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[bookmark: _Toc91923418]Introduction
The spread of Covid-19 is sure to have a dramatic impact on the UK economy and all countries in the world. The pandemic is certainly an unprecedented challenge for any company. Governments around the world have tried to propose various initiatives to support businesses. For example, in the UK, the Coronavirus Job Retention Scheme (CJRS) has been implemented, covering up to 80% of employees' salaries. Loans were also offered to small businesses to keep them active and retaining employees on the payroll. However, another issue is how companies integrated into the community will develop strategies to adapt to the effects of the pandemic not only in the short term but also in the long term (Belitski, et al., 2021).
Another important aspect of the pandemic are the measures by which each organisation applies them to provide employees with safety at work. Two years after the beginning of the crisis, one thing is very clear, Covid-19 outbreaks still exist and are spreading very fast. Therefore, to manage and decrease the impact on the workforce, any company must take various measures such as: home working, social distancing, flexible working time, restructuring roles, clean and well-ventilated workspaces and perhaps most importantly encouraging employees to get vaccinated. Therefore, Human Resources (HR) departments will try to ensure the health and safety of employees for the proper functioning of their organisation.









[bookmark: _Toc91923419]The Concept of Employee Engagement
In an organisation, Human Resources represents the department in charge of all employees and employee-related operations. The better the functions performed by HR, the more important the company gains in the market of which it is a part. The main activities that HR assumes are company administration, recruitment and selection of employees, training and development, planning, employment law and compliance, compensation, and benefits and employee engagement.
Employee involvement is an increasingly popular organisational concept in the last decade as it has become a human resources priority especially for large organisations. This principle implies a permanent involvement of employees in all activities at work, but also a pleasure and motivation that can increase its efficiency. Thus, this employee involvement creates different benefits and organisation so it can be the key to the company's success (Budriene & Diskiene, 2020).
When a person is involved during the job, he will also have good relations with his colleagues and leaders, thus benefiting from a long-term satisfaction that will turn into the profitability of the organisation he belongs to. This can be explained by the fact that people start working more efficiently when they are passionate about the work they do. For this reason, it is necessary for the organisation to create the most advantageous conditions for their employees. It has been proven that employee satisfaction with work determines his loyalty to the employer and improves organisational performance.
According to (Kahn, 1990), when a person is involved, they will be dedicated to performing their tasks cognitively, emotionally, and physically. In this way, it can be said that he is totally involved for.
• COGNITIVE ENGAGEMENT: This type of involvement consists in the fact that the employee feels completely safe during the job and has enough resources to contribute. At the same time, he fully knows the vision and strategies of his employer, thus being able to complete his tasks without problems.
• PHYSICAL ENGAGEMENT: This category includes employees who give an increased individual effort, so an involvement that exceeds the normal limits. They put in both physical and mental effort as they work, putting their heart into his job.

• EMOTIONAL ENGAGEMENT: This involvement is based on a positive, trusting relationship developed between the employee and his employer. Thus, the management style is based on friendship and kindness in which employees are emotionally involved and have full confidence in their work environment, this improving the critical and creative thinking processes at work.
[bookmark: _Toc91923420]Factors contributing to Employee Engagement
According to the study conducted by (Anitha, 2014), the involvement of employees in a company is the main factor that will increase the performance and therefore the profit. In this sense, the management will contribute with different factors such as: advantageous advancement opportunities, training programs and professional development, attractive salaries, and compensations, but also other things that will determine a permanent involvement of the employees. Below are five specific factors that lead to staff involvement in an organisation:
Employee’s communication: A good communication of the employee with the rest of the organisation helps them to understand their role and attributions in order to be able to contribute. They may also have the right to a point of view in making certain decisions, so business leaders need to listen to his views and concerns. Therefore, in order to be fully involved in the activity of the organisation, the employee must also receive clear information about his tasks.
Employee’s rewards: Companies need to create an appropriate payment system to motivate employees, leading to their ongoing involvement. In this sense, each employee must receive a salary in accordance with his activity in the organisation and be regularly stimulated with salary increases, bonuses or promotions. Only in this way, employees will be encouraged to contribute to a maximum level for the company's profit.
Employee's development: Everyone wants a successful career, so the professional development of employees is one of the factors that any organisation must ensure. The company can help both new and existing employees to gain the knowledge needed to perform their duties.


Leadership: Company managers may have different leadership styles, for example: transformational leadership, transactional leadership, autocratic leadership, democratic leadership, and participatory leadership. Some of these types aim to increase the productivity of employees without granting them full rights or without considering their opinions and wishes. In this way, employees may become dissatisfied with the way the organisation works and therefore not involved. Leaders must adopt a strategy that takes into account primarily the goals of the organisation but also other important elements (Iddagoda & De Silva, 2021).
Good Management: Employees spend most of their time at work, so their lives can be influenced by working conditions and environment. The management of the organisation must pay special attention to employees and consider the future consequences when implementing various policies and procedures. Good management involves trying to maximise the potential for each employee to use his or her skills for the benefit of the organisation.
[bookmark: _Toc91923421]Employee Engagement Measurement
Involving and focusing employees on their work tasks can provide significant benefits to improving an organisation's productivity. In other words, an organisation's performance can be measured by the average motivation of its employees. The permanent involvement of the staff can facilitate the services and products offered to the clients, improving the company's achievements. Thus, it is understood that managers have a main task in ensuring a satisfactory environment for employees, so that the company can benefit from this later.
A correct measurement of the level of commitment will allow you to implement important steps that will deliver real results. This process will help you understand what initiatives are needed and effective. A thorough analysis of employee feedback, feelings and experiences will be required. For a correct measurement, questionnaires can be used for different positions in the company with questions about working conditions, promotions, salaries, safety, organisation, responsibility.
An example that can highlight a very advantageous way to measure the level of employee engagement is applied by McDonalds, one of the largest brands in the fast-food industry in the world. They use a 360-degree system at well-established testing periods to assess the performance of their employees. This system represents feedback in which both employees and managers receive and provide confidential information about the activities around them. A person who completes the questionnaire will also provide information about other colleagues about things that could be improved. Once the data has been collected, the evaluation of the feedback will be analysed using various software such as IBM SPSS or Microsoft Excel. Data analysis can be done using techniques such as descriptive statistics, frequency tables, charts and more.
The last step for 360-degrees system is to interpret the information obtained, so the leaders will understand what the strengths of the organisation are, the weaknesses that will need to be improved, what is the level of involvement of their employees and how the processes work from the point of view of employees. Given that all the questionnaires were anonymous, each person offered a different aspect of which they are dissatisfied. Subsequently, the purpose of the feedback is to implement new proposals to improve McDonald's performance in as many ways as possible (Hai, 2012).
Employee Value Proposition (EVP) defines the expectations that the employer has towards his employees and what the employees want to receive in return. These things should be established between the two parties involved from the first day of employment so that the situation always remains favorable. EVP will include the company's mission and targets, the organisation, leadership, career and progress of employees, their benefits, or opportunities to develop professionally. Thus, the employer will start by creating an offer to the employee followed by the expectations he wants from him in return. Subsequently, the benefits will usually consist of things that will stimulate the employee's way of working such as career progress, organisational support, fair and transparent performance management, and more tangible things, such as pay and entitlement to leave (Pawar & Charak, 2014).
To be successful, EVP must be credible, which is why it must always be tested in order to ensure that it is attractive to all categories of employees, regardless of age or other factors. Table 1 will present two categories of benefits, both those that will be offered to the employee and those that will benefit the organisation.




	Employee Benefits
	Training, development, and career.
	Employees work harder
	Company Benefits

	
	
	
	
	

	
	Regular pay and reward
	Greater productivity
	
	

	
	
	
	
	

	
	Performance and stability
	Achieving organisation objectives
	
	

	
	
	
	
	

	
	Communication and cooperation
	Better quality of products and services
	
	

	
	
	
	
	

	
	Health and safety
	Better customer service
	
	

	
	
	
	
	

	
	Team loyalty and satisfaction
	Innovative and motivated team
	
	

	
	
	
	
	

	
	
	Less absenteeism
	
	


Table 1: Employee and Company Benefits 
(Source: Author)
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Employee engagement is a crucial aspect that has a very important contribution to the efficiency of an organisation. However, in order to build a strategy to increase the level of involvement, I believe that two different parameters must be taken into account: stimulating employees and increasing job satisfaction. For the creation of the strategy, a detailed analysis created previously would be needed, in which to observe the factors that displease them but also the aspects that they would improve.
Therefore, the strategy will contain several sub-points that will stimulate employees, thus becoming more motivated during their tasks. Thus, a monthly assessment of the company's progress and activities should be introduced, following which rewards will be given to the most active employees. With transparency and honesty, the core values ​​of the company will receive opportunities for growth and advantageous salary changes. For the rest of the employees, targets will be introduced in order to be more and more motivated.


[bookmark: _Toc91923423]The second aspect of the strategy is the satisfaction of employees at work. A first factor that must be taken seriously is their health and safety, by introducing rules to minimise accidents or problems during work. In fact, a balanced work environment with mutual understanding and respect should be encouraged. It will be based on communication, teamwork, and friendship. I believe that in this way, employees will be able to become involved, ambitious, using all their skills and knowledge to achieve the company's objectives.


















Conclusion
In conclusion, employee engagement is a concept that in the future will surely be developed in the management of all organisations. This involves implementing different ways to develop staff loyalty and commitment, especially in the long run. By supporting the staff, providing professional working conditions, they will always work to high standards and will contribute to the company's performance. Their ability to help solve problems and tasks will only be stimulated by engaging in a variety of activities that are ongoing in the organisation. Thus, employees must be encouraged and motivated to make their job a priority.
Employee involvement emphasizes the importance of staff communication and collaboration for the success of the organisation. Management must understand the importance of employees, which is the biggest advantage in business development. Organisations and their employees build a symbiotic relationship from the beginning, in which each depends on the other to meet their needs and purpose.
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