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Management of people or human resource management is the name of the same process in which an organization or company highlights, polishes, and utilizes the skills and abilities of the human resources engaged with it. It also overlooks the weaknesses and loopholes in their personalities and professional skills and focuses on their overall improvement (Thomson, R.et .al, 2015). The skill of people management or resource management became a proper field of study years ago because of its impact on the business and the organization (Boxall, P., et .al, 2007). The organization operates smoothly only when the employees are utilized smartly and according to their areas of expertise. This recognition or identification of the expert area of the employee is discovered through certain managerial skills which vary from one organization to other or vary based on the type of the organization. For instance, the skills of nursing staff in a hospital and the skills of service providers (housekeeping) at a hotel are analyzed on different parameters and by different techniques. People management or management of the resources/ employees is very crucial for the success and progress of a business or organization. Resources or employees play the role of a bridge between the customer demands and the services the company provides to the customers. If they are not managed or supervised in a better way this can cause trouble for the employer or organization (Bakator, M. et. al, 2019). The management of human resources involves a number of steps or models which are followed in order to get the desired end. Before the explanation of the model or models, the analysis aspects and elements of better human resource management are essential to be known. The resources can be managed with great efficiency with good management techniques which include; communication between the employee and the employer, a better/healthy work environment, leave relaxation, job satisfaction, salary satisfaction, job nature, career opportunities, and objective benefits. (Bakator, M, et. al, 2019).
These elements are closely linked and also the causing and effecting factor of each other. Resource management practices are changing over time because of the changes taking place in the world and so in the business world. Now the employers have to take care of employee’s fulfillment unlike before when employees were enforced to work according to the will of the owner of the employer in an organization (Bakator, M, et. al, 2019). The performance assessments can be replaced with the term ‘employee engagement measurement’. Employee engagement is the overall interest of the workers in and with the organization. There are certain factors of the job which develop and assess employee engagement (interest, involvement). 
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 The Deloitte Model provides some innovative insights into the already existing practices for the evaluation of employee engagement with the organization and what measures the organization needs to add to get going and also to excel in the business (Bersin, J., 2015).   
The model seeks to raise the awareness among the employers that they should consider the elements and factors which are highly impactful for an organization and employee engagement. In the current situation where the companies are struggling with the situation of the Pandemic of Covid-19, certain steps are taken regarding the situation to handle the progress or working of the organizations. But, the organizations also need to measure the interest level or engagement of the employees with the organization. The model contains the principles which can be applied to any organization in any situation. Those preferences of the model are given below.
· Positive/ healthy work environment 
· Growth opportunities 
· Trust in leadership 
· Job relevance 
A positive and healthy work environment can be anywhere for example in the situation of pandemic most of the work was shifted to online and work from home mode. The work environment sheds a great impact on the performance of the employees. Although the employees of certain organizations had to work from home and home is ever desired workplace but the employer’s pressure of the task achievement through zoom meetings and excessive phone calls was enough of a torturing tool, unfortunately. Employees, however, were given a certain limit of relaxation in work by dividing the workload into groups but it also creates a situation of panic when the communication is not done efficiently. 
“How enforced remote work during Covid-19 affects employee engagement and how remote work could be used in the future” – A case study exploring the effects of remote work on engagement in two banks” a research work based on a case study by Jacob Lindström and Julia Flou, 2020 contends that the Covid-19 has impacted all walks of life across the globe. The business and studies are the most affected by the pandemic. Businesses have been put to adopt the new circumstances to continue the functioning. Transition into work from home and remote work was the most practiced adaptation. The thesis was aimed to explore the engagement level of the employees because of the changing work environment and new challenges it brought. The research was divided into three parts for the first part it was aimed to explore the challenges and their negative impacts on the overall engagement of the employee as they felt more mentally occupied and physically tensed because of lack of mobility throughout the phase. The second part was about the drivers of engagement that the organization used and can use to maintain the level of engagement and then it stated the importance of these drivers for better performance of the employees such as leadership, Autonomy, Internal communication, job security. It also highlighted the factors and indicators of employees’ engagement such as Emotional commitment, Psychological factors, well-being, and work-life balance. The thesis was concluded with suggestions of adaptability, clarity, support, and care, and information flow, contact (Jacob Lindström and Julia Flou, 2020). 
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Growth opportunities should remain intact after the assurance of job security. Job insecurity was one of the biggest factors for the employee’s lack of interest and disengagement. Growth Opportunities in normal situations should be equally available for all the employees. The organizations can arrange the training-based meetings and workshops so that the employees get the sense that the organization is much interested in their professional and personal progress and this approach of progress is not confined to the organizational level only. 
Clake. L claims to present the practiced methods or strategies which proven to be the best management techniques to manage and increase employee engagement in an organization. He states in his article “Proven Methods to Increase Employee Engagement in the Workplace” 2020 that employees demand a friendly concern of the organization. They expect the systems to be more humanized rather than mechanical. He suggests that it is a difficult task to create the engagement level of the employees in an organization and it demands some tricky techniques to get positive results. This should be ensured by the employer that the employees are passionate about their jobs and that every day they come to work they come with a new spirit and enthusiasm. 
It is something seldom that the employee goes through blues but the manager should ensure that its effects do not affect the overall performance of the employee. However, the notes should be taken regularly for the engagement level counting to keep energy flow. It's also important to keep track of the disengaged employee because his or her disengagement can have an impact on the rest of the team's performance.  An employer should be able to devise techniques for performance improvement these techniques could be related to the encouragement of flexibility. This flexibility can be about the restricted working hours and break leverage and also about the location of the work. This is a common belief that the employees cannot meet the target or do their jobs efficiently without the watchful eyes of the manager but this has been observed that the employee has given remarkable feedback of this flexibility in their work performance. 
Employers should support charitable organizations and also give chances to the employees that they could take part in such activities. This will boost their spiritual satisfaction by offering a helping hand to the needy and surely the credit goes to the organization for such arrangements. This also helps the organization to shatter the ideas such as money is everything the organization cares about. 
Another practice is that trust-building should be a priority for employers and organizations. This practice makes the employees rely on the organization in difficult times. The policies should be transparent and brief, easy to be understood that the employees do not feel to be wronged at any stage. Fostering caring and authentic relationships with colleagues and employees affirms their long-term working relationship with the organization. This incorporates/ promotes honesty in the employees who feel comfortable enough to share the reasons for the lack in their performance. When the employees know that telling the truth will bring harsh consequences they do not tell the truth about any flaw in their work. All of this involves the working and employee relationship in the organization (Mone, et.al, 2018). 
It is a common way for feedback process in the organizations. The employers are the ones who give feedback to the employees but there should be feedback happening the other way round. The employees should be asked for feedback or they should be giving evaluations related to the working environment and the organization’s culture (Alfes, k., et .al, 2013). 
Organizational culture plays a very vital role in bringing out the best of the employee’s professional, personal and technical knowledge and skills. If an organization dominates a hierarchical system and the subordinates find it difficult to communicate their problems to the employers, this gap brings a feeling of detachment from the organization. This should be eradicated or dealt with by proposing and encouraging a horizontal way of communication as well as the hierarchical system should be flexible. The employer should not leave it to the manager only but he should have some involvement in the working community of the colleagues (Byrne, Z.S., 2014). 
Every employer and employee has some goal to achieve. The goal can be a daily basis goal or an overall goal for doing the job. The employee should be clear about the goals he has set to achieve while working with this organization. For this purpose, the employer should ensure such an environment that the employee has some space to focus and asses himself for if he is going in the right direction for self and professional development or not. The employer can be of great help and influence in making the employees set such goals that they not only work but grow with the organization. If the employers become role models for the employees this not only benefits the employees but also proves to be beneficial for the organization. For this purpose, the employer and managers should know how to become a mentor for the employees as employees look up to them for the solutions of their work-related problems.  It is also an encouraging practice that the organizations arrange for social gatherings outdoor gatherings of the staff to break the monotonous created at the workstations. This brings a very positive impact on employee engagement and they work with more energy and focus. The gratitude regular basis also does miracles for the organization because the employees feel a connection with the organization and in return for the gratitude, they offer their loyalties to the organization (Clake, 2020).
Development of a culture that is people-focused; the most important and the most effective tool and strategy of employee engagement. It is a universal tool of employee engagement that works in every type of organization at every level. The encouragement of a balanced lifestyle is a much-needed practice to save the employees from a shutdown situation at work and problematic personal life. All work no play situations can easily make a high potential and motivated employee a dull employee in a matter of days. An environment should be developed where employees feel valued, heard, and companions rather than competitors. The employers or managers should find out the responsibilities and roles of the employees other than the workplace and try to make initiatives that help the employees to bring a balance between the work and family life.  
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