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The purpose of this paper is to write a report based on the scenario given on the concept of engagement in the workplace, a concept that helps improve performance in the workplace and the well-being of the employee. The head of a company, from the scenario provided, participated in an online conference with the subject that highlighted the role of the engagement in the workplace. It was discussed the importance of engagement in the workplace and, how it leads to an improvement in the quality of work of the employee and his well-being. The company has just started to consider the concept of employee engagement, in the past the company did not measure employee engagement, but in the light of relatively recent events related to COVID 19, the company's management tried to understand and apply these concepts. Thus, in this sense, measures such as flexible work, work from home, a Covid 19 safe environment and job design / restructuring roles were considered and applied. The head of the company considers that there is still a low level of employee engagement that has a detrimental impact on company viability. Therefore, it demanded that a report to be made, that will review concept and drivers of employee employment, evaluate diagnostic tools to measure engagement, construct an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement. In the end a conclusion will be provided.
[bookmark: _Toc81494941][bookmark: _Toc81608057]Engagement in the workplace

[bookmark: _Toc81494942]According to CIPD (2021), employee engagement has been defined and understood differently over time. On the one hand, the revived Macleod (2009) found up to 50 definitions, such as that of Kahn who considers employee engagement to be the interaction between the physical, emotional, and cognitive expression of individuals with their work. It is described as an inner state of being that is related to behaviour, such as the state of moving forward. The academic literature considers that employee involvement is in fact a psychological state that employees experience and differs from the quality of the job, the management action, or the behaviour of the employees.
On the other hand, CIPD (2021) considers that a more comprehensive and concise definition is the one given by occupational psychologists at Utrecht University, who see involvement as a possibility for better decision-making. Researchers define the term employee engagement as a state of mind in which rather than being burned out, they demonstrate dedication, absorption, and vigour at work.
The former Campbell's Soup CEO, Doug Conant, best concluded the idea of employee engagement considering that to win the marketplace, you must win first in the workplace (Kruse, 2021).
1.1 [bookmark: _Toc81494943][bookmark: _Toc81608058]Review of the concept and drivers of employee engagement
 
HR management and the CEO of the organisation, the management team are responsible for ensuring not only efficiency in the daily work in physical format of employees, but also in aspects related to their emotional and mental involvement in the process of development and support of the company. The company must ensure that employees are committed to the company culture and values and that they can contribute in a real and positive way to achieving organizational goals (ONESMUS KAMAU AND MUATHE SMA, 2016).
In 2010 the main engagement drivers were human resources / personnel practices, the organization's reputation, brand alignment, recognition, career opportunities. The economic recession has been a stimulus for employees, they have become more interested and concerned about the company and what it represents and consistency regarding the daily reality of work and the value proposition of the employer. In 2009, salary and management performance were replaced by human or human resource practices and organizational reputation (Madhura Bedarkar & Deepika Pandita, 2014).
According to De-la-Calle-Durán et.al (2021), with the advent of the Pandemic, the situation changed in terms of the relationship between the employee and the workplace. A difficult context for both employers, human resource management and organizations. Significant changes have occurred in the context of the pandemic since the application of new policies regarding employee safety, as well as the implementation of remote work. These factors have contributed to discomfort for employees, especially in terms of psychosocial risks caused by isolation, separation of work from private life but also technical difficulties regarding the virtual connection to the workplace. It is increasingly difficult for the employer to handle workforce issues, as it must take care of both the employee's mental health and the new health protocols. The higher the financial losses for companies, the more they began to prioritize psychological needs and employee engagement issues. This makes employees more involved in the well-being of the company, where it is essential in the growth and economic maintenance of the organization. Thus, employees must be skilled and resilient. Although relatively little is known about how to approach employee engagement.
De-la-Calle-Durán et.al (2021) mention that here are 5 essential factors that have an influence and strengthen the commitment of employees such as:
1. Communication, through the employment and participation of employees
2. Cultivation, through schemes and development solutions in favour and for employees
3. Trust: through efficient and practical management, but also through the safety and health of employees
4. Compensation: through an active reward of the employees' efforts and through an additional monetary or social aid, in these delicate moments
5. Conciliation: the balance of the relationship between private life in the family, flexibility and work gained a much more special meaning during this period.
The 5-factor model helps to strengthen employee engagement in COVID-19 times and is a complementary and not additional approach to organizational health and well-being.
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According to the study conducted by Kamu & Sma (2016), employees are considered metaphorically speaking, the key to a good functioning of the organization and the engine through which it works. There is a global growth of talent in the market, so companies are struggling to attract the best and most talented candidate. Although there is a possibility that even though employees are talented, this does not necessarily mean that they are also passionate about their work. Therefore, employee engagement cannot be measured by a specific process or by a single instrument, it is a complex process that considers several factors that require response, such as the interrelation of employees with the organization, what employees feel about the company and its culture. What impacts do external factors have (covid 19 would be an example) on internal factors (level of involvement influenced by other changes, e.g., working remotely). How to determine the level of engagement depending on the behaviour of employees (Workplace from Facebook, 2021).
To feel supported and perform well at work, employees must receive positive feedback from the management team. In addition to positive feedback and recognition of their work, employees must be allowed to choose the pace of work and to have confidence in their work skills, ie to be granted an autonomy of work. At the same time, employees should not feel overwhelmed by their work. Employee engagement motivation is primarily driven by individual factors such as how individuals identify as people both professionally and personally, as well as the individual's ability to manage their behaviour in such a way as not to distract to his main objectives (CIPD, 2021).
According to the CIPD (2021), although there are several ways to measure engagement through questionnaires, many of them are not according to scientific standards or even tried. The most reliable method is the one offered by Utrecht labour scale, which bears the commitment label. CIPD (2021), recommends besides this questionnaire, optimally established measures regarding the effective organizational commitment, work motivation and organizational identification.
The analysis of people, of staff becomes vital for an organization, especially when it gains proportions. The way employees behave is closely related to their motivation to engage. Although the analysis is good, the measures used can still cause problems (CIPD, 2021). However, the scale from 1 to 5 is important, it is not enough, it is necessary to include questions that denote, to allow employees the opportunity to express themselves about how much they appreciate and enjoy their role in the company if they will recommend the company of acquaintances or if they want to stay. Thus, the survey will help the company not only identify how satisfied they are with hiring on a scale from 1 to 5, but also identify how involved they are in the company and what can be done to change and improve their engagement (JobHoller, 2021).
According to Tynan Barton (2016), another method used by companies to measure employee involvement is the Pulse Survey. This is different from the traditional one, in that it not only collects data that will be used later to measure engagement but demonstrates that this type of method is one that really helps the employee to interact, to communicate with the management. The Pulse Survey is frequently conducted through questions to employees every two weeks or once a month and consists of one or two questions related to a recent change in the company, suggestions for improvement or opinions related to management.

[bookmark: _Toc81494945][bookmark: _Toc81608060]1.3 Strategies for increasing employee involvement levels (employee value proposition)

EPV is defined as a set of associations and offers offered by the company, in exchange for personal values, skills, experiences and the capacity that the employee brings to the company. EPV must be and is a company-focused approach that is aligned with the company's strategies. EPV must be relevant, unique, and compelling to attract and retain talent.
Considering the events surrounding Covid-19, although the company has tried to implement elements related to employee engagement and employee wellbeing such as working from home, covid 19 safe workplace, job design and flexibility, there are still aspects that could be improved. such as the implementation of the Pulse Survey methodology or the Utrecht scale, but also of the positive feedback, related to the improvement of the work and the commitment of the employee, as shown in this report. The company needs to support the employee more to have a balance in terms of the relationship between work at home and family life. At the same time, the individual's work and acceptance incentives should be encouraged through Inclusion and Diversity methods, which bring an enormous benefit to the company (CIPD, 2021), the employee should be seen as the one without whom the company cannot progress. The culture and values ​​of the company should be those of the employee, and the communication between management and the employee should be the key that moves the company. It is therefore recommended that the company's EPV be as follows:
Our company culture and values ​​are what we are, therefore, we consider that a friendly environment in which the employee can develop is vital, because if our employees are happy, creative and themselves, then the company will also benefit. We want those who work for us to imprint their values ​​and culture in the environments they come from because we strongly believe in diversity and inclusion, as the engine of the world's functioning. And although Covid 19 has affected the usual routine, we put the employee's safety above anything else, so we have created a support line through which our well-being counsellors will help you finding a balance between personal life and work. The leadership team will be with you at every step, and your ideas will be considered. Together we can make a better world!

[bookmark: _Toc81494946]


[bookmark: _Toc81608061]Conclusion

This report tried to explain the importance of the concept of employee engagement, but also to emphasize the value of the employee for the company. Diagnostic tools to measure engagement were discussed, especially in the situation when the company's work in this scenario is carried out in part due to the Covid 19 pandemic, solutions were given for the problems that arose. Finally, the meaning of EVP and a fictional EVP were explained, based on the given scenario but also on the points reached by the report.
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