in measuring the employee engagement, though in light of the present Covid pandemic alongside new means of working adopted by the business, the CEO is actually concerned that lower degree of employee engagement may have an impact on the viability of the business. This report will contain information and data regarding the employee engagement drivers in Covid-19, the diagnostic tools that helps businesses in measuring engagement and also employee value proposition and how the same can raise the engagement level. 
[bookmark: _Toc102662505]1. The concept and drivers of employee engagement
Several businesses have been disrupted. Businesses are constantly changing the way they work due to new business models, technological advancements, and agile working practices. It is this human experience-based transformation that has been accelerated by COVID-19 and can drive lasting change on a behavioural, cultural, and organizational level. COVID-19 provided a unique opportunity to learn from employees' involvement (Chanana, 2021).
The phrase ‘employee management’ is related to the psychological attachment and commitment of employees toward their organisation. And the ambition and mission of the company have become the employees’ aim in life. There’s a misconception about employee management and human resources issues as they are totally different in every aspect. Employees need to be encouraged to develop emotional connections to their workplaces and motivated to stay committed to the company for the long haul by management by introducing the right work methods and policies (Dixit and Singh, 2020).
The following points may be considered as recommendations:
[bookmark: _Toc102662506]Taking an approach of ‘supportive management’ 
During the scenario of work-from-home, the senior management that did not have in place measures related to remote working at the outset of the pandemic had to look for a way of managing the performance of their teams from home. Some of the common methods in online exercised were regular team meetings as well as frequent one-to-one check-ins. For most, having check-ins frequently led to the setting of micro-goal and offered employees the prospect of receiving feedback in constant manner. This ‘coaching’ tactic empowers the management in easily assessing and measuring progress while also boosting the productivity of the team that, in turn, keeping the employees engaged (Matthews, 2018).
According to Macey and Schneider, (2018) it is also necessary for a company to establish a consistent with these findings for fostering engagement; - admiration or acclaim is a factor of the 'coaching' strategy discussed earlier. Conferring to the analysis, high-performing groups have a 5:1 praise to criticism ratio, which means they give one another five times as much positive input as negative comments. The praising words have positive vibes on the employees that motivate them to work with dedication towards their organisation.  
[bookmark: _Toc102662507]Create a positive work environment
The majority of the participants found a change in environment to be the most challenging factor, having to go from the office - wherein everybody is in the mode of work-from-home where there are many contrasts to contend with, like being alone, or having to care for young children, or a neighbours’ pet making noise, which all would create potential disruptions to working processes.
As per Ahmed et al., (2020) the definition of work-life balance has been changed by the work from home culture during the COVID 19 pandemic. The work from home culture makes an employee a smart worker regardless of whether they are hard workers, as at home they have the scope to attend to their own personal needs while having the professional deeds. This would have acted as nothing more than a caution to administrators that an assortment of issues that are not related to work might stimulate the thinking of an employee and, as a consequence, their engagement. Individuals have confirmed the dimensions or volume of managing work as well as personal necessities, even if under an obligatory testing phase.
According to Chanana, (2021), leadership really should not lose sight of the necessity of consistently establishing good, safe, and healthy working conditions in the post-COVID period. However, throughout the COVID-19 working from home situation, the ability to choose one's own working hours has occasionally resulted in an enhanced devotion from employees who may have been prepared to go beyond planned hours as a clear part of performance engagement.
[bookmark: _Toc102662508]Encouraging ‘trust in leadership’
As per Dixit and Singh, (2020) employees have had to automatically believe management in steering the ship towards the right direction and making difficult strategies or tactics for the business during the outbreak of COVID-19. A key attribute of trust within leadership is the transparency aspect, wherein employees have perceptibility regarding what is taking place within their business. This is particularly significant during the scenario of work-from-home, wherein employees are found to be dependent on leaders for taking critical decisions for the future of their jobs alongside the business. A key attribute of the same has been communication between employees and the management on the manner in which the business has been dealing with Covid-19. 
To develop credibility in management in the post-COVID-19 era, the Deloitte study encourages check-ins and open talks in regular manner amongst the managers, directors besides workers, so that individuals feel involved and engaged in what is happening inside their business or workplace. 
[bookmark: _Toc102662509]2. Diagnostic tools to measure engagement
There should be more than guesswork involved in determining employee engagement. The following are some tips on how to measure the employee engagement in the business or in the organisation in the near future and in the immediate post-COVID 19 landscape.
[bookmark: _Toc102662510]Employee engagement surveys
What are they?
The wide and deep assessments concentrate on the following engagement drivers: well-being, business culture, accessibility, liberty, and communication. The business may query about how individuals feel about their supervisors, the company's management and ambitions, and their connections with their colleagues. Take into account doing these polls either once or sometimes twice per year (Cook, 2018).
How do they work?
Employee engagement assessments, such as pulse surveys, often use sliding scales for responses ranging from 1 to 10, or degrees from the level of agreement or disagreement. Organisations would employ open-ended inquiries to elicit more thorough responses (Raj, 2020).
How to carry out an employee engagement survey?
Clearly transparent over what the business is seeking to accomplish, make the outcomes obvious to those who participate - and act on any concerns that arise.
[bookmark: _Toc102662511]Exit interviews
What are they?
When someone leaves an organization, the company should conduct an exit interview. Getting engagement insights from someone who's not staying with a company might seem strange, but you can learn a lot about what employees think of the organization, identify problems, and address them (Macey and Schneider, 2018).
How do they work?
An employee's evaluation should be completed at the end of their notice period, preferably by someone other than their line manager. As opposed to written exit interviews, it is best to conduct exit interviews face-to-face or via video chat with remote employees. By asking follow-up questions, you will be able to shape the exit interview (Raj, 2020).
How to carry out an exit interview?
Exit interviews should be done in accordance with a framework. The business should inquire about why the employees are leaving the job, what the company believes works well, and where they think there is room for improvement.
[bookmark: _Toc102662512]Focus groups
What are they?
The purpose of focus groups is to gauge what attitudes people hold about certain products in market research. However, they can also be used to explore employee concerns. The purpose of these interviews is to dig deeper into employee attitudes and uncover engagement barriers, despite the fact that fewer people are involved than in a survey (Matthews, 2018).
How do they work?
The company management should organise an open meeting where employees would feel free to convey their messages. Or administration shows up the survey results on the board meeting. 
How to run a focus group?
Beginning of the meet up need a clear purpose to focus on. The aim and goals of the meeting should have a clear idea. The questions and participants should be chosen priory. There will be a moderator who will guide the entire discussion procedure. Ideally, the moderator should be someone who is completely neutral and not the manager or representative of any of the participants, so that everyone is able to freely express their opinions and complaints (Arasanmi and Krishna, 2019). 
[bookmark: _Toc102662513]3. An employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement.
The pandemic has transformed the relationship between individuals as well as their work, wherein the EVP (employee value proposition) requires evolving in reflecting such changes. Businesses in modern times tend to spend an average of 1900-2000 GBP per employee on the experiences of employees each year, and investments of such sort are projected to continue. Attempts in modernizing the EVP characteristically add on features- from the workers’ upskilling to keeping up with the emergent digital skills to proffering insurance for pets. Such efforts are stated being costly and have not been able to yield benefits expected. The aspect of employee engagement has not developed in tangible manner since the year 2016, and then emerged Covid-19 (Raj, 2020). 
The actual reality is that the 3 shifts within work environment have to a certain degree eroded the conventional EVP’s impact: employees are seen as people, not simply workers; work is stated being a subset of life, not distinct from it; with values emerging from feelings, and not simply features (Arasanmi and Krishna, 2019). 
Persistent challenges regarding engagement and attraction, along with the human crisis of 2020 have proven the fact that the principles of management primary to EVP are largely outdated. Employee value proposition have for long being dealt with 3 principles in mind: demarcated around employees, designed in providing an employee experience deemed exceptional as well as focused on distributing features which match the needs of the employees. Evidently, this conventional approach to EVP has been falling short and the problem lies in the fact that too much focus is being given on “what companies offer their employees” instead of “why” (Bridger, 2022). 
Some of the telling signals which indicates deepening weakness in conventional EVP is:
-Engagement: Engagement that drives both performance as well as retention outcomes has stayed comparatively flat since the year 2016. 
-Attraction: Only 29% of the leaders deemed ‘functional’ reports they possess all the talent they require in meeting the present performance needs. This challenge is particularly pronounced within most competitive areas concerning the labour market, like data science and IT roles. 
-EVP satisfaction: Merely 31% of the HR leaders contemplate that their employees are satisfied with employee value proposition, wherein 65% of the candidates reported they have truly discounted a process of hiring on grounds of an unattracted EVP. 
According to Browne, (2017) HR leaders require evolving the management of their EVP by delivering a deal that is more human around the whole person, designed in offering a life experience deemed exceptional as well as focused on features plus feelings which matches the needs of the employees. The new human deal encompasses 5 components: growth at personal level, radical flexibility, deeper connections, shared purpose along with holistic well-being. In order to deliver on all the factors of this human deal, people notice emotional value within employment within the business by enabling them in feeling more understood, invested, autonomous as well as valued. The EVP that is being reinvented, designed in delivering an exceptional life, not simply work, outcomes and experience within higher employee satisfaction and engagement. 
In this post-Covid era, creating personal opportunities of growth for employees holds key by offering them with objective career coaches alongside allowing them in designing development which meets their personal requirements. According to Cook, (2018) deeper connections and engagement are built through integration of inclusion goals into day-to-day activities as well as process of talent, keeping the focus on direct family benefits which matches the needs of employees and business, as well as training managers regarding the manner in which employees’ trust can be identified via empathetic conversations. The holistic well-being of the employees needs to be ensured by holding the staffs responsible in order to personalize the well-being growth, encouraging the champions of mental health in holding honest discussions about the mental well-being, plus establishing clearly the dos and don’ts concerning the way managers can support employee engagement and wellness. 
[bookmark: _Toc102662514]Conclusion
From the discussion made above it can be concluded that even though many businesses have encountered challenges in adjusting their styles of management during Covid-19, lessons learnt concerning employee engagement will bring about changes of positive sort in the mindsets of the employees. The emotional connection development between employees and their workplace, post-Covid will be leading to lower turnover of employees, improved motivation and productivity. 
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