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[bookmark: _Toc102046135]Introduction 
	In this report of managing people, the aim is to present a critical understanding of the present business environment in which the personnel professionals operates and work as well as analyses the manner in which the management is conducting their resourcing in an organisation which is influenced by the internal and external factors. It is witnessed that the concept of engagement within the workplace can lead towards an improved employees’ performance as well as the well-being of an employee which is one of the major agenda for any business organisation. Previously, the company did not made any attempts for measuring the employee engagement, however, due to the recent COVID-19 pandemic as well as the new methods of working which has been adopted (Sun and Bunchapattanasakda 2019). 
Due to the effect of pandemic within the organisation, it is witnessed that there is a lower level of engagement among the employees which might even hamper the company’s viability. Even though the organisation has already adopted measures and strategies such as work from home, providing flexible working time, job design or restructuring roles as well as enabling the workplace to be a COVID-19 safe space, through this report the major purpose will be present a review of the drivers and concept of the employee engagement, evaluate the diagnostic tools and methods in order to measure the employees’ engagement as well as to develop an employee value proposition along with strategies in order to increase the employees’ engagement level (Chandani et al. 2016). 
[bookmark: _Toc102046136]Discussion 
[bookmark: _Toc102046137]Employee engagement 
	Employee engagement is considered to be one of the human resource concepts which elaborates the enthusiasm level and dedication which an employee has for their job role. An engaged employees tend to care more about the work as  well as about their individual performance and contribution towards the company along with possessing a believe that their effort is landing a positive difference for the business organisation. Employee engagement is referred to the concept which states that the strength of the emotional and mental connection which an employee has towards the work which they perform on an individual, team as well as organisational level. There are various levels of employee engagement which measures the feeling of an employee relating to their organisation on the basis of the perception of the workplace, where employees can be categorised into four major groups namely, highly engaged, moderately engaged, barely engaged and disengaged (Bailey et al. 2017). 
	An employee who is highly engaged possess a high favourable opinion of the work position and they feel connected to the team whose part they are and possess a positive feeling relating to their organisation, where they remain loyal to the organisation as well as provides additional efforts in order to support the organisation to become successful. Such employees are considered to be brand advocates who speak highly about their business organisation to their peers, friends and family and encourage their colleagues to perform to their optimum level. A moderately engaged employee considered the business organisation in a mediocrely favourable manner where they prefer their company, however, considered other opportunities further improvement. Such employees do not prefer higher amount of roles and responsibilities and might underperform in certain circumstances. There are certain organisational factors which restricts the business to fully engage themselves within the business (Eldor and Vigoda Gadot 2017). 
Barely engaged employees possess an indifferent feeling towards their work place, where they have a minimised motivation relating to their position as will only perform their job responsibilities, where they might even contribute to the high turnover risk. Lastly, a disengaged employee possess a negative perspective relating to their business organisation where they feel disconnection to the goals, mission as well as future of the organisation. They even have a minimum commitment towards their responsibilities and position which even impact their productivity as well as their colleagues’ productivity (Mann and Harter 2016).
There are several employee engagement drivers that has a large scale impact on the outcome of employee engagement where all the drivers have an impact on the employee engagement, which is a key element for the identification and actions on the drivers which makes a difference within any business organisation as well as strategies are implemented for the employee engagement activities which supports such drivers. There are certain drivers of the employee engagement on the basis of the motivation for work, inspiring the leaders and teams and committing to the organisation (Saks 2019). 
Employee gain engagement through motivation as they look for challenging aspects within their jobs as well as aim to undertake those tasks which will utilise their particular strengths as well as have their access to those opportunities in order to develop within their careers and roles. It is the role of the human resource teams and organisational leaders for matching the talent towards roles which will supply such aspects for making the job engaging (Osborne and Hammoud 2017). Further for implementing employee engagement team relationship and leadership are highly important for the engagement where the employees aims to work for such teams and leaders who will provide first priority to their people as well as value the employee contribution and portrays integrity. The last aspect is commitment towards organisation where employees’ aims towards working for such organisation which possess a strategy developed for the success and aim to believe that they have provided to the entire organisational success through their role. Employees aims to be a part of the successful contribution towards the winning organisation and team (Al Mehrzi and Singh 2016). 
[bookmark: _Toc102046138]Measurement of employee engagement 
	There are several tools through which employee engagement can be measured and is essential for the future success of the business organisation namely, employee surveys, human resource tools, social media, exit interviews and employee lifecycle. Employee surveys are one of the highly utilised tool for the measurement of the employee engagement for receiving feedback on the attitude and feelings of the employees. A highly effective surveys can be filled and submitted anonymously that will increase the participation rate as well as enable honest responses from the employees. By utilising the third party administrators, the business organisation can increase the comfort of their employees when it comes to knowing their forthright in terms of their opinions without any retaliation fear (Chanana 2021). 
Through this management will receive update on the workforce engagement level present among the employees through the survey questions and results as an effective employee survey helps the managers to understand the motivation level of the employees, their job satisfaction passion as well as quality of the work relationship which they possess along with their engagement drivers such as professional growth, community involvement or work life balance as well as monetary incentives. Another method of measuring employee engagement is through human resource tools where conducting survey on the employees once a year can be an effective beginning, although, it does not provide real time data and information or a holistic or on-going feedback which is the organisations needs to increase their supplementary periodic or yearly surveys with software programs which can track and gather the employees’ year round engagement (Motyka 2018). 
Through modern human resource platform, such tools are adopted to collect the feedback as well as measure the employee satisfaction while enabling the managers to manage their employees and their respective data by having them stored with the survey results. Another aspect is performance management software which can be utilised for facilitating feedbacks and frequent conversation among the employees and managers which will support and ensure that every individual is satisfied and on track by working together in every department and achieving the organisation wide goals and objectives. The third method to measure employee engagement is through social media, as there has been an increase in the utilisation of social media, the employers can benefit from such tool as the reviews on Glassdoor can help them assess the employee engagement. Along with that through the internal social media network, such as the company’s intranet enables the employees to state their ideas as well as engage into conversation which is useful for the organisation to evaluate and assess (Mone and London 2018). 
The fourth method is through exit interview which is referred to the asking appropriate questions through a well-designed engagement survey by which the company can come to know as to the reason why high performing employees decide to depart from the company as those valuable feedbacks can help in identification of the improvement areas as well as to help in attracting as well as retaining their engaged employees. Lastly, through employee lifecycle, they can follow their employee journey during their entire tenure which starts with acquisition and recruitment as well as on-boarding which is followed through development, the performance management, retention as well as off-boarding. Through these stages the organisation can collect feedback as well as develop employee engagement programs for reinstating value proposition for the company and their culture (Kang and Sung 2017). 
[bookmark: _Toc102046139]Employee value proposition 
	Employee Value Proposition is referred to the balance of the benefits and rewards which an employee received from their employer in exchange of their individual, team and organisational performance at the business organisation. Employee value proposition can be offered to the employees through several means. One such means which business organisations can adopt is offering the true work based flexibility in the schedule and location, where the employees can perform their jobs as per their convenience along with offering growth and development within their job roles. Business organisation can provide the employees with the option of work from home for certain days or weeks, letting the employees to select the days on which they can either work remotely or in office space and lastly, by enabling the employees to shift their regular working hours as per their preferences (Nazir and Islam 2017). 
Another method of providing employee value proposition to the employees is to have such a mission which is more than their job roles as the younger employees pay higher attention to the stands of the company while looking for job roles. Business organisations can conduct the same through backing the minor communities and movements, establishing environmental equality, building up the societies as well as supporting the wellness and mental health (Popli and Rizvi 2016). The third method is fostering genuine connection among the employees where they can promote remote working as well as connecting the diversified range of the employees through real time in person meeting, celebrations, and recognition. Lastly, the fourth method of implementing employee value proposition is offering programs in order to support the work and life integration (Jha and Kumar 2016). 
	Strategies which can help in raising the employee engagement level within the business organisation is through communicating regularly and deliberately which is essential for binding the colleagues in a social group, instead of working in an isolation as the staffs feel disconnected from their co-workers. Here, managers need to implement employee engagement to the employees who are working from home as well as those who are working remotely. The business organisation can further invest in the wellbeing of the employees by creating a healthy workplace by introducing the employees with the Employee Assistance Programme (EAP), promoting the healthy exercise and eating routine as well as training for mental health first aiders. Other strategies for implementing employee engagement in through inviting feedbacks from the employees, defining the purpose of the organisation, empowering their workforce and recognising any achievement gained by employees (Gupta and Sharma 2016).
[bookmark: _Toc102046140]Conclusion 
	Therefore, to conclude this report on managing people, it can stated that during the COVID-19 pandemic, employee engagement has become a major part within every organisation and they are actively implementing the major drivers of employee engagement and employees are ranked on the basis of their engagement level. Through the utilisation of tools such as survey and interviews as well as social media channel, the company can assess the engagement level of the employees and strategies have been stated for the improvement of all types of employees. 
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