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The employee engagement is one of the important concepts of the human resource management. It describes the level of dedication and enthusiasm felt by the workers or employees while performing their jobs. Engaged employees remain more focused on their work and believed that their efforts and activities are contributing towards the overall goals of the organization (Sun and Bunchapattanasakda, 2019). Engaged employees work within the organization for more than merely a paycheck, while considering that their actions and well-being are linked with the performance. 
The concept of employee engagement as a part of management theory begins during the last decade of the twentieth century. Various researchers found that there exists a direct link between the employee engagement and the financial health of the company and its profitability position. The engaged employees also develop an emotional connection with their job and responsibilities which eventually lead to better organizational performance (Mann and Harter, 2016). Under such situation, the employees are highly motivated to perform at the higher level. 
The situation of Covid-19 all around the world has forced most of the entities to shut their businesses and operate through online channels. ‘Work from home’ is the new trend that emerges from the event of lockdown situation all around the world. In such scenario, it become important for the top management to ensure the employee engagement so that the company could achieve the desired objectives. 
[bookmark: _Toc90829508][bookmark: _Toc92225944]Concept and drivers of employee engagement
According to Armstrong and Taylor (2020), engagement takes place when the employees are committed towards their work and are highly motivated to improve their performance for the betterment of the organization. The employee engagement can be defined as harnessing of employees and their work in a manner that they express themselves cognitively, physically, and emotionally during the performance of their activities. In the management of employees, the human resource department employs several strategies to uplift the potential and morale of the employees. The human resource management is responsible to ensure that the employees reach their full potential and contribute towards the betterment of the society. The major functions of human resource management include acquiring of employees through recruitment and selection, retaining them through payment and rewards and developing them through appraisal, learning, training, and talent development. The employee’s involvement is essential for the success of the organization as the workforce would get the sense of accomplishment.
During the global pandemic situation, entities all around the world have adopted measures such as flexible working hour, working from home, restructuring roles and responsibilities, and making the workplace safe for the prevention of employees from Covid-19. The techniques adopted by the HR managers for employee involvement results in the increased willingness among employees to act towards the achievement of organizational goals. The employee motivation theory often states that the employees are more likely to put their additional efforts when they are laid responsible for their work and gets feeling of self-accomplishment from their work. One strategy for the job enrichment among employees is to delegate some responsibility from the decision-making managers to the junior employees (Hook and Jenkins, 2019). It is popularly known as job loading factor which acts as a motivation for employees. 
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Figure 1: IES model of employee engagement (Armstrong and Taylor, 2020)
In order to increase the employee engagement, the management or the employees have to address concerns in relation with the engagement in both aspects of the business including organizational and job engagement.
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Popli and Rizvi (2016) evidenced that the employee engagement yield several individual-level outcomes as well as have a positive impact on the achievement of organizational goals. Some of the most important drivers of employee engagement include job resources as an antecedent of workforce engagement, management practices, employee recognition, actions and behaviour of immediate supervisor, supportive and teamwork environment, career development opportunities, and the payment of reward and benefits (Popli and Rizvi, 2016). In addition to the above-mentioned drivers of employee engagement, other drivers include employee input in the process of decision making, receiving formal appraisals, constructive feedback, and the implementation of programs for the development of employees. Close analysis of these drivers indicates that the concept of leadership management is critical in the employee engagement process within the organization. 
According to Armstrong and Taylor (2020), the drivers of employee engagement are discussed in brief below:
· Challenges in the job of employees: This occurs when there exists high workload and the job responsibility is broad. This increases the engagement because it requires larger efforts for the accomplishment of personal growth. 
· Feedback to employees: Directly communicating the past performance and the future expectation of the organization from the employee is expected to drive the employees for preparing themselves so that they can deliver the desired results. It also results in enhanced level of employee engagement. 
· Autonomy: The level of autonomy provided to the employees also drives the employee engagement. Freedom, discretion, and independence gives a sense of ownership among employees while scheduling their work enables them to exercise control over the work outcome. 
· Development opportunities: Growth opportunities are considered to be one of the most important driving factors as they provide meaning for their work and give a sense of fulfilment among the employees.
· Rewards: Recognition and rewards involves both direct and indirect returns expected by the employees while performing the activities of the business. 
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Measurement of employee engagement is essential in today’s world due to the impact of coronavirus pandemic situation. Low level of employee engagement may result in the lower profitability of the business due to the difference between the objectives of employees and the employer. In order to improve the employee engagement, the first step is to measure the level of employee engagement within the organization. Some the tools that can be used for measuring the level of employee engagement are discussed in brief below:
1. Establishment of well-defined employee engagement goals.
This method of measuring employee engagement involves setting up of standards or benchmark to distinguish between the engaged employee and disengaged employee. However, these benchmarks may be qualitative or quantitative. The goals should be such that the employers would be able to identify how close the employees are in reaching the pre-established goals or benchmarks. Some of the examples of employee engagement benchmarks include:
· Absenteeism of employees.
· Employees feels that the higher authority should recognize and consider their opinions. 
· Average employee net promoter score of 8 and above. 
· Employees seek career development opportunity and professional growth at the current job. 
· Level of employee retention rate may also help in understanding the employee engagement levels. 
2. Use of pulse surveys
For measuring the employee engagement, pulse surveys are good for consistent, quick, and gaining actionable insights. Such surveys are focused on a particular type of questions. This type of measurement technique is often used for understanding the well-being of the employees (Kumar and Pansari, 2015). It is of very short length and relate to simple but meaningful questions. Generally, pulse surveys include questions regarding satisfaction question, opportunity questions and the alignment questions. During the pandemic period, employees and management are relying on the e-mail service for communicating and interacting with one another. It also helps in streamlining the feedback process from the employees. 
3. Calculating eNPS of the employees
Employee Net Promoter Score is often used by the employees who prefer quantitative method of measuring the employee engagement. It involves getting a more precise numeric engagement score than the qualitative method of measuring performance. The employee net promoter score is calculated by finding out the difference between the most engaged employee and the least engaged employees. It enables the management to gather feedback from the employees. 
4. Setting up of individual virtual meets
This enables the organization to obtain more detailed and meaningful employee feedback from the employees and measure their level of engagement through a simple and straightforward manner. It helps for the up liftmen of morale within the employees as it ensures that the employees are being heard within the organization. One-on-one meeting is also an important method for obtaining qualitative feedback. 


5. Checking employee retention rate 
Engaged employees are more likely to stay with the company whereas disengaged employees are easily persuaded by alternative job offers. Job retention rate is highly important for the organization as the company with low retention rate is avoided by the new candidates. The job security is one of the most deciding factors among employees for working in a particular organization. Thus, employee retention rate can also be used to measure the engagement level of employees. 
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The EVP represents the unique set of benefits, which are received by the employees for the capabilities, skills and experience brought by them to the organization. It is used to define the uniqueness by explaining why people are proud and motivated to work for a particular company. A good employee value proposition is a combination of all rewards and benefits provided to the employees from the company for performing their jobs (Goswami, 2015). Some of the important things that make up a compelling EVP include job stability, compensation, work-life balance, respect, location, development opportunity and personality growth. It also reflects the values of the company and the employer brand strategy towards the talent acquisition.
Efficient communication in employee value proposition has become essential as it becomes harder for the organization to acquire best talents. The Human Resource Management are focusing more on planning strategies for communicating the employer brand and their EVP for acquiring present and future candidate requirement (Torrington et al., 2020).
[bookmark: _Toc90829512][bookmark: _Toc92225948]Strategies for increasing the employee engagement level
Employee disengagement can cause serious harm to the organizational profitability and productivity. Low employee engagement level results in the downfall of entities productivity in most of the sectors. The Human Resource management team is often responsible for measuring and solving the issues in relation with the employee engagement problems. Poor employee engagement may result in a real dent in profitability and productivity of the company (Mone and London, 2018). Some of the strategies for improving the level of employee engagement within an organization are discussed in brief below:
· Communicate regularly: Communication is an essential tool for establishing relationship among the individual within the organization. Matters relating to the roles and responsibilities of the employees should be communicated regularly and their queries must be resolved. It will give them a feeling of being heard which will act as a motivation (Osborne and Hammoud, 2017). 
· Investment in well-being of employees: Previous research have indicated that there is a link between the employee engagement and the well-being of the employees. The organization must invest in improving the well-being of employees through development of healthy workplace, employee assistance program, promoting healthy eating and exercise, and training mental health first aiders would result in improving the staff well-being (Taylor, 2018).
· Inviting Feedback: This can be done using surveys or one-to-one meeting. Feedback helps the management to understand the expectations and needs of the employees and taking necessary steps to change the organizational culture for the betterment of the company. 
· Defining company’s aim and sharing it with the employees: It involves defining the vision and mission of the company. The defined vision must be shared with the employees so that they can align their personal objectives with the organizational goals. 
· Recognizing and Rewarding Good work: The management shall lay emphasis on rewarding the employees publicly for better work. It will serve as a motivational factor for the employees to work hard and engage themselves towards the objectives of the organization. 
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From the above discussion and evaluation, it has been found that employee engagement is essential or the improvement in the productivity and the profitability of the company. There are several methods that can be used within an organization for measuring and improving the employee engagement level. Measurement of employee engagement level can be done through establishment of well-defined organizational goals, pulse surveys, calculation of eNPS, organizing individual virtual meets and the evaluation of employee retention rate. The strategies for increasing the employee engagement include regular communication of responsibilities, investment in well-being of employees, inviting feedback and rewarding the deserving candidate. 
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