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Employee engagement is a fundamental concept for any workplace as it helps bring innovation, improve productivity and support recovery of the workplace. Employee engagement can be referred to as the emotional commitment of an employee towards their belonging organisation. It does not reflect the satisfaction levels of an employee, however, it shows the dedication of an employee towards the vision and mission of the organisation. Employee engagement is not just a human resource management issue for any organisation, but it is an objective for the whole management eyeing which they must develop its policies. Employee engagement must develop an emotional connection between the workplace and employees through various motivational ways. Under any circumstance, a well employee-engaged organisation always succeeds. However, the situation of the business world has changed rapidly after the implication of the Covid-19 pandemic and thus employee engagement has become necessary for every small to big organisation. After the pandemic, the concerned organisation has taken some measures such as flexible working time, working from home, making the workplace ‘Covid-19 safe’ and restructuring job roles. This report will find out the effectiveness of these tools in improving the engagement of employees. The report will also look to develop employee value proposition as well as alternative strategies to develop employee engagement at the concerned workplace.
[bookmark: _Toc91575153]Concept and drivers of employee engagement
Employee engagement is a popular concept in management theories and practices. Various researchers are involved in the debate of employee engagement being a multi-faceted construct and a unitary construct (Sun and Bunchapattanasakda, 2019). However, every researcher has agreed that the concept of employee engagement helps to develop a positive state of mind and a dedicated willingness among the employees. One theory that is highly associated with employee engagement is the Social Exchange Theory. It is not just a single theory, but a combination of different social science disciplines such as social psychology, management and anthropology (Cropanzano et al., 2017). Developed by American Sociologist George Homan, this theory shows a framework created by basic economics and behaviourism (Tulane University, 2018). According to this theory, employee engagement is based on the human nature of seeking rewards and avoiding punishments. Also, the theory says that an individual interacts to gain maximum profit at a minimal cost. These are the basics of employee engagement according to the Social Exchange theory.
In the corporate world, the concept of employee engagement is based on the common objective of maximising profits using current capabilities (Osborne and Hammoud, 2017). In any organisation, a leader or manager is always responsible for managing the engagement of the employees. Several techniques such as proper training and development, skilled labour recruitment, use of technology and implementation of higher education help the leaders to increase employee engagement. The fundamental goal of employee engagement in the corporate world is the increase of organisation productivity. 
Employee engagement can be described as the illusive force that increases the motivational level of the employees and makes them capable of delivering a high level of performance. This force has several drivers which are discussed below.
Effective organisational policies- Strategic human resource and organisational policies help in establishing a stable connection between the strategic objectives of the organisation and the strategic direction of its workforce. These policies impact the psychological contracts of the employees to boost their engagement.
Development opportunities- Career development opportunities are the essential drivers that increase the desire of an employee to advance in his career. It is a critical driver of increasing employee engagement through training and development (Antony, 2018).
Efficient leadership- Efficient leadership helps to develop trust and honest communication between the management and employees. These are some major ingredients of employee engagement.
Group dynamics- Group dynamics build team morale, which helps in bringing cohesiveness within an employee and increases his pride over his and his team’s work. This increases employee engagement.
Employee recognition and performance management- The management of an organisation can monitor and review the work of an employee through the performance management process and provide recognition. This motivates the employees to perform well.
Employee communication- Internal communication of an organisation holds the key to good operations. With the help of internal communication, the employees stay engaged towards the goal of the organisation.
Employee rewards- One of the most effective drivers of employee engagement is rewarding an employee for his performance. It helps to increase the enthusiasm and dedication level of the employees.
Workplace safety programs- Workplace safety programs help to maintain the mental and spiritual health of the employees. With the help of this, an employee remains productive and shows less absenteeism.
Conflict resolution - In a healthy workplace, conflict is inevitable and with management being a good counsellor these conflicts are resolved effectively. It helps build employee engagement within an organisation.
Corporate social responsibilities - Corporate social responsibilities improves the value of the organisation in the mind of the employee. It increases their respect and engagement.
Work-life balance - When management of an organisation looks after the work-life balance of an employee, it reduces their stress levels and improves their engagement.
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In the light of Covid 19, prospect employee engagement has gained a lot of importance and has manifested it in the employment sector and their working conditions. However, this report mainly focuses on the interplay between employee measurement and employee management (Smith and Bititci, 2017). Because of this, some important tools which are often being used by the corporate sectors are as follows:
· Employee survey - It has prominently witnessed that surveys always turn out to be quite fruitful in almost every case and this case this is same where the employee surveys such as getting enough feedback from them and acting accordingly based on their perspective will ultimately help the employment sector in increasing its economic as well as social conditions. This very tool has become very common and influential in innovative and developed organizations (Garrad and Hyland, 2020).  Here, the manager as well as the employee, play a significant role in this survey and completing the whole management procedure. 
· Human resource tools - In the corporate world, it has been witnessed that HR tools are one of the modern techniques which have turned out to be quite profitable in their business perspective. Concerning these various types of performance software management tools have been initiated to make more advances in the development work. 
· Social media - social media has turned out to be one of the very important tools in every aspect of life and it has left no stones unturned even in the corporate world where it works as a diagnostic tool for observing or measuring employee engagement. Through this platform, the head of the corporate sector or the manager can diagnose the ideas or various perspectives where the employees express their views and so on.   
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 As a whole EVP, (Employee Value Proposition), accounts for monetary as well as non-monetary benefits which are usually offered to the employees by their respective organization. The company offers monetary rewards to its employees in return for the capabilities, skills, and experience they make towards the company.  It also characterizes the organization and why that company is different from the other. As the head or the manager of the organization through the EVM one must ensure effective changes to make their workers work in all possible conditions (Thiensiri, 2021). It further focuses on the active participation of the employees, their groups, and also their interview process with different surveys. Frequently it has been observed that it also refers to what and how and why an organization works efficiently.  And most importantly EVM is the crucial part of the recruitment process that a company usually follows while making correct and efficient decisions regarding the choice of their employees. It also helps to justify why or for what reasons they must ensure for applying for a job within a particular company and so on.
Moreover, an organization often requires an efficient or strong EVM which ultimately consists of important elements which are as follows: stability, location, respect, compensation, and at last work-life balance. All these elements increase the efficiency and coherency of the product quality in the organization (Thabit and Raewf, 2018). These above-mentioned elements determine why an organization perceives employees on the other hand. 
Thus, to make effective EVM for the organization, they should employ these effective issues:
· The organization must be honest and must not use any untrue advertisement regarding the organization to the employees regarding their job offers. 
· Values must be enhanced to attract employee satisfaction regarding the category of the organization they are going to work into. 
· Even the workforce should enhance and attract various planning strategies. 
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In this very report, it has been mentioned that employee engagement plays a vital role in accessing the productivity of the overall organization. Related to that, various tools for employee engagement have been diagnosed to make enough profit in business. Further, the EVM process has been analysed which in turn engulfs enough profit. At last important strategies adapted for an efficient running organization has been discussed with ease. Almost every time an employee engagement is a very crucial as well as sensitive area which helps in increasing the profit from the business perspective. Employment engagement can be managed with various important strategies which will ultimately help the company or the corporate institution to run their business efficiently. 
· Encouraging Feedback - A corporate sector must always encourage positive as well as negative feedback to sufficiently run the business. However, feedback is often usually a positive approach that helps to demonstrate certain problems (Dinh, 2020).  It further enhances the relations between the managers and between the employees. It further encourages proper and efficient management of the workplace. Lastly, the feedback of the employees enables the working sector as well as the manager to efficiently work on certain narratives and have developed all around. 
· Set up mental as well as physical health - Mental as well as physical health plays a very significant role in advancing the role of the corporate sector as to how they can access the employee engagement process. 
· [bookmark: _Toc91575157]Foster innovation- innovation plays a significant role in accessing the issues related to the workplace and the surrounding environment. Innovation is nothing but a developed system (Kassa and Tsigu, 2021) which further initiates the development process. Thus, developing new and innovative skills helps to efficiently manage the workplace and manage coordinating perspectives towards the employees. In addition to this, new and innovative skills will also comprehend to go hand in hand with the day-to-day world by keeping pace with it.
Conclusion 
It can be concluded that any workplace aiming to become efficient must enforce efficient employment engagement and this will generate, in return, increased productivity in the overall organization. As a whole, this drives up an emotional connection between the workers and the organization so that the employment status is increased in turn which ultimately helps to develop diverse developmental factors and so on. Moreover, it has been noted that the Covid 19 situation has focused on various survival factors for the organization like working from home, flexible working environment, and other measures to control the low productive level. Further, it has been assessed that employee engagement is an important resource to input maximum or optimum profit at low cost. In this very process, several drivers have been discussed, such as group dynamism, efficient leadership, an opportunity for development, effective organizational policies, employee communication, employee rewards, employee performance and workforce management, work-life balance, corporate social responsibility, workplace safety programs, and lastly the conflict resolutions. Next, the diagnostic tools have been discussed in the case of the level of engagement of employees. It has been noted that social media plays a very significant and crucial role in diagnosing the various changes efficiently (Men, O’Neil and Ewing, 2020). The concept of EVM has been clarified to make more enhancements in this field. 
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