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1. INTRODUCTION


Creating a workplace that actively encourages a level of happiness benefits both the individual and the organisation. There is now a far larger awareness and implementation of holistic approaches to health and well-being in many places of work. The health and well-being agenda is clearly on the agenda, but many organisations have yet to fully embrace it (CIPD, 2021).
Investing in employee well-being may lead to enhanced resilience, improved employee engagement, reduced illness absence, and increased performance and productivity. Because they are not integrated into the daily operations of a company, well-being programmes typically fail to achieve their full potential. Employee well-being priorities must be integrated into an organization's culture, leadership, and people management if they are to have any genuine impact (CIPD, 2021).
This report has as focus the workplace engagement concept as: the employee engagement is improving the performance and the employee wellbeing. Furthermore, there will be analyses the engagement diagnostic tools and discussed the employee value proposition. 


2. Workplace engagement

2.1. Engagement Definition
Employee engagement refers to how much a person enjoys working for a firm and feels a connection to it. In terms of how committed employees are to the firm and how much effort they're willing to put in, this is a good sign to look at. Motivating employees depends on the actions of managers and supervisors. Leadership, managers, and/or human resources teams, according to many workers, are responsible for determining whether or not their staff are engaged (L.Crosswell, 2021).



[image: ]
Fig.no1: Workplace engagement
Source: V.Meancham, 2021

2.2. Employee Engagement concept. Analysis

The concept that report will analyse is: employee engagement is improving the performance and the wellbeing of the employee. This concept will be analysed taking in consideration the Covid-19 pandemic phenomena which is within employee and employers’ lives from 2020. 
Covid-19 epidemic is on top of business agendas due to health and safety concerns. Social distance is essential to preventing the transmission of disease among co-workers. Additionally, it's important to protect people who work on-site, such as health and social care workers, while encouraging them to work from home (CIPD, 2021).
The virus outbreak has a significant influence on everyone's health and well-being, particularly their mental health. According to the results of our 2021 Health and Wellbeing at Work Survey, over 80% of firms were concerned about the impact of COVID-19 on the mental health of their employees.
Engaged employees are those that are enthusiastic about what they do and have a strong desire to succeed in the workplace. To define engagement as anything other than a fleeting emotion or mental state, we must consider it as a more widespread and long-lasting affective–cognitive state.
Workers are feeling the effects of the COVID-19 health crisis. Moreover, many firms have started emphasising the demands of their workers' psychological well-being over the needs of their business because of the lockout. However, in the event of a pandemic, companies will need their staff to be both skilled and resilient in order to accomplish the agility and resilience necessary for corporate health (J.Environ, 2021).
There are many factors that can contribute to employee engagement, but this article focuses on particular actions that firms can take to attain it. Because of this unique circumstance, which impacts employees in all industries throughout the world, this study looks at the most important factors influencing employee engagement in the present health environment.
L.Brunet (2014) asserts that a company's psychological climate and the environment in which its employees work have a significant impact on their employees' ability to perform at their best. There is a correlation between the health of a company and its employees' level of contentment. Organizational well-being and employee engagement are also connected to a company's capacity to achieve its stated objectives (M.K.Lindell, 2004).
When it comes to employee well-being and productivity, a workplace that encourages employee engagement—energy, involvement, and effectiveness—is beneficial. Improving employee well-being is essential from both a short-term and long-term viewpoint for sustaining high levels of dedication (I.T.Robertson, 2010).
An agreed-upon definition for employee engagement is still lacking. The scholarly literature on employee engagement is still lacking, despite the fact that it has become a popular topic for specialised publications and consulting firms in recent years. In the current state of knowledge, some of the best examples of employee engagement are defined as the employees' positive emotional connections and dedication, including their participation and involvement in their work.
There is a huge challenge in comprehending engagement regardless of the approach used, whether it is a trait (positive perspective of life and work), condition (feelings of energy, absorption), or behaviour (extra-role behavior). Because of this, employee involvement has been described in a number of ways.
Involved employees show their actual selves through their physical participation, cognitive awareness and emotional links to the organisation.
According to a new perspective, burnout is the polar opposite of participation. The Utrecht team conducted a research that focused on "work engagement" rather than "personal engagement," and the results showed that motivated employees outperformed their less motivated counterparts in terms of productivity (W.B.Shauffeli, 2013).
Employees are more engaged when they are happy and excited about their jobs, according to the satisfaction–engagement idea. Communication between management and employees is essential to fostering a culture of employee engagement. D.C.Durán, M. Carmen, J.L.R.Sánchez, (2021) defines engagement as being mentally present while doing a professional task. Effective communication is essential for this management. T.J. Ericson's theory holds true, even though the link between job satisfaction and employee engagement is only apparent when all other relevant factors are taken into consideration together (2005).
An employee's positive attitude toward the organisation and its principles is referred to as "employee engagement" by D. Robinson (2004). When these projects were completed, efforts were undertaken to address the issue of employee participation.
Also in 2015, the term "multidimensional" was developed by W.B. Shauffeli based on A.M.Saks (2006) work that distinguished between "job and organisation" degrees of participation, thereby proposing that the idea of engagement may have several focuses. This approach is based on the work done by W.B.
Employee engagement has been defined as an emotionally positive and purposeful state of mind characterised by vigour, dedication, and absorption, all of which are linked to a person's level of involvement, enthusiasm, and pride in their work, according to research on how employee engagement has evolved over time.
It's more of an ongoing emotional–cognitive state than a transitory feeling associated with a specific object, event, or the acts of an individual (D.C.Durán, M. Carmen, J.L.R.Sánchez, (2021),.


3. ENGAGEMENT DIAGNOSTIC TOOLS
According to F.Jackson (2021), a specialist in the industry, employees who are actively involved in their job have a positive attitude on life. They're more likely to help a new hire become settled in the job by doing things like that (without being asked). When someone is in a state of flow, time seems to fly by because they are so absorbed in what they are doing.

3.1. Surveys
When it comes to finding out how engaged your workers are, an employee engagement survey and driver analysis are the best options. The company may run a poll to acquire data on the most important factors that affect employee engagement.

3.2. Driver analysis
Another method is to use a statistical technique called a driver analysis to determine the relationship between various elements.
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Fig.no2: Driver Analysis
Source: questionpro.com, 2021 
Regressing all questions on a single dependent variable is required for Key Driver Analysis. All other questions, including regular feedback and promotion processes, should be regressed against this one all-encompassing question after all the data has been gathered. When we speak of the dependent variable, we mean exactly this (S.Lee,2021).
Our analysis of the report will include a search for patterns that indicate a causal connection. If 60% of respondents say that "my supervisor does not offer me with frequent feedback" and that they have low job satisfaction, it is likely that leadership is a big influence in their work happiness. 
In order to improve employee engagement, it is necessary to first measure the current degree of employee involvement. We need more than a hazy sense of how our employees are feeling if we want to know what factors lead to employee engagement. "Have leaders at your organisation transmitted to you a vision that motivates you?" is crucial to understanding what drives engagement because it's an end measure. and the inquiry into whether or not one is given the chance to develop abilities in keeping with one's aims.
Driver analysis may be used to identify the most significant relationship between engagement and each of these metrics. Identifying and addressing the "drivers" of employee engagement might help increase it more effectively. People are more inclined to become involved if they provide a favourable response to a question about growth and learning.
It's easy to get lost in the minutiae of analysing survey results. If you're looking for a solution to a really specific problem, this method can be quite helpful. It's not going to help in the long run, in terms of things like employee satisfaction.

4. Employee Value Proposition (EVP)

4.1. Employee Value Proposition. Definition 

                                  [image: Reward in the employee value proposition | Paydata]
Fig.no3: Employee Value Proposition
Source: Google.com
"Employer value proposition" (EVP) is a term used to describe the company's core values, as well as what it can provide its employees. The psychological contract outlines the expectations, beliefs, and responsibilities of both partners(CIPD, 2021).

4.2. Employee Value Proposition. Analysis
Instead of a single value offer for the entire firm, segmentation is becoming increasingly frequent in specific organisations. Employee segmentation isn't like consumer segmentation in that there is no one-size-fits-all strategy. It's possible to customise an employment relationship to the needs of a diverse workforce by dividing the overall proposal into various value propositions for different employee groups. Employee resource groups for black and ethnic minority employees are an example of a focused technique for ensuring the representation and voice of varied groups of employees (CIPD,2021).
International organisations must decide whether or not to market a single employer brand and value proposition across all industries. Taken into consideration cultural differences, global brand principles may need to be interpreted differently in different places. Mergers and acquisitions, for example, can have a significant impact on both the people and their company. Rethinking employee value proposition following such changes is likely since many employees may feel helpless and locked in a job they didn't choose.

4.3. [bookmark: _Hlk92087758]Key functions of  value proposition of precedent ideas implemented  because of COVID-19:

Focusing on employees wellbeing and health there was put in order the working from home strategy and flexible working time. Providing radical flexibility to employees means giving them alternatives within pre-established team constraints, deciding which duties in a function are flexible, and coming up with flexible solutions that have been put to the test by supervisors.
Also restructuring the roles within the company and compensate the employees not only offered them empowerment but also help them stay motivated. The idea of making the work place comfortable and safe can only make the staff that the company empathise with their wellbeing and feelings. 

5. Recommendations 
 The workplace should set up systems to aid their employees' physical and mental well-being, such as counselling, an employee assistance programme (EAP), and access to occupational health services when needed. Managers must be provided the tools they need to discuss delicate topics with their staff and, if required, send them to professionals. All staff should be encouraged to practise self-care, including a healthy attitude about eating, relaxing, and getting adequate sleep (CIPD,2021). Inclusive work environments may be created by adding inclusion goals into daily tasks and training managers on how to gauge employees' confidence in the workplace through empathetic interactions. To advance in their careers, people will benefit from having access to objective career counsellors and the freedom to design their own professional growth strategies (S.Lee, 2021).
Setting clear expectations for employees' well-being at work is an important part of this, as is offering recommendations for managers on how they may aid their workers' mental health in the workplace.

6. Conclusion
To conclude, the engagement in the workplace can improve the performance and employee wellbeing. It's important to establish cross-organizational ownership of societal problem decision-making, to use peer coaching to keep employees accountable for taking personal action on social issues, and to prioritise those issues that are most aligned with the organization's aims. The relation between employees and company is bringing the profit and motivation.
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