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Introduction 
Businesses aims to provide their services and products to the society, therefore its important that the organisation are functioning at the highest levels to achieve their targets. An important aspect that the organisations focus is the relationship between the employer and employee to maximize the efficiency of accomplishing the needs from both parts. To analyse in depth this connection of organisation and employee, it highlights the importance of the employee engagement which is defined as the way of how people are expressing themselves physically, cognitively, and emotionally towards the work carried out (CIPD, 2021). Over time, the challenges faced by the businesses regarding employee’s engagement has been numerous, however currently the pandemic of Covid-19 had brought many changes into the organisations and communities (De-La-Calle-Duran et al, 2021). 
This report aims to discuss the concept and factors influencing employee’s engagement within an organisation, also evaluates the tools used to measure the engagement using the appraisal system to determine the performance of the employee, and finally it will be developed a strategy to increase the levels of engagement. Additionally, the report will analyse the concept of employee engagement within the context where the business was affected by Covid-19 and different measures had to be introduced in the organisation during the pandemic and how these affected the levels of employee engagement. 
Concepts and drivers of employee engagement 
The concepts of employee engagement have been developed by many researches where different ideas were highlighted and analysed from multiples perspectives. The viewpoints expressed by the researches aims to discuss the concepts behind the employee engagement with the business, therefore the companies are using these concepts to improve their way of managing their employee to perform at the highest levels (Osborne et al, 2017). The company’s objectives are to maximise their profits and develop on the business market, therefore the employee engagement plays an important role within the organisation. Maintaining a balanced relationship between the employee and organisation, its vital to develop innovative strategies that helps the people to increase their levels of engagement (Horvathova et al, 2019). 
According to Macey et al (2008), there are three principal elements of employee engagement that focuses on the job, such as: intellectual, affective, and social engagement. These concepts of employee engagement focus on the way of how people are reacting to their work and the relationship with their employer (Shuck et al, 2009). Intellectual engagement is characterised as employee interest of hard working and always thinking how to improve the quality of their work (Bedarkar et al, 2014). Another element that reflects the employee engagement is the positive emotions expressed by the person while there are completing their tasks. Also, social engagement represents the opportunities taken by the employee to discus with their co-worker’s improvement ideas within the organisation (Alfes et al, 2010). These concepts of employee engagement help the businesses to analyse the levels of engagement within their organisation and how it’s affecting the profits also achieving their objectives. The businesses have to create the environment for their employee to engage with the work carried out, therefore there are several drivers that will help the people to connect with the company interests. 
According to Armstrong (2014), job challenge is an important driver contributing to employee engagement as the workers have high responsibilities and workload, therefore helps them to develop and increase its personal achievements and growth. Autonomy is another engagement factor which is allowing employees to carry out their duties freely, independently, therefore provides a sense of ownership and control of their work outcomes (Armstrong, 2014). The businesses have to provide a variety within the activities carried out for the job, therefore employees will be able to use different skills. Another vital factor of employee engagement is feedback which is aiming to provide clear and direct information regarding the work performance of the employee, therefore the people will understand what the organisation requires from them. Opportunities for development will make the employee to be more engaged within the organisation as it will help them to be on the right pathways in order growth and fulfil its objectives. Also, the rewards and recognition offer to the employee the satisfaction obtain by caring their job role efficiently (Armstrong, 2020). Those drivers of employee engagement help the businesses and people to consolidate the relationship, therefore both parts can accomplish its aims. However, those factors need to be closely analysed to make sure that the levels of engagement are affective for the business, therefore measuring the employee engagement by using different tools is important for any organisation. 
Measuring the levels of engagement 
Employee engagement needs to be analysed by the business as provides a clear viewpoint of the workers attitudes and implications towards their job, also it helps the organisation to ensure that the objectives are achieved. In order to examine the levels of engagement within the company, the performance appraisal system is an efficient tool to measure the engagement. The employer needs to know exactly what is measuring and how the results will help to change the business activity (Barton, 2016) Many companies have a high interest in measuring the level of employee engagement as it helps the business to discover the weak points of its activity. Measuring the performance of the engagement levels provides important information, because “what get measured gets attention” (Fletcher et al, 2014). Thus, the business can analyse the strengths and weakness of the employee’s engagement levels and develop new strategies to improves its activity and maximise the profit. 
The appraisal system used by a business have different purposes, such as setting work standards, evaluating the performance of the employees, either past or current, also provides feedback which is aiming to improve the performance of the employees (Torrington, 2014). Performance appraisals are developed according to the business activity and its targeting different aspects of employee engagement, in order to establish the future improvement actions required for the organisation. Also, the appraisals will provide information’s that can be used for pay, promotion or retention decision regarding the employee. Another reason of adopting an appraisal system is that helps the business to link the employee performance with the company goals, therefore realistic objectives are achieved (Torrington, 2014). By using appraisal as a tool of measuring the engagement levels within the organisation provides an opportunity to identify the employee needs and any future career changes. The organisations carrying performance appraisals will be able to find the weak points of its business and provide training in that specific area, therefore the employees will have better results in future and the company improving its activity. Despite the fact that appraisal system will provide crucial information’s for the business, the employer needs to be aware of the limitations of this tool, as it may provide data from a specific area of activity which may not be relevant to the whole company (Barton, 2016). Thus, the organisation has to regularly develop appraisal forms which target different areas of the business to obtain the most relevant information that can be used to improve the business plan and achieve new goals.  The data gathered from the measurement of employee engagement; the organisation is able to use it and develop new strategies of raising the levels of engagement. 
Strategies to increase the levels of engagement
Company strategies are crucial in a business environment due to the dynamic of the market and the constant changes of the customer’s needs; therefore, business goals need to be constantly updated. Following an appraisal performance regarding the employee engagement, the organisation needs to review the areas where are not matching the business goals and different strategies needs to be developed to ensure the growth of the profit. Currently the business has been affected by Covid-19, therefore the whole of activity has been affected and new strategies were applied. Regarding the levels of employee engagement, the organisation has to introduce new systems of increasing the effectiveness of workers activity (Kumar, 2021). During Covid-19 the business introduced working from home system, therefore the level of engagement was affected as there was no face-to-face supervision and the managers were not able to observe what each employee was doing. In order to improve the level of engagement while working from home, the business should introduce a system that the employees are actively communicating with the managers, by having daily online meetings where specific tasks are assigned to the responsible persons (Rubeena et al, 2020). Also, the business should ensure that each employee understands the company goals and mission, therefore people will positively engage with their activities and it will maximise the profit of the organisation (Heinz, 2021). Another important aspect that the management team needs to take into consideration is leading by example, therefore the managers need to find the best way of communicating with their teams, despite the fact that there is no face-to-face contact. 
The business adopted flexible working hours; therefore, employee could choose the time when there are working, however, to increase the levels of engagement the organisation should apply a specific time frames that the people could select and ensure that a manager will be available during that time to assist the employee if required. Also, the organisation needs to have a feedback system that can be used by any employee to express their issues or concerns (Heinz, 2021); therefore, it will help the business to identify workers needs and make amendments if required. Additionally, the appraisal system needs to be developed accordingly to the new way of way of working during Covid-19, therefore it will be able to obtain relevant information’s regarding the business activity.
As Covid-19 psychologically affected many people, an important strategy that could be implemented to increase the levels of employee engagement is to prioritise physical and mental health of their workers. Thus, the business should offer meditation classes or outdoors activities where all the employees could take part of, also ensuring that is Covid-19 safe place (Heinz, 2021). Focusing on personal employees needs, the level of engagement with their job it will increase and develop a positive environment during working hours. 
Furthermore, the business had restructured the job roles during Covid-19. Therefore, the business should develop new jobs that includes a variety of skills and knowledge required which will increase the creativity and innovation, thus the employees will increase the levels of engagement and interest for that job (Kumar, 2021). It is important to identify the right strategies required for the business to improve the levels of engagement, therefore the business constantly needs to adapt depending to the changes.
Conclusion
Overall, the employee engagement levels represent an essential aspect that needs to be analysed by the business to ensure that goals are achieved. Understanding the concepts of employee engagement will help the organisation to specifically identify peoples needs and address them accordingly. Also, the drivers of employee engagement play an important part in increasing the levels of engagement. Furthermore, using different tools to measure the employee engagement, especially appraisal system will help the business the identify the strong and weak points of an employee and implicitly the organisation needs, therefore new strategies can be applied. Identifying the accurate approaches to rectify different issues of the business, it will obtain positive outcomes for the busines where the levels of employee’s engagement will increase same as the maximisation of the profit. 
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