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[bookmark: _Toc91091895]Introduction

Employee engagement has become a critical topic of discussion in the post-coronavirus pandemic. Organisations adopted different strategies to mitigate the adverse effects of the coronavirus on business operations. Some employers have maintained the approaches they utilised to overcome the repercussions of the diseases. In this case, such organisations have allowed their employees to work remotely or at home. The strategy enhances business continuity in the post-pandemic era; however, companies have raised concerns over employee engagement. In this case, Antony (2018) recounted that employee engagement involves the workers' level of commitment, connection, and motivation to meet particular goals. The author recognises that employee engagement plays an essential role in organisational performance by increasing employee retention, productivity, quality of work. Organisations with high employee engagement reduce turnover and retain valuable talent. In this way, those engaged in their work are more likely to realise job satisfaction and keep their positions. Therefore, employee engagement encourages staff to maintain consistent productivity that increases revenue. Accordingly, disengaged employees lack intrinsic motivation to remain committed to their work. The situation leads to unsatisfactory quality of work and high employee turnover. As a result, companies should measure employee engagement to determine strategies to motivate workers to increase their productivity and meet organisational goals. In this case, our organisation has taken various measures to facilitate employee engagement in the post-pandemic era. Therefore, it is significant to review the employee engagement and diagnostic tools for measuring the strategy in light of the company's measures. 

[bookmark: _Toc91091896]The Concept and Drivers of Employee Engagement
Companies can use different techniques to improve employee engagement. The organisations' processes to promote employees engagement refer to the drivers or survey items that can influence the relationship between staff and employers. In this way, Torrington et al. (2017) explain that the drivers of employee engagement include factors that can directly determine the engagement outcomes in an organisation. The drivers of employee engagement can comprise any action that enables a company to improve workers' job satisfaction. For example, trust in leadership, effective communication, addressing individual needs, and other factors motivate employees to deliver quality work. Based on this study, the organisation has improved employee engagement through a positive psychological state, good job design, and effective leadership. 

[bookmark: _Toc91091897]Positive Psychological State
	The company has taken adequate measures to improve workers' psychological state. The strategies comprise working from home (WFH) and flexible working time. According to Torrington et al. (2017), WFH increases employees' autonomy, convenience, and psychosocial safety to work engagement. The author recounts that independence on the job allows workers to determine the time to complete tasks and techniques to utilise to meet organisational goals. In this way, Mehta (2021) asserts that autonomy leads to work engagement through affective motivation and work-related wellbeing. In addition, WFH allows staff to integrate work and home roles. Mehta (2021) reports that some workers are willing to receive lower salaries in exchange for the convenience of working remotely. At the same time, Mehta (2021) affirms that flexible working time improves employee engagement and wellbeing. For example, flexible working time allows staff to enjoy a positive work-life balance that reduces work-related stressors. Therefore, WFH and flexible working tome are critical drivers of employee engagement in this organisation. 

[bookmark: _Toc91091898]Good Job Design
	Job design plays an essential role in determining employee engagement. The organisation restructured workers' roles in the post-pandemic to improve employee engagement. Armstrong and Taylor (2020) recount that restructuring employees' roles increase job satisfaction if the process leads to positive experiences, such as variety, challenge, and end-to-end responsibility. Skill variety allows employees to apply multiple concepts to perform different tasks in this case. Lack of skill variety causes boredom at the workplace and decreases employee engagement. Therefore, Pilbeam and Corbridge (2010) assert that job restructuring can only drive employee engagement if it supports skill variety for addressing different challenges at work. Besides, the company should consider end-to-end responsibility to ensure cooperation between workers. The strategy encourages employee engagement by sharing ideas to realise a common organisational goal. 

[bookmark: _Toc91091899]Effective Leadership 
	The organisation has shown competent leadership in addressing the crisis by making the workplace "COVID-19 safe." The measure illustrates that the company prioritises the workers' wellbeing. In this case, Antony (2018) identifies health security in an organisation as a significant driver of employee engagement. Furthermore, the author explain that this measure satisfies staff safety needs. In this way, meeting this need in the post-coronavirus period make employees relax and motivate them to perform their tasks well without fears of contracting the virus. Therefore, a "COVID-19 safe" workplace makes employees feel that they prioritise the Workforce's health. Furthermore, Armstrong and Taylor (2020) affirm that the process influences workers to become proud of their organisations' measures to manage the coronavirus. As a result, making a workplace "COVID-19 safe" promotes employee engagement. 

[bookmark: _Toc91091900]Diagnostic Tools to Measure Engagement
While organisations design suitable drivers for employees' engagement, the workers might not maintain the same level of engagement throughout their career in the company. The situation implies that managers should consistently measure employees' engagement to promote high productivity and job satisfaction. Turner (2020) recounts that firms can use diagnostic tools, such as staff surveys, productivity metrics, retention rate, small focus groups, and exit and stay interviews. Companies should identify the key drivers of engagement for measurement to determine the most suitable diagnostic tool. In this case, the report focuses on the firm's measures, including WFH, flexible working time, job design, and workplace safety. The following diagnostic tools are convenient in measuring engagement. 

[bookmark: _Toc91091901]Conducting Staff Surveys 
	According to Turner (2020), surveys are the most reliable diagnostic tools for measuring employee engagement. The process allows researchers to collect meaningful feedback from many participants within the shortest time. In this way, the human resource department can frequently create actionable and straightforward surveys to the target worker to assess engagement. Turner (2020) insists that appropriate employee surveys focus on three critical metrics: job satisfaction, alignment, and future orientation. In this case, the organisation should ask the employees to comment on the effects of WFH, flexible working time, job design, and workplace safety on job satisfaction in the post-pandemic era. In addition, the company should design simple questions to align with organisational goals. Finally, an appropriate staff survey should consider individuals' input regarding the future orientation of employee engagement beyond the coronavirus era. 


[bookmark: _Toc91091902]Rating Productivity and Retention
	The productivity and retention rate can help show employee engagement in an organisation. Torrington et al. (2020) affirm that employees' engagement improves workers' motivation to produce quality work and reduce turnover. In this way, the author shows that employee engagement directly impacts a firm's retention and productivity metrics. Therefore, measuring these variables provide outcomes that reflect employee engagement. For example, an increase in productivity in the post-coronavirus era implies that the organisation engaged its employees well during this period. However, the opposite of this statement is true because disengaged employees reduce their productivity due to low job satisfaction. In such cases, employee disengagement increases the workers' turnover due to a lack of motivation. Therefore, retention and productivity rates have a positive correlation with employee engagement. 

[bookmark: _Toc91091903]Conducting Exit and Stay Interviews 
Employees have different reasons that make them leave their organisations. The coronavirus outbreak affected the employment sector to an extent some workers exited their companies for better opportunities. Therefore, Armstrong and Taylor (2020) recount that organisations face challenges in restructuring their workplace to reflect the post-coronavirus demands. In this way, Pandita and Ray (2018) affirm that conducting exit and stay interviews help human resource managers to identify factors that influence individuals to exit their workplaces. Employees mostly leave their organisations due to disengagement with their roles or leadership (or both). Therefore, an exit and stay interview can assist the company in identifying specific areas to focus on during future designs. 

[bookmark: _Toc91091904]Making Small Focus Groups
Making small focus groups can help the human resource management collect critical data from selected workers to represent the interest of the entire Workforce. The approach is mainly suitable for large companies that cannot design one-on-ones diagnostic tools for employee engagement. Turner (2020) recounts that the appropriate questions to discuss in the small focus groups include the availability of resources and employee morale issues. The focus groups should explore a few questions to allow the participants to discuss the matters in-depth. A successful small focus group enables an organisation to identify areas they can focus on to enhance employee engagement and overall productivity. 

[bookmark: _Toc91091905]Employee Value Proposition
	Torrington et al. (2020) describe employee value proposition (EVP) as a set of strategies that employers use to influence workers to realise the most significant potential at work. EVP allows companies to attract and retain top talents in a competitive employment market. In this way, creating a compelling EVP involves considering factors that improve levels of employee engagement. Therefore, the organisation should understand the existing perceptions of employees regarding WFH, flexible working time, job design, and workplace safety. In this case, the management should obtain employee data to determine if the current drivers for engagement are effective. After understanding the existing perceptions, the firm should identify the critical areas that align with the employee engagement goals. Finally, the organisation should include the following factors in developing EVP. 
[bookmark: _Toc91091906]Rewards
The company can use rewards to improve employee engagement. Cotton (2011) recognises that the pay and reward system recognises workers' contribution to organisational success. The approach can involve monetary and non-financial elements that enhance workers' morale to achieve organisational goals. Cotton (2011) and Pond (2020) assert that companies should combine financial offerings with non-financial benefits to realise the best results. For example, career development practices can improve employee engagement, such as sponsored courses and promotion opportunities. An appropriate EVP should contain monetary and non-monetary rewards. 
[bookmark: _Toc91091907]Employment Benefits
Companies that offer employment benefits attract and maintain top talents in competitive markets. Workers look for employers that provide compelling employment benefits (Generation F: Women in the Workforce, 2010). The essential employment benefits that the organisation should include in its EVP comprise health insurance, paid leaves, and retirement benefits. In this way, the firm attracts employees who value particular job benefits. Orti (2021) adds that the company can create competitive EVP by customising the industry's benefits and organisational culture. As a result, the company can modify the employment benefits according to the workers' needs. 
[bookmark: _Toc91091908]Work-Life Balance 
Work-life balance has become one of the leading factors attracting and retaining employees in specific organisations. Therefore, Orti (2021) affirms that a suitable EVP should contain flexible working hours and an appropriate workspace design. In this case, the organisation offers WFH, flexible working time, and job design. Offering flexible working hours and WFH allows employees to manage their time and achieve a work-life balance. Besides, job design ensures that all workers handle tasks that they can complete and save time for non-work-related issues. 



[bookmark: _Toc91091909]Conclusion and Recommendation

Employee engagement is the most significant factor influencing job satisfaction and organisational performance. Companies promote employee engagement to motivate workers to realise specific goals. However, the COVID-19 pandemic changed strategies for ensuring engagement due to the effects of the disease on the employment sector. In response to these changes, our organisation introduced WFH, flexible working time, job design, and workplace safety to support employee engagement. However, the firm failed to measure employee engagement in the post-coronavirus era. In this way, this report has reviewed the concept of employee engagement and established that the organisation's measures are effective. The firm can confirm the suitability of WFH, flexible working time, job design, and workplace safety through different diagnostic tools to measure engagement. The report uses surveys as the most appropriate diagnostic tool to assess engagement. The organisation can utilise this technique online to include both office and remote workers in measuring the effectiveness of employee engagement. Besides, the report has identified that the firm can use the concepts and drivers of employee engagement to create a competent EVP. The EVP should comprise monetary and non-monetary benefits to attract top talents in the market. In this case, the report recommends appropriate resourcing to recruit the right individuals for the organisation and provide EVP to retain top skills. In this way, the EVP should include critical strategies to improve the employee engagement levels in the organisation. 
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