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[bookmark: _Toc76578068]Introduction
Following my chief executive's online conference, I have been tasked to write a report about how our company can engage its employees to motivate them and improve their productivity. The Covid-19 pandemic, first diagnosed in late 2019, made the World Health Organisation (WHO) recommend restrictions that can help mitigate the Coronavirus (World Bank, 2020). The Covid-19 restrictions that our company has already adopted include working from home, flexible working time, and favourable job designs. Since the company has never measured employee engagement before, the change of operations has negatively affected it. Thus, there is a risk of the company losing out on its viability if it does not improve its employee engagement during these challenging times caused by the Covid-19 pandemic. This report looks at the concept of employee engagement, drivers of employee engagement, diagnostic tools to measure employee engagement, and employee value proposition, which the company can adopt and implement to enhance employee engagement. 
[bookmark: _Toc76578069]Concept of Employee Engagement
According to Sun and Bunchapattanasakda (2019),  employee engagement is a human resource concept that seeks to improve worker enthusiasm and dedication towards the job while at the same time considering employees well- being outside the job. Saks (2019) believes that employees perform best when they are in the right state of mind and when they are motivated at their workplace. There are various methods that human resources at the workplace use to motivate their employees. For instance, human resources recognise high-performing employees and effectively reward them. Consequently, human resources provide a conducive work environment to enable employees to accomplish their tasks effectively. 
Various employee needs, including satisfaction, physiological esteem, and job security, are achieved through employee engagement (Osborne and Hammoud, 2017). When an organisation provides the necessary tools and resources to support the employees' work, they quickly accomplish their tasks and feel satisfied. Satisfaction is crucial because it motivates the employees to work extra hard to achieve more personal milestones and organisation's goals. Secondly, when the employees are effectively remunerated for their work, they also get motivated to work harder. Besides, the salary benefits enable them to meet other personal needs like food, shelter, and clothing. Lastly, when the employees are confident that their job is secure, they spend most of their time accomplishing the organisational goals and not thinking or searching for a better and more secure job. 
[bookmark: _Toc76578070]Drivers of Employee engagement
Antony (2018) asserts that many factors motivate employees and drive them to work hard to achieve their own objectives and those of the organisation. Some of the drivers that would be discussed in this section include mental and physical well-being, employer-manager relationships, fairness and safety, learning and development, co-worker relationships, and organisational values and purpose. If the above-mentioned drivers are employed effectively, employees get enthusiastic about achieving their organisation's goals. 
Mental and Physical Well-Being: According to the CIPD 2019 report, approximately 37% of employees seek out sick offs from work-related stress (CIPD, 2020). Many organisations concentrate so much on employees achieving their objectives and forget to give their employees time to relax and refresh. Shaik and Makhecha (2019) observe that most organisations fail to adequately achieve their objectives because they overburden their employees with work. The employees get exhausted or reach a point where they can no longer deliver the best results in their tasks.  Shaik and Makhecha (2019) suggest that the best way to enhance employee engagement is by ensuring work-life balance. Employees need to be given time off work to have time with their families. Also, according to Shaik and Makhecha (2019), the best way of ensuring work-life balance is through the adoption of a French law that states that organisations should have specific times when workers cannot engage with emails. 
Employee- Manager Relationships: Employees' relationship with their managers is a crucial driver of employee engagement in most organisations (Alrowwad et al., 2018). Alrowwad et al. (2018) asserts that when the employee-manager relationships are open and positive, the employees get passionate about working for the organisation. However, when the relationships are one-sided, with the managers the only ones being listened to, employees get demotivated, and they only do the bare minimum that their job requires. The function of employee engagement should not only be a function of the company's CEO alone. Employee engagement should involve all managers and employees at different levels of the organisation to be effective. The managers need to be trained on the best ways to engage the subordinate staff. Besides, the managers need to be empowered so that they outline what is supposed to be done in employee engagement and take a fundamental role in implementing the ideas.  
Fairness and Safety:  Fairness and safety is a simple employee engagement driver, yet very complicated to implement effectively. Fairness involves employees getting what they deserve without any form of discrimination or favouritism. Fairness holds that all employees need to be given equal opportunity to progress their careers. According to Antony (2018), when an employee is denied a chance to be promoted yet he/she rightfully deserved the promotion, the employee gets demotivated loses the passion for working hard. Besides, unfair promotions in an organisation bring about organisational conflicts among employees, making them not go the extra mile to achieve the organisation's objectives. Therefore, the company needs to adopt fair treatment measures to enhance their employees' trust and create a conducive environment for work. On the other hand, the company needs to make their employees' contracts permanent, pensionable, or long-term. This is because job security makes employees concentrate on their tasks rather than seeking more secure jobs elsewhere. 
Learning and Development: Employees usually do not like to stagnate at one point in their career for long. They need to progress (Antony, 2018). Therefore, an organisation that provides learning and development opportunities for its employees motivates the employees. There are various avenues that organisations can employ in delivering learning and development opportunities for their employees. First, the company can create more vacancies to accommodate their employees who have improved in skill and knowledge. Second, the company can organise training sessions at specific intervals to enhance the skills and expertise of its employees. Lastly, the company can provide new learning experiences like new job requirements and responsibility for its employees. The act of employees progressing in their careers through learning and development is a crucial employee driver that the company should adopt. 
[bookmark: _Toc76578071]Diagnostic Tools to Measure Engagement
Diagnostic tools to measure employee engagement refer to means and mechanisms that an organisation can employ to gauge their employees' motivation and satisfaction (Al-dalahmeh et al., 2018). There are several diagnostic tools to measure employee engagement. However, this section will only concentrate on a few, including employee surveys, Human resource software, social media, and exit interviews.  
Employee Surveys: Employee surveys are an outdated means that organisations use to measure engagement in their firms. Employee surveys involve anonymously getting employees' views on critical issues that affect them in the organisation. For instance, an organisation can formulate a questionnaire with specific questions like how satisfied are the employees with their work and whether they would vacate the company if another company seeks for their services. Albrecht et al. (2018) believe that employees would not answer such critical questions if there is a risk of them being implicated for their responses. Thus, it is prudent that when the company carries out employee surveys, they do it anonymously to encourage employees to give rightful answers. Although employee surveys help organisations gather crucial information about their employees, they fail to get the information more frequently and systematically. This is because the surveys are carried at specific intervals like twice or thrice every year. 
HR Software: The use of HR software to measure employee engagement in a company effectively solves the shortcomings of the employee surveys (Whittington et al., 2017). Whereas employee surveys gather employee feedback once, twice or thrice every year, HR software provides a platform to collect the information more frequently and systematically. Analysis of HR software data helps organisations know their shortcoming about employee engagement and correct them early enough to prevent more severe consequences like high employee turnover. Besides, unlike employee surveys, HR software provides a platform whereby employee engagement data are stored in one place. Also, the data is easily synthesised into important information that the company can use to make important decisions that positively influence employee engagement. 
Social Media and Intranet: Social media platforms, including Facebook, Twitter, Instagram, Snapchat, Pinterest, and Tik Tok, can provide more information about how their employees think of the organisation. Some employees resort to posting their happiness or frustrations online. Such information can help the company measure how its employees are satisfied with the organisation. Consequently, the information can help the organisation formulate more employee-oriented policies to help raise the morale of their employees. Alternatively, the company can use their intranet to collect their employees' views and engage them accordingly on matters that involve work (Whittington et al., 2017). 
Exit Interviews: Exit interviews are another important tool to measure employee engagement in a firm (Albrecht et al., 2018). It is important that a company reaches out to the exiting employees and asks them critical questions on why they have decided to exit the organisation. The company should encourage the exiting employee to be brutally honest in their opinions so that they get the correct picture of their employees' satisfaction with the organisation. The company should take advantage of the positive responses and improve on the negative responses to strengthen its position on matters regarding employee engagement.  Besides, the company can organise with the exiting employees to talk with the rest of the employees. This would ensure that the confidence that the employees had in the company remains intact. 
[bookmark: _Toc76578072]Employee Value Proposition
Employee Proposition Value (EVP) refers to the value an organisation offers to employees in exchange for the skills, knowledge, and experience they bring to the company (Mascarenhas, 2019). The benefits that employees get in exchange for their skills and capabilities are integral in motivating or demotivating. When employees are effectively recognised and compensated for their work for the company, they feel they belong to the organisation. Thus, they go the extra mile in performing the organisation's tasks. On the contrary, when the value that employees get from their organisation does not match their skills, capabilities, and knowledge, they work less or seek greener pastures elsewhere. Figure 1 below illustrates how the needs of the employees and those of the organisation intersect to develop employee proposition value (EVP). 
[image: 9 Employer Examples of EVPs | Workology]
[bookmark: _Toc76578073]Figure 1: Employee Proposition Value
Source: (Mascarenhas, 2019).
The company depicted in the task description wants to enhance their employee engagement so that they remain viable and competitive. On the other hand, the employees, based on the ideas and analysis of this paper, want to have a conducive work environment, be compensated appropriately, have a balanced work-life balance, be treated fairly and be guaranteed their job security. Besides, the task also analyses various strategies to raise employee engagement, including surveys, HR software, and intranet. As such, the company's employee proposition value would be: 
"Our mission is to create a conducive work environment where employees are treated fairly, renumerated accordingly and given time off work to relax and rejuvenate."
[bookmark: _Toc76578074]Conclusion
Employee engagement is vital in motivating employees and making them be contented with their job. There are various ways that organisations can use to raise employee engagement, and they all vary from one organisation to the other. Thus, it is important to ensure that the company understands its employees' needs before selecting the best strategies to engage them. This paper looked at various employee engagement issues, including the concept of employee engagement, drivers of employee engagement, diagnostic tools to measure employee engagement, and the employee proposition value that the company mentioned in the task description can use to positively impact the company's viability. The report found out that the major drivers that the company should consider to raise their employee motivation include employee-manager relations, learning and development, and work-life balance. 
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