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ABSTRACT
During pandemic, the safety and well-being of employees is the top priority of the organization. When the health of employees and their families is threatened, they cannot concentrate on their work. Therefore, when the pandemic case began, the key questions companies had to resolve were whether one employee was safe and whether the next employee could perform important tasks. The company must monitor the situation, provide a safe workplace, and provide employees with 
the support they need.
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Engaged employees were observed to be aware of the business situation, liaising well with their peers to improve the performance of their work for the benefit of the organization. The concept of employee loyalty has changed in the 21st century modern talent background. Today's employers have demonstrated the attitudes, behaviours, and performance loyalty of their employees since the beginning of the term of service. In the county level knowledge economy, where human resources are the deciding factor, it is more important to increase employee loyalty to create market differentiation and competitive advantage. This will improve employee relationships, talent retention, and productivity among employees, as well as other forms of engagement for employees. (Choudhury & Mohanty, 2018)Employee involvement is very important in all organizations, because immersive employees will do their best to complete all work in the workplace. When employees do their best, it will ultimately help the company achieve its goals. However, most companies are not run by full participants. (MACORVA, 2019) Employee engagement is undoubtedly the most important indicator of organizations in the 21st century. Employee engagement directly affects the growth of the organization, the added value of the employee experience, and the employee's perception of the organization. The engagement challenge of HR professionals has a lot to do with how employees perceive their work experience and how they handle it within the organization. It has a lot to do with the mood that fundamentally promotes the company's ultimate success. Employee engagement business has a direct impact on organizational productivity. (Patro, 2013) Building a resilient organization and building and attracting lasting loyalty among the most talented employees is the key to success in today`s globalized economy.  Enthusiastic employees understand the business situation and cooperate with colleagues to improve work performance and seek benefits for the organization.  Organizations must strive to develop and promote participation, which requires a two-way relationship between employers and employees.  According to research, it can improve the performance of business by having dedicated employees. (Choudhury & Mohanty, 2018) Therefore, organizations have a focus on employee engagement and culture, rather than codifying all workplace, personnel and management practices that affect people engaged in focused work that is integrated throughout the employee experience. As a new contract between employer and employee, a productive and positive experience for employees emerged. 
 For the marketing and product teams to review the overall customer experience beyond customer satisfaction, HR is refocusing on creating plans, strategies, and teams that understand and continuously improve the end-to-end customer experience. For companies operating in a highly competitive global economy, understanding, and improving employee experience is critical. Providing an engaging experience helps companies attract and retain skilled employees. A strong employee experience promotes a strong customer experience.  As organizations shift to web-based team structures, the employee experience becomes more important and complex. (Flynn & Mazor, 2017)
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People today often have multiple managers and multiple roles. Leaders lack understanding, and cultural models are driven from the top down. But most executives cannot even define the culture of an organization, let alone how to spread it throughout the company. Compared to a few years ago, the world of work is very different and more complex. Today's employees work longer hours and can almost stay in touch with work through popular mobile technology. They usually work in compact, multifunctional teams, and these teams will soon attract new people. Flexibility, approval, development, and liquidity play an important role in defining today's business culture. Today's employees have a new focus on integrating goals, missions, and work life. According to research, many complex factors help improve employee engagement, including job design, management, work environment, development, and leadership. More than twice as many employees are motivated by enthusiasm for work rather than career ambitions, which shows that leadership should focus on creating an attractive and enjoyable work environment for everyone. (Solow, et al., 2015) Companies need a new approach. A comprehensive employee experience method that considers that all participants are based on culture and commitment in coordinating employee satisfaction and participatory well-being. Traditionally, human resources departments deal with issues such as employee engagement, culture, rewards, learning, and career development as separate, independent projects in various islands.  Each project has a senior human resources leader, a set of tools and diagnostics, and solutions to drive and measure change.   Human resources and business leaders face the need and opportunity to rethink the roles, structures, tools, and strategies they use to design and provide integrated experiences for their employees. (Flynn & Mazor, 2017)
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· Positive attitude and pride in the organization 
· Belief in the organization's products/services 
· Belief that the organization improves employee performance 
· Selfless behaviour motivation to be an outstanding team player 
· Understanding the overall award and a desire to go beyond work matters.
Employers must ensure that the employee development needs (including special needs of professionals) are carefully considered, and to evaluate the role of caring support staff, maintaining long-term employee benefits and organizations must work hard to prevent and minimize the impact of bad experiences.
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· Participate in decision-making 
· The extent to which employees feel they can express their opinions 
· Managers listen to these views and evaluate 
· The contribution of the opportunity’s employees should have at work 
· The organization needs health and the well-being of your employees. 
 It is obvious that line managers play a very important role in cultivating employee engagement and value. This observation is completely consistent with IES's research in various fields of human resources work and employment. The importance of establishing a relationship with the personnel manager. (Robinson, et al., 2004)
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According to Macorva, (MACORVA, 2019) there are five drivers of employee engagement which can lead company leaders in their mission of building a fully engaged and productive workforce.
· Trust the leader 
The leader sets the tone for employee behaviour, positive behaviour, and other behaviours. The leader's behaviour can be challenging or frustrating. They provide directional awareness support and can promote fear, anxiety, and stress. Leadership can also be the reason employees stayed or the reason employees participated in the past. Employees need to know that, from the CEO to the front-line supervisor, all business leaders are sincere and act honestly to deliver on their promises. Without this belief, employees cannot fully participate.
· Relationship with co-workers
New collaboration tools abound in today's highly connected workplace. Perhaps more than ever, it is more necessary than ever for employees to establish active and productive relationships with colleagues. Given the time many people spend at work, it makes sense that relationships with colleagues influence employee engagement. A sense of friendship and teamwork helps people understand that they are not alone. Positive relationships with peers provide opportunities to build relationships through shared experiences.
· Opportunities for learning and development

Most people are not satisfied with doing the same things every day, so the opportunity to try new things and learn new technologies not only helps prevent boredom, but also helps people find the job they want. 
· Companies’ values that resonate
Having significant core values ​​cannot post them on the wall or embed them on a company's intranet. When you're alive, your company's values ​​are more likely to engage your employees and boost their commitment. Employees can be excited about the value of the company, which can be understood and integrated into their daily work. When employees can align their behaviour with the values ​​of the company, they will be more immersed to see that their efforts will bring powerful results.
· Opportunities to give and receive feedback
In general, the best way to understand the factors that drive employee participation is to ask them. All companies can enjoy the benefits of building trust, positive employee motivation, staff investment, and company value enhancement, but employee feedback gives the organization a dedicated workforce. It's very important to understand what you need to maintain. When employees have the right to share their expertise, organizations can make informed decisions about how to increase participation. (MACORVA, 2019)
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To increase employee engagement, the leader needs to understand what your organization is doing well and where it can improve.  Understanding how to measure employee engagement is the starting point for developing engagement strategies. Studies show that organizations with highly immersive employees are more than 17% more productive and 21% more profitable.  Therefore, in conclusion, more immersive employees can work harder and stay longer. 
Using participation data to view progress and associate weak teams and departments with stronger teams, and then the owner of the business must help everyone understand what is happening. Once he has the data, it must be shared with all leaders, managers, and field employees. Compare with position, equipment, duration, or industry benchmarks to understand what's happening in the organization and for this comparison it can be used a survey measurement tool, However, participation surveys have no place for random questions or curiosity. A measurement mechanism designed with several important components. It must be considered these factors when measuring your organization's participation. (Brown, 2020) For today's gatherings and mobile workers, business leaders are struggling to build a culture of participating teams that will drive the company's success.
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Surveys and HR software
 The latest HR platform can collect feedback, provide tools to measure employee satisfaction, save survey results, and manage employee and employee data.  Performance management software can be important to facilitate and track. This means more frequent dialogue and feedback between administrators and employees. While it`s important to ask the right questions with a properly designed engagement survey, it`s just as important to ask the hard questions about why employees, especially key performers, choose to leave the company. In this way by continuously collect input from the employees at different stages of their experience, build employee engagement programs, will enhance the company`s brand and cultural value proposition. (TriNet, 2017)
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Everyone talks about the new normal. Many employers are planning new mixed office models and flexible work policies after the closure is lifted. This can only be achieved through a combination of creative thinking, strategic planning, promoting behaviour, and constant communication. The UK is at a tipping point for mental health problems. Being able to provide support for the well-being of employees-physically, mentally, economically, and emotionally-has become more important than ever. Before the pandemic, many people were doing health businesses, but we need to redefine them and integrate them into the employee experience. Now we need a thoughtful, strong, and clear leader so that our employees feel safe and recognized. These leaders also need to train administrators who need education, support, and procedures to create and manage intelligent hybrid environments for their colleagues. Celebrating victory begins to reconnect your team with the people who support teammates and help them feel valuable, even for small wins. A clear professional development plan approved by the organization should be posted on each table. The physical workshop in the pre-Covid19 world no longer works. People need to rethink their collaboration space by embracing a softer office layout and flexible work hours, which include spaces for creativity and concentration. In all the above areas, leaders must be prepared to listen, engage in two-way conversations, agree on how to move forward, authorize discussion managers, trust their colleagues, and make them clear what to expect. (SYNERGY, 2021) These differences will be sustained by the potential scale, severity and duration of the pandemic incident, requiring the organization to extend beyond existing restoring force planning strategies.  The impact on local employees who absorb additional work overtime will not be exaggerated from the onset of the infectious disease until a few weeks after the contractor`s resources can make a meaningful contribution. (EY, 2020)
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From the research studies, it was found that the degree of employee immersive ness directly affects the productivity of the organization. Employee engagement is the positive attitude of an employee towards the organization and its goals. The region is rapidly popularizing academics and practicing managers. Employee engagement emphasizes the importance of communication with employees for the success of the business. To increase employee engagement, leaders need to understand what the organization is doing well and where it can be improved. It uses participation data to show progress and connects weak teams and departments into strong teams. The owner of the next business needs to help anyone understand what's going on. 
 Understand what is happening in your organization compared to a location, facility, period, or industry benchmark. This comparison can be used as a survey measurement tool. But participatory research has no place for random questions and curiosity. The research and HR software platform provides tools for gathering feedback, measuring employee satisfaction, storing results, and managing employees and their data. Therefore, the organization should treat employees as important contributors to the competitive position of the business, and not as another variable. Anyhow, employee engagement should be a continuous process of learning, improving, measuring, and acting.
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