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Introduction
The engagement of employees is the direct outcome of an organization’s strong culture that enhances business operation and workers’ well-being. Employees' engagement in an organization is referred to as connecting well to the organization’s mission, getting motivated by the management to exceed collective goals, creatively solving critical problems, and remaining committed to their respective jobs. Increased employee engagement serves to be beneficial in facilitating organizational progression while fulfilling the needs of the employees. The current case highlights how employees’ engagement can be increased during the covid pandemic to improve workplace culture and productivity. Various diagnostic tools have been used by the organization to measure the rates of workers’ engagement.
[bookmark: _Toc101003558]Case overview
The current case reviews depict that employee engagement is necessary for improving the workplace culture, business profitability, and workers’ emotional and physical well-being, especially in the current covid pandemic (Locke et al. 2019). The main agenda of employee engagement can enhance business propel growth as it implements positivity in workers’ “approach to work”. Pre-covid the management has never considered the measure of the engagement of employees. After facing challenges like a high rate of employees turnovers, loss in the share market, and a weak customer base during the pandemic, the administration has realized the vitality of employee engagement. The strategies that the organization has adopted during the covid pandemic to keep their employees engaged in their respective jobs are work-from-home facilities, flexible work hours, and a hygienic working environment. 
[bookmark: _Toc101003559]Employee engagement and workplace productivity
Every organization needs to remain attentive to the well-being of their employees so that they can be kept motivated, engaged, committed, and loyal to their jobs. Organizations that have stronger workplace culture, which is free of discrimination, or unavoidable issues of inequality, can achieve long-term goals. In context, the Goal-setting theory emphasizes that in order to enhance the engagement and performance of any individual the organization must set a goal for their employees. As opined by Jeong et al. (2021), if the workers keep following the goals they can able to modify them which will also enhance their performance and workplace productivity. 
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Figure 1: Goal-setting theory
(Source: Shoaib et al. 2017)
The companies must have a better understanding of their workers, talents, personality traits, and professional skills, to allocate their preferred projects. Engaged employees are much more efficient and positive in their job approaches, and if the organization motivates them, they can achieve higher goals (Shoaib et al. 2017). Employee engagement allows the workers to remain committed and connect well with the mission of the organization. 
Workers become more active in acquiring new business and project management skills that enhance the business operation of the organization across both national and international levels. They also gain the ability to solve critical problems or handle challenging situations creatively, valuing the organizational rules and frameworks. As opined by Osborne et al. (2017), the employees who remain highly engaged in their jobs are nearly 21% more fruitful when compared to employees having less engagement in jobs. According to the report, there are around 73% of “disengaged employees” have higher rates of turnover and search for jobs actively mainly during the covid pandemic. The records of business management across the UK have also hinted that during the crisis of the covid-19 pandemic the percentage of engaged employees is nearly about 37%, which contributed highly to the economy (Moletsane et al. 2019). If the organization can enhance their investments by 10 % for employees engagements then it can increase its business profit rates by nearly “$2,400” per worker every year. High employee engagement can provide the organization with the benefits of high productivity, lower rates of turnover, a strong customer base, and good customer relations. 

Employee engagement and the workplace culture in the organization are the most driving problems across the globe. Employees engagements can raise the organizational culture by incorporating values, behaviours, official rituals, and equality among the workers. There are various major drivers the organization can follow to keep their employees engaged in their respective jobs (Barik et al. 2017). The administration department of the company can allocate meaningful jobs to their employees, which will also provide them with opportunities for career growth. The allocated work must empower the workers so that they gain more self-confidence. The HRM department of the organization must recruit efficient leaders to enhance the team's effectiveness and business profitability. It is also important to fulfil work relationships to keep the employees engaged in tier respective jobs. New talents need to encourage, rewarded, and appreciated by the organization to enhance the employees’ performance. 
[bookmark: _Toc101003560]Diagnostic tools: measuring employees’ engagement 
Every organization have diverse groups and mixed work culture and employee engagement can be well-maintained if diversity is incorporated into the environment of the organization. Workplace culture affects the worker's engagements highly as a hygienic working environment can make employees feel connected, supportive, stress-free, and emotionally strong. As opined by Nasidi et al. 2019, it is much important for the administration of the organization to create a trusting culture during the covid pandemic which can keep the employees engaged and make them feel secure with their jobs. This way the company can maintain its value and image in competitive markets across the UK as well as the world. 
There are various effective diagnostic tools used for measuring the engagement of employees such as arranging employee surveys, and creating “small and focused” groups of workers. Measuring the reduction, turnovers, and rates and identifying the reason behind it. Measuring the productivity metrics of all employees is the utmost responsibility of the administration of the company to keep their employees engaged with their job responsibilities (Smith et al. 2017). By conducting frequent employee surveys the organisation can measure, the rate of employees who tend to work efficiently and stay committed to the company for a longer period of time. According to the survey record, it can be stated that the organization which has a high employee engagement makes higher profits by nearly 21% and is also more productive that is about 17%. Surveys are often determined as one of the quick and effective methods of measuring the workers’ engagements in jobs (Albrecht et al. 2018). It not only helps to measure the engagement of the employees but also helps to motivate them by appreciating and valuing their ideas and thoughts. The built-in survey is mainly used as a diagnostic tool where different small groups of workers are made and through questionnaires, the workers are asked about their professional experiences. 
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Figure 2: System of performance management
(Source: Turner, 2019)
The company need to follow a system cycle to managements the employee's performance. The system cycle of performance management incorporated the components like setting clear objectives, measuring workers' performance and giving feedback after getting the results of performance. Other components also include a system of giving rewards based on workers' performance, and amendments to activities and objectives of the employees. The management can follow the guidelines of Campbell's Theory of Performace, to measure the performance efficiency of their employees. As opined by Al-dalahmeh et al. 2018, this theory can also help the management to determine the activeness and efficiency rates to allocate them their jobs. The organization can also arrange recognition and rewards programs for the employees who have contributed to business productivity, and helped the organization to achieve its long-term goals. This can motivate, and encourage the employees to become more efficient in their respective job roles. As per record, it has been seen that about 69% of workers can work hard and remained in an organization for a longer time when they felt that their efforts are well appreciated. 
[bookmark: _Toc101003561]Employee value proposition 
EVP, or the “Employee Value Proposition” is considered to be one of the unique sets of benefits provided to the employees by the management of an organization. The organization provides their employees with benefits like high incentivizes and promotions every six months, and a good health insurance policy to make them stay longer with the company. The employees get benefits from their organization in return for their capabilities, work efficiency, experiences, and skills they give (Pawar, 2020). EVP mainly denotes the essence of the organization, its uniqueness and value in its target market segments and even in its competitive market. The most common examples of “Employee Value propositions” are true working flexibility is offered to the employees based on their location and preferred working schedule. The employees are provided with missions that go beyond their “work”. Fostering communication and collaboration bond with the employees to understand their emotional thoughts, ideas, and talents. 
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Figure 3: Employee value propositions
(Source: Turner, 2019)
Two building blocks have been incorporated into the Employee value proposition canvas, such as a Value map and an Employee profile. In the context of the Employee profile, it can be stated that “gains” provide the employees with benefits of job satisfaction, motivation, and job opportunities at international levels. “Pains” refers to the employee's negative experiences, such as risks of employment, emotional usability, and workload pressure that can de-motivate them decreasing their efficiency. As opined by Bakker et al. (2017), “Employees’ jobs”, denotes in what field they are more efficient and can be highly productive to enhance company business. In the context of the “Value map”, it can mention that “gain creators” is something that determines how the organizational services, provide the employees with value and talent appreciation. “Pains relievers” help to understand the employees’ demands and keep them engaged and committed to their jobs. The employee value proposition model actually helps the employees to get high benefits to remain engaged and committed to their respective jobs in the organization and grow with new creative talents.    
[bookmark: _Toc101003562]Strategies used to increase employee engagement
The covid pandemic has pivoted this corporate world and a huge turnover of employees has been observed throughout the world as well as across the UK. Keeping in the mind the covid normans and guidelines the management of the organization has thought of incorporating a new working structure and strategies that will enhance the business operation and employees’ engagements with their respective jobs. Many cities are still restricting activities that hamper the business operation of various organizations and they are settling for remote work to keep their business moving. In this unprecedented time, there are huge crises in markets and the organization is facing issues in their supply chain management and profitability and thought of keeping their employees engaged by following the working from home structure (Knight et al.    2017). The employees are allowed to work in their respective fields during flexible working hours, and if the employees are working from the office the organization must take care of their safety by following all covid norms and guidelines. The management of the company should provide their employees with job roles they are comfortable and efficient at. Other strategies that the organization can follow are creating an open collaboration and communication channel that can keep entire management and employees connected. Strong communication and bond can enhance the performance of the employees and also increase the productivity and profitability of the company’s business processes. 
One of the important factors in the workplace is the communication between the emp0loyee and management. During this current pandemic situation, there is a low record of global economies, unemployment, employees’ turnovers, and job crisis. As opined by Bakker et al. (2018), most the employees became insecure with their jobs and filled with anxiety and trepidation about their future employment. The organization have incorporated a communicative channel to keep a record of the “crux of workers’ engagement” to get regulated updates regarding employees' demands, well-being, and mission. Proper knowledge about the employees also helps the management of a company to boost the commitment and confidence leeks of their employees. 
[bookmark: _Toc101003563]Conclusion
The current study highlights the concept that employees engagement is essential to enhancing the performance and business productivity of the organization. It also provides the organization with an opportunity to grow at the national and international level, strengthen its customers base and increase its brand popularity across the world as well as in the UK. To enhance the effectiveness of the employees and to keep them engaged, committed, and loyal to their respective jobs the organization must arrange frequent employees surveys and training programs. The company can also arrange rewards function for their employees who show loyalty, creativity and is fruitful in their jobs. 
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