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According to a variety of studies, including a YouGov survey and CIPD study, the majority of workers wish to continue working from home at least portion of the time after the pandemic, giving new potential for organisations to build new methods of working. While some employees wish to work from home full-time following the pandemic, the majority would prefer a balance in which they are at the office for part of the week and at home for the rest. As a result, a relatively new word has emerged: hybrid working. Many organisations are now thinking about what the term "hybrid" means for them, how they will fulfil this new employee demand, and what will be required in order for these new methods of working to be effective.
Despite the many complexities and problems of living and working in the midst of a worldwide pandemic, employees have recognised several benefits to working from home for both themselves and their employers. These advantages include improved work–life balance, more attention with less distractions, more time for family and friends, reduced travel time and costs, IT upskilling, and increased motivation. Other advantages of flexible working include lower office space costs, greater levels of employee job satisfaction, and lower absence rates. The complete benefits of hybrid working as a type of flexible working have yet to be extensively investigated, but we can anticipate that when properly implemented and supported, it will result in comparable benefits for both people and organisations.
[bookmark: _Toc102595295]Any strategy for returning to work must include communication and reassurance regarding COVID-19 safety precautions. It will also need continual well-being assistance, particularly for employees who may be nervous about returning to work or taking public transportation. COVID-19's ramifications for employee well-being will demand attention for some time. This may involve assisting employees who are suffering from poor mental health, as well as addressing specific issues and anxiety about returning to work and the impact of Long COVID.
Concept of employee engagement
Employee engagement is a notion that has grown in popularity over the last ten years, and now because of the pandemic this matter has been taken serios consideration. Today’s organisations leverage engaged workers as a strategic partner in the business. Employee engagement is becoming increasingly important as a result of the identification of several elements that influence employee performance and well-being at work. Physical and mental well-being of employees will be one of the major factors that HR managers must tend to focus on as firms across sectors try to survive and climb above the harsh competition. As a result, in these difficult times, employee engagement is now regarded as a potent source of competitive advantage. The research investigates the notion of employee engagement and provides light on important drivers of employee engagement by studying three particular variables: communication, work-life balance, and leadership. This study will also look at how these factors affect employee performance and well-being in the workplace. According to the extant literature on employee engagement drivers, there is a scarcity of material on these three factors and their influence on employee engagement. 
Over the years, one of the most difficult issues confronting CEOs, HR professionals, and business executives in many firms has been ensuring that when their staff check in every day, they do so not just physically, but also psychologically and emotionally. Simply put, they must guarantee that their personnel are actually engaged. Today, employee engagement has emerged as a major corporate driver. It has a direct impact on staff morale, productivity, and reasons for staying with the organisation. Organizations use engaged workers as a strategic competence tool. A highly engaged employee outperforms and sets new norms on a consistent basis.
Employee engagement is a source of worry for leaders and managers worldwide, as it is acknowledged as a critical factor in determining the level of organisational performance, creativity, and competitiveness. Although the word "employee engagement" has its roots in academic research, it was mostly seen as a practical consultancy problem until the 1990s. Though the topic has received more attention from researchers in areas like as business and management, psychology, and organisational behaviour since then, there is still a scarcity of critical academic literature on the issue. Defining involvement and outlining its scope is a challenging and time-consuming task.
[bookmark: _Toc102595296]Drivers of Employee Engagement

It's no secret that people are crucial to a company's success. Aside from that obvious reality, the future workforce has come to expect more from their employers and work environment. Engaging employees must be a major concern in order to recruit and retain talent. Value your employees, empower them, and trust them, and you will reap the benefits and positive effect of a productive, loyal, and collaborative team.
 In the next paragraphs I will explain the advantages of employee engagement.
One of the main drivers of employee engagement is that it’s cultivating passion. Organizations with healthy working environments do not use social stigma, stress, or fear to encourage people; instead, they depend on passion. Employee engagement and performance are heavily influenced by corporate mission alignment and a strong organisational culture. Employee engagement at the managerial level has a huge influence on team behaviours. Passion is contagious, and a leader's passion for their company's collective endeavour will motivate people to engage in their own job just as deeply.
The second advantage of the employee engagement is that is retaining talent. It is difficult to find the ideal personnel for the job, and filling such positions necessitates substantial resources. Making the most of your current talent pool, developing their capabilities, and finding a teaching moment after failure may feel difficult, but the time, effort, and danger of acquiring new employees should be viewed as considerably more difficult. Employee turnover is reduced as a result of an engagement strategy, saving time, money, and effort. Furthermore, there are significant advantages to keeping important historical organisational knowledge that a dedicated, long-term workforce may possess. It is critical to concentrate on measures to increase trust and employee engagement. Most team members will be less likely to quit if they believe they will be recognised for their efforts, have opportunities for personal growth, and understand when and why corporate change occurs. Retaining long-term talent is becoming a true competitive advantage as individuals learn from prior rivals and market events and are therefore well-positioned to foresee future competitive advantages.
Another driver of employee engagement is the boost of productivity. Productive employees perform more cooperatively, have a better understanding of business-critical workstreams, and are more inclined to prioritise pressing initiatives. They spend less time alone and spend more time talking with one another. They also have higher work satisfaction and are more connected with business culture. This creates a virtuous cycle in which they are more likely to be appreciated by the organisation and to obtain wage raises or promotions.
Furthermore, another benefit of the employee engagement is the lower absenteeism. When you're involved in your job and care about the company's success, you're more likely to show up to work. When a person feels appreciated and safe in their work, as well as involved in the company's mission, their internal accountability for delivery increases. Interestingly, it may also imply that they are more willing to take the occasional day off due to sickness without fear of repercussions. This is associated with speedier recovery and less sickness transmission to co-workers, resulting in greater team health. The odd day off can thus be a sign of strong employee engagement since it leads to decreased total absenteeism and is likely to offset considerably more significant concerns of long-term absence owing to burnout.
And this are just some examples of the benefits and drivers of the employee engagement. 
[bookmark: _Toc102595297]Evaluation of the diagnostic tools to measure engagement

With today's multigenerational and mobile workforce, business leaders confront unique hurdles in creating an engaged team culture that will drive their company's success. According to a Deloitte survey, 87 percent of firms regard engagement and culture issues to be one of their top difficulties, while just 12 percent of employees believe their company is great at effectively creating the desired culture. Also, another Gallup study conducted discovered that just 32% of the workforce is actually engaged, meaning that the remainder are either not completely engaged or actively disengaged. This causes issues for businesses because Gallup research have indicated that employee engagement has a direct impact on a company's bottom line. Businesses should search for measures to monitor and quantify employee engagement levels in order to ensure future success. Hence, I will evaluate and describe some tools that can be used to evaluate employee engagement.
First tool is the employee surveys. Surveys are the most often utilised technique for assessing employee engagement since they provide input on employee sentiments and opinions. The most successful surveys may be completed and submitted anonymously, increasing participation rates, and allowing staff to provide more honest comments. Using a third-party administrator (such as Survey Monkey) might also give employees more confidence that they can express themselves freely without fear of reprisal. A successful survey should be able to assist you understand your employees' motivations, interests, job satisfaction levels, and work relationship quality. Employees, for example, are frequently motivated by professional development, work/life balance, and community participation in addition to monetary incentives.
Also, HR tools are really practical. While surveying personnel once or twice a year is a fine place to start, it does not give real-time, continuous, or holistic input. As a result, businesses are increasingly augmenting periodic surveys with adaptable software systems that can collect and measure employee engagement year-round. Modern HR solutions enable you to collect feedback and analyse employee satisfaction while also managing your employees and their data by collecting survey findings in one location. More regular dialogues and feedback between managers and staff may be facilitated (and tracked!) with the help of performance management software. This helps to guarantee that everyone is pleased, on track, and working together to achieve individual, departmental, and company-wide objectives.
Social media is another way of measuring the employee engagement. With the growth of social media, employers now have another strong weapon at their disposal. Companies, for example, can watch Glassdoor ratings and reviews to gauge employee opinion. An internal social media network, such as the corporate intranet, that allows workers to publish ideas and participate in discussions is also beneficial. This allows managers to have a better understanding of their staff' morale and the broader business culture.
Furthermore, exit interviews is a must to achieving a good knowledge of employee engagement. It is vital to ask the correct questions through a well-designed engagement survey, but it is also necessary to ask the difficult questions about why workers, particularly high performers, choose to leave the organisation. This useful input can assist in identifying areas for development in order to recruit and keep the greatest, totally engaged super star personnel. Many experts recommend combining a written questionnaire with an exit interview during the employee's final week on the job, as well as a follow-up phone call a month or more after they depart.
[bookmark: _Toc102595298]Strategies to raise levels of engagement.

The demand for increased engagement is urgent. Recent surveys indicate that it is on the rise, but the overall situation remains poor. According to Gallup data, just approximately 34% of UK workers and 13% globally report being engaged at work. Those figures translate into more than simply a lack of smiles in the lunch time. Productivity, customer service, and profitability are all linked to employee engagement. According to the Hay Group, a management consulting firm, enterprises with high levels of employee engagement grow their income 2.5 times faster than those with low levels. 
Some strategies to raise the levels of engagement are simple such as giving individual attention to the employees with 1 to 1 chatting sessions between managers and employees. Provide training and coaching as the more the employee feels the company is investing in their future, the higher the level of engagement will be. Listen to the employees and try as a manager to serve others is another strategy to raise the level of engagement. 
[bookmark: _Toc102595299]Conclusion

A variety of things might obstruct genuine engagement. These include organisational turmoil, management distrust, job market uncertainty, and a lack of connection among workers and teams. Organizations that attempt to purchase their employees' passion and devotion, on the other hand, are likely to be disappointed. While more compensation and better benefits often boost a worker's pleasure and overall contentment, engagement experts believe they don't genuinely promote engagement and the additional effort that comes with it. 
An organization and every type of business needs to have at hart these drivers, tools and strategies as employee engagement needs to be a fundamental measure for the prosperity of a business. 
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