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Executive Summary
The study emphasizes in understanding a business environment within which personnel professionals work and analyze how the management of resourcing an organization is influenced by internal and external factors. The study enlightens upon several factors which can lead to employee engagement and their retention to lead organizations to their achievements and gain competitive advantages. The study emphasizes on concepts and drivers of employee engagement understanding by various diagnostic tools and employee value proposition including several strategies to raise employee engagements.
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[bookmark: _Toc77600266]Introduction 
In the present competitive edge, it is an important factor to engage employees in their job for dragging their attention towards the succession of the organization. It has been observed that the organizations with the maximum rate of employee engagement can achieve the targeted revenue more frequently than the organization with disengaged employees. In addition to that, employee engagement not only increases organizational productivity, talent engagement, loyalty but also intensifies the customers’ satisfaction and the reputation of the organization. This study has focused on developing the concept of employee engagement in the organization at the time of the global pandemic of Covid-19. In this matter, the study has highlighted the drivers of employee engagement in an organization to maintain company viability. In addition to that, the diagnostics tools are also discussed to measure employee engagement, and also different strategies are also discussed to enhance the levels of employee engagement in an organization.   
[bookmark: _Toc77600267]Reviews the concept and drivers of employee engagement 
Employee engagement is the extent to which employees feel to be motivated and satisfied in their work. In this matter, the study has evaluated that the organization as a whole act as the main factor of employee engagement. As opined by Antony (2018), in addition to that, there are different aspects and organizational drivers that are effective to enhance employee engagement in the workplace. Some of these drivers are discussed in the following part of this study to develop a clear view of the drivers of employee engagement.
Purpose and direction
It is important for any organization to have a clear vision of the mission, core value, employee value, and many others within the organization. In addition to that, if the purpose and the direction of the organization to achieve success is clear to all the employees then it will be effective for them to achieve the targeted goal of the organization. As stated by Bakhru and Sharma (2019), in fact, a clear goal and direction of organizational work can also be effective for hiring valuable talent in the workplace. In the time of the global pandemic of Covid-19, it has become important for all the employees to focus on the purpose and direction of the organization to overcome the tough situation of pandemics and also increase their engagement.
Work-life balance
It has been realized during the study that the facility to maintain a work-life balance enables employees to be more engaged in their work. As opined by Marcus and Gopinath (2017), in addition to that, the study has also identified flexible working hours as the preferable maximum number of employees when they measure their job satisfaction. In fact, at the time of the global pandemic of Covid-19 when the concept of work-from-home has been introduced, it has also become essential to promote flexible working hours for employees to maintain their work-life balance.
Job design and encouraging the growth
The study has identified that employee engagement in the organization is also a responsibility of the leadership role that has been played by the organization. In this process, the organization should be focused enough to develop the job structure and design based on employee participation. As stated by Meintjes and Hofmeyr (2018), in addition to that, during the unprecedented situation of a global pandemic of covid-19 it has become also important to focus on the job design based on the efficiency of the employees. In fact, the study has also identified that the leader should encourage, motivate, and facilitate employees as much as possible to increase their engagement in the job.
Transparency
Transparency in the organization is another essential factor that is also an important driver of employee engagement. As stated by NGUYEN and PHAM (2020), in this process it is necessary that leaders should be transparent and communicate with the employees to share the details with them. In the situation of lockdown and covid-19, it is also important that the leaders should develop a transparent working culture in the time of work-from-home situation of the employees.        
[bookmark: _Toc77600268]Evaluates diagnostic tools to measure the engagement 
Measuring employee engagement in an organization is an essential factor as it enhances the success of organizational activities. It has been identified that there are different tools available that can be used to measure employee engagement in an organization. Some of these tools are discussed in the following part of this study to develop a better concept of the measurement of employee engagement.
Employee Survey
A survey is an important tool for any organization to measure employee engagement and this also enhances the scope to know about the employee attitude and feelings by taking feedback from them. It is also important to increase the rate of participants in the survey so that they can participate to give more honest responses (Yaneva, 2018). In addition to that, this survey process can be done using the third-party administrator so that it will be helpful for the employees to answer and participate in the survey without the fear of retaliation. As stated by Elsafty and Ragheb (2020), some of the questions in the survey can be related to their opinion on giving the best effort in their job each day or some are related to their satisfaction with the working culture. In fact, it has been realized that a good survey is useful for the organization to understand their motivation, job satisfaction, passion, work quality, and many others in the organization.  
HR-based software
It has been determined that the survey tool for measuring employee engagement is effective but it does not gather the real-time responses as surveys are done one or two times a year. Hence, it is important to use the human resource (HR) software tools to gather employee feedback on a real-time basis. In addition to that, this software is effective to develop effective communication between managers and employees (Patil and Gopalakrishnan, 2020). Moreover, this software also tracks employee engagement and their performance in the job and spreads the opportunity of working together to achieve the targeted goals of the company.
[bookmark: _Toc77599514][bookmark: _Toc77600269]Social Media
Social media platforms have given a new dimension for employee engagement via recognition. Organizations can collect valuable feedback from glass door ratings and reviews provided by their employees.  Social media engagement rates can be analyzed by allowing them to participate in various contests held through e-sites and to post innovative or creative ideas. The managers and company leaders can thus identify the morale and motivational engagement levels of their employees where they can sense the drives of organizational cultures. Social interactions and communication abilities of the employees in an organization help in amplifying brand values, boost social recruitments, and control web traffics.
[bookmark: _Toc77599515][bookmark: _Toc77600270]Exit Interviews
These questions can be put forward by the organizations to understand why employees cannot be retained and especially if he/she is the star performer. Feedback collected can prove beneficial in improving the present scenario and reduce further lack in employee retention. Exit interviews are conducted to mainly serve three purposes like firstly, what are the factors, a company needs to focus on and improvise; secondly, promoting good emotional engagement experienced by their employee while exiting the company and thirdly, to retain the employee a few circumstances or offers are being made by the human resources. Several organizational experts perform exit interviews by preparing a written questionnaire or can keep in touch after they leave.
[bookmark: _Toc77599516][bookmark: _Toc77600271]Advantage of employee life-cycle
An employee's life cycle can be pertained from their joining dates to the organization and continues throughout their tenure. The life-cycle incorporates various developmental phases, performance management skills, employee retention factors, and till their exit from the company. While ongoing their life-cycle, several times feedback can be collected to understand where changes or improvements should be prioritized in this technological era. This feedback collection process can also help in increasing and improving employee value propositional factors leading to the growth of your company brand and culture. 
[bookmark: _Toc77599517][bookmark: _Toc77600272]Employee value proposition including strategies to raise levels of engagement 
The employee value proposition is where an employer and an employee are engaged in the business while the employer offers an employee the services. These processes include employee engagement towards the organization and contribute to the growth and development. The employee value proposition is essential to understand the balance between job satisfaction and perceived performance in the working environment (Adhitama & Riyanto, 2020). For promoting best value to employee propositions, organizations can follow several strategies or outlined policies that may incorporate rewarding or punishing along with beneficial programs to train and upgrade their skills accordingly. Several other factors might also include work culture and environment, perceived performance, balancing work-life, succession planning, training, or orientation along with beneficial recruitment policies (Gorgenyi-Hegyes et al., 2021). The employee value proposition has become a profound technique to lead the market trends by gaining competitive advantages and in the challenging world of employment opportunities. 
[image: ]
Figure 1: Employee Value proposition and its importance
(Source: Gilani and Cunningham, 2017)
The above figure illustrates the employee value proposition and its importance and sectional developments of an organization. Employees are the base of organizational development that correlates their business strategies to a real-life context and transfers them to their valuable customers while engaging the industry, improving economic conditions, and gaining competitive advantages. Employee value proposition consists of several dimensions to focus on like work environment and culture, career development, compensation, and benefits. The working environment always includes challenges, performance standards of an employee, work arrangements, practical skills towards autonomy while work culture includes organizational values, people with diversities, and organizational reputation (Stoyanova and Iliev, 2017.). On the other hand, career development includes career paths, training programs to enhance required skills, creating advancement opportunities, and performance management. This also helps in providing compensation values like base pay, short-term and long-term incentives along with premium pay whereas providing several benefits like health care facilities, retirement facilities, paid time off, and other prerequisites (Ruck et al., 2017).
[bookmark: _Toc77599518][bookmark: _Toc77600273]Signaling Theory
Business organizations always believed to lead towards success commonly use signaling theory which helps in identifying the right types of employees. Using signaling theory for employee attraction is made based on vacancy availability and labor market status where it also creates concern when both sides lack information. Business organizations by using signaling theory decide how communication can be established whereas seeking employees decide how to react or answer. Informational uncertainties about both employer and employee can prove to be hazardous which might affect an applicant's motivation and organizational growth (Bailey et al., 2019). 
There are several benefits of the employee value proposition that can influence the rise in their level of engagement are: 
· Helps in attracting talent: Large and renowned organizations are capable of attracting talents from a deep pool 
· Different markets can be strived to hire talents 
· Helps in prioritizing human resource policies
· Effective employee value proposition always enables an organization to relish higher employee engagement and retention (Mbama et al., 2018)
· Strong people branding can be emphasized
· It can be used as a motivational tool for employee engagement and lower the retention cost for an organization
To produce effective value propositions, an organization must develop relationships that enable communication between employees and customers by explaining infrastructural values of production where challenges are faced and lastly compensation should be included to provide benefits to help employee retention (Motyka, 2018).
[bookmark: _Toc77599519][bookmark: _Toc77600274]Conclusion 
Employees with skills are dragged towards organizations striving for success can be increased by effective value propositions for employees. It can be said that increasing employee engagement will lead an organization to achieve success and lead to growth and development. The present scenario of gaining competitive advantage has made the organizations strike against employee retention which helps to complete targets in a huge amount. Employee value proposition and retention facilities help to uplift the talent management and organization, communication skill build-ups, attract more employees by increasing present values, earn employee loyalty and serve benefits. Employee engagement diagnostic tools are introduced to identify the effective derives or organizational goals and augments motivational factors. Employee engagement can be studied by introducing purpose and direction, work-life balance, transparency whereas diagnostic tools include surveys, human resource management systems, the life-cycle study of an employee along exit interviews. 
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