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How Employee Engagement Impact Company Viability
Employee engagement is a top priority for leaders and managers globally since it is regarded as a critical factor in determining the organization's performance, creativity, and competitiveness are maximized. Today, the corporate landscape is shifting in response to the worldwide COVID-19 epidemic. Human resource managers are continuously developing new, inventive, and effective strategies to engage employees more positively amidst the pandemic. Employee engagement is a workplace mindset that motivates all members to perform at a high level each day, dedicated to the business's goals and values. During the pandemic crisis, most organization efforts concentrated on part-time work and temporary unemployment programs. However, businesses take certain critical precautions to sustain employment and economic activity, most notably in occupational health and safety and employee well-being. This study explores the impact of employees' engagement at SAUL Trustee Company's (STC).
Concept And Drivers of Employee Engagement
Employee engagement levels are determined by actionable variables termed engagement drivers. Employee involvement is not a one-time event at the STC Company; it is ingrained in the Company's culture. At STC, six factors are necessary for optimal employee engagement: career development, trust in leaders and workforce, confidence in the future, value and recognition, communication and change management, and teamwork. Typically, unengaged employees are worried about their jobs and the firm's functioning as a whole.  On the other hand, engaged employees are confident that their efforts and hard work are having a positive impact. As such, improved employee engagement leads to better productivity at work, which leads to higher customer satisfaction and improvements in sales and profit for enterprises (Pandita & Bedarkar, 2015).
The widespread adoption of working from home has been one of the most important types of labor market adjustment, limiting future job losses inside the organization. A company's efficiency increases due to a more productive staff working from home, which requires less physical space and energy. Employees gain from remote working because it allows them to maintain a better work-life balance, increasing their job satisfaction and engagement. Conciliating work and family life entail achieving "happiness and excellent functioning at both work and home, with the least amount of role conflict possible" (Antony, 2018).
Confidence and communication are also critical among employees and companies. This integration of the Company and the employee is necessary for both to work well. Communication is critical in addressing today's issues. In these unpredictable times, communication should be built on an open, two-way exchange. Personal interactions with colleagues, supervisors, and reports are critical since they shape the daily work climate and environment. Additionally, communications should be written with sensitivity and an awareness of staff issues. Acknowledgment is a component that contributes to employee engagement, as is a management strategy centered on mentorship, regular communication, coaching, and a recognition culture (Bedarkar, & Pandita, 2014)
According to Chanana (2020), businesses must consider their workers' perspectives on engaging in wellness activities to the best of their abilities. More opportunities for professional growth and development are associated with a lower probability of leaving. Consequently, employee attitudes and motivation for their jobs improve due to a well-designed internal training program. In STC, employees' engagement is based on an organisation's followers' belief, reliability, dedication, and communication. The business enhances its employee engagement by improving staff decision-making and senior leadership transparency.
Employee engagement also addresses employee's degree of passion and dedication toward their job. According to Sundaray (2011), the organisational climate and work environment have a significant psychological influence on employee performance and behavior. Thus, employee engagement increases significantly when employees believe that measures are being taken to preserve their health by rigorously adhering to government rules and going above and beyond. As a result, organizational health and employee engagement are positively correlated. Engagement and organizational health are also linked to company performance, which refers to the business's attainment of specified aims and goals. On the other side, a work environment that fosters employee engagement, enthusiasm, involvement, and effectiveness benefits the employees' well-being and productivity. From a bidirectional perspective, wellness is critical for sustaining high levels of employee engagement Sundaray (2011),
Diagnostic Tools to Measure the Engagement 
Employment engagement is critical to the success of the business and the development of employee skills and abilities toward future goals. The firm uses the following techniques to assess employee engagement. To begin, do an employee survey. Surveys are the most often utilized method of eliciting input from employees on their thoughts and views. The most effective surveys are completed and submitted anonymously, improving participation and encouraging employees to be more candid in their replies. Typically, the firm employs a third-party administrator such as Survey Monkey to reassure employees that they may express themselves freely without fear of punishment. A well-designed survey enables employers to understand better their workers' motivations, interests, job satisfaction levels, and the quality of their work relationships (McEwen, & Boyd, 2018).
Secondly, a firm can benefit from the implementation of human resources software. While surveying workers once or twice a year is a fine place to start, the downside is that it does not give the organization real-time, ongoing, or comprehensive input. As a result, most businesses are now augmenting their monthly surveys with flexible software systems that can capture and manage employee engagement data all year long. Modern human resource platforms include tools for collecting feedback and measuring employee happiness and tools for managing people and their data by storing survey findings in a central location. Performance management software is essential for encouraging and recording more frequent interactions and feedback between leaders and staff. It is also essential for measuring employee performance. Having everyone pleased, on track, and working together on individual, departmental, and company-wide goals help to guarantee that everyone is satisfied (Ogunleye, 2020).
Furthermore, with the adoption of social media; Employers now have another robust tool at their disposal with the growth of social media. A company's sentiment can be gauged by tracking Glassdoor ratings and reviews. Additionally, an internal social media network, such as the corporate intranet, that enables workers to share ideas and participate in dialogues is beneficial. This enables managers to understand better their teams and a sense of employee morale and business culture as a whole (Claypool, 2017).
Lastly, a company can use the employee lifecycle. Employee lifecycle refers to workers' stages during their stay; acquisition, onboarding development, performance management, retention, and off-boarding. Leaders may gather employee input and develop employee engagement initiatives at various phases of the employee experience to reinforce the business brand and culture (Shankar et al., 2019).
Employee Value Proposition
Employee value propositions (EVPs) are the benefits that a business provides to workers in exchange for their value to the organisation. Thus, EVP is the advantage provided to workers in exchange for their dedication, talents, and competencies. According to Mangusho et al. (2015), EVP comprises five essential components: pay, work-life balance, stability, location, and respect.
SAUL Trustee Company (STC) Employee Value Proposition
SAUL Trustee Company (STC) delivers high-quality pensions to employees and their families in higher education. The firm is headquartered at the University of London, United Kingdom. Its workforce comprises professional pensions experts who provide a range of services in addition to pension administration, including payroll, finance, and communications (Willis et al., 2019).
STC manages approximately £4 billion in assets and has approximately 65,000 members across forty-nine higher education companies (STC n.d). It is responsible for collecting contributions from members and employers, controlling how the money is invested, and ensuring that the correct pension is paid to the correct person at the correct time. The Company's vision is based on the strategic objective of having an actively integrated, motivated, and informed staff. STC assists its employees in life, including mental health first aid, an employee assistance program helpline, and vibrant social media platforms  (Willis et al., 2019).
The organisation's mission is to place its members at the center of all it does by delivering the best possible service and educating them about the value of their benefits. ''We care because we think that individuals who are completely engaged at work experience more happiness and security, which results in increased productivity". To achieve this, the Company adheres to four fundamental principles: caring, humility, accountability, and discipline. STC's EVP places a premium on their workers' enthusiasm and spirit (Willis et al., 2019). This vision is based on the strategic objective of having a fully engaged, motivated, and informed staff. STC assists its employees in life, including mental health first aid, an employee assistance program helpline, and an active social committee. 
CEO Sue Applegarth and her team worked diligently to maintain two-way contact with all stakeholders when it comes to leadership. For instance, during the epidemic, the leaders ensured that good client feedback was shared with workers (Agustriyana & Pringgabayu, 2019). Morale has stayed strong throughout, according to a recent annual engagement study. The firm recognized that employees would miss the social aspect of office life and established a new wellness program. Individuals contributed their workout routines for a 5k challenge, and STC keeps track of how far everyone has traveled since lockdown. STC has compiled a list of 10 significant factors within those four dimensions that make the Company a unique location to develop a career to assist candidates better grasp what it's like to work for the business (Agustriyana & Pringgabayu, 2019).
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Strategies To Raise Levels of Engagement
Employee disengagement is a critical corporate issue that has a significant impact on productivity and profitability. As such, managers require techniques for increasing employee engagement with their job and the firm's overall performance. To begin, communicate thoughtfully and consistently. As organizations develop, the connections that join coworkers can become looser and weaker, and before long, departments operate in isolation, and personnel feels detached from one another. Leaders need to deliver news more regularly and purposefully, regardless of where people spend their time. Simple methods, such as utilizing an intranet or human resource management system, will keep staff informed about current events (Truss et al., 2013).
Secondly, invest in the health of your business. Taking efforts to foster a healthy work environment, such as implementing an employee assistance program (EAP), educating mental health first aiders, and promoting a good diet and physical activity, all contribute to employee wellness. Additionally, an emphasis should be made on the organization's culture and the behaviors that workers are expected to exhibit. It is important to do research into the underlying causes of mental and physical ill-health inside the organization and then develop and execute suitable treatments to address the concerns revealed (Osborne, & Hammoud, 2017).
Thirdly, solicit feedback and take action in response to it. Employee voice is one of the most essential "enablers" of engagement because it ensures that top leaders and managers are interested in, listen to, and act on their opinions. Because of technological advancements, it is now simpler than ever for employers to solicit and compile employee input regularly, such as through anonymous online surveys. However, adding such tools will have little influence if leaders do not recognize the value of the ideas voiced by their employees and do not respond to their concerns and suggestions. This may necessitate a significant shift in organizational culture that the organization is not now prepared to make (Osborne, & Hammoud, 2017).
Additionally, establish the organization's purpose and communicate it to all employees and stakeholders in the organization. Employees are more likely to engage in the Company's mission. They comprehend how initiatives and activities are connected to the organization's overall goals when its purpose and vision are clearly articulated and lived by its senior executives and managers (Zondo, 2020). Lastly, empower employees and acknowledge outstanding achievement. During times of crisis, when team members are inept or unable to respond to urgent deadlines, it's understandable that some leaders turn to micromanagement tactics to maintain control. Employee engagement, on the other hand, is jeopardized when micromanagement becomes the norm. When workers are subjected to continual criticism and negative feedback, their passion and inventiveness will be sapped. Workflows will be strangled by managers who function as stumbling obstacles to getting things accomplished. In the long run, retention and recruiting will suffer as a result (Zondo, 2020).
In conclusion, Employee engagement is critical for every organisation. It inspires teams to achieve significant developments and improvements and significantly influences the business's bottom line. It is the prime strategy for increasing employee work satisfaction and productivity. Employees who are engaged are more satisfied with their employment than those who are not. Focusing on employee engagement may foster a positive work environment that contributes to organizational development.
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