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Abstract
Employee engagement is crucial to the general performance of any organisation. This report majorly covers the review of what drives employee engagement and the concepts used to ensure best performance is achieved in the current state of affairs whereby, workers work from home, employees get flexible working time, job design, and being safe from Covid-19. Vide employee engagement can't be said to have been achieved without having a set of tools to measure it. Therefore, the report analyses diagnostic tools that will be used to measure employee engagement. Lastly, the report constructs employee value proposition in conjunction with strategies that can be used to raise the level of employee engagement. 
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Human Resource (Employee Engagement)
Employee engagement is a concept under human resources that explains how an employee can be fully dedicated and enthusiastic towards one’s job.  According to Albrecht et al. (2015), engaged employees will care about their jobs and how their work will impact the performance of the organisation. The purpose of this report is to explain majorly the importance of employee engagement in organisations and providing concepts and drivers that are used. With the recent turn of events and the Covid-19 pandemic, businesses have resorted to new ways of working, such as working from home, allowing employees to have flexible working time, changing of job design, and reconstructing the roles of employees. This change has made it hard for organisations to perform better without employee engagement strategies being used. This report, therefore, designs the perfect way in which organisations can achieve the best quality from their employees through the concept of employee engagement. 
[bookmark: _Toc81399252]Concepts of Employee Engagement
Covid-19 has had a major impact on people's social life. Work relationships have not been left behind because employees have to keenly maintain social distancing, as well as reducing social gatherings. Relationships between employees are very critical in ensuring the organisation performs well. In this case, through the help of social media, the organisation can ensure they keep the social life of their employees better through series of engagements where they can participate together in solving problems and decision making among others. Sites like WhatsApp provide the perfect room for these engagements, as it helps the employees socialise with each other while working from home. This concept of social life helps employees work together to ensure they produce a productive working environment where the goals of the organisation can be achieved easily (Shields, 2015). 
Another concept of employee engagement is job satisfaction. Employees will produce quality jobs for the organisation if they are satisfied with the job. Perfect pay is a major factor in job satisfaction. If employees are compensated well for the job, they will have no obligation but to deliver quality services to match their pay. Job satisfaction can also be achieved through job security, as most employees lost their jobs because of the pandemic. Assuring your employees that their position is secure will motivate them to deliver the best for the organisation. The employees will work tirelessly to ensure the organisation continues to achieve its goals because they know their job is secure, (Meyer and Gagné, 2008). Job security also makes the employees more loyal to the organisation, and they won’t be tempted to look for other jobs elsewhere because of the fear that their engagement with the company could be terminated at any time. 
The concept of an employer being involved in matters of employees is another major factor that will boost employee’s engagement. Being with an employer who actively engages with their employees is critical in organisational performance. This will help the employers to acknowledge the skills and abilities of their employees. This will also create some emotional connection to the organisation. Moreover, it will make the employee speak well about the organisation, managers, employers, and other employees because of the connection between them. Employees will as well wish to stay in that organisation. The strong desire to stay in the organisation will make them perform better despite even getting other opportunities elsewhere. This connection will contribute to the employees making extra effort to ensure the organisation is beyond satisfied with the quality of the job they provide. Therefore, the concept of employers connecting intellectually and emotionally with their employees is very critical in employee engagement (Rama, 2009). 
[bookmark: _Toc81399253]Drivers of Employee Engagement
[bookmark: _Toc81399254]Growth Opportunities
According to Vance (2006), providing employees with incentives, chances of getting a promotion, and salary increment will motivate them and drive them to improve on their skills for them to attain the maximum attainable level of promotion, incentive, and increment. The employees will participate actively in the organisation as they will be eyeing their individual growth. If these growth opportunities are not present, the employees will have nothing to yearn for because there will be no incentive, salary increment, and promotions among others. This will hinder the growth of the organisation, majorly because there will be nothing to drive the employees to work up to their highest attainable limits for them to be awarded these incentives and promotions. 
[bookmark: _Toc81399255]Performance-based appreciation and reward
Setting goals for employees to achieve and rewarding them if these goals are achieved is the best driver of employee engagement. Employees in this case will try to attain the productivity level needed from them even if they work from home because they are assured they will be appreciated well if these goals are achieved within the time limits. Some of the rewards and appreciations that could be used are salary increment at some percentage if the goals are achieved and retreats for a well done job. It would be difficult for any organisation to achieve higher performance without having set rewards and appreciation based on performance while having fewer employees at the working place and others working from home with flexible working hours. Performance-based appreciation and rewards will motivate the workers to put extra effort and work tirelessly for them to meet the productivity level required by the organisation.  
[bookmark: _Toc81399256]Future of the employees and job security
Since employees are working from home, the stakeholders and the owners have to analyse the future of the workforce once they come back to the workplace. Since the safety of the employees is the key, it is crucial to ensure the work adheres to all Covid-19 protocols to reduce the possibility of an outbreak. The company won't achieve its goals if most of its employees would be fighting for their lives because of the pandemic, thus making their safety the priority. Therefore, this can be curbed by ensuring the employees are vaccinated and they continue to observe the Covid-19 rules. Job security is another factor that will make many employees start looking for greener grounds for their good. If employee is unsure about one’s job, he/she will not deliver to their limits and the performance of the organisation will most likely decrease to untellable levels. Therefore, having major clauses in the employee contracts where they will be given secure permanent jobs if they achieve certain goals for the organisation will be a good driver in employee engagement. Telling the employees they have to work to some level for them to achieve the designation of being permanently employed will boost their performance. This will increase competition among employees, especially if one of them achieves that goal. This type of competition will be healthy for the positive development of the business.
[bookmark: _Toc81399257]Diagnostic Tools of Measuring Employee Engagement
[bookmark: _Toc81399258]Employee surveys 
[bookmark: _Hlk81385379]Creating surveys that measure employee’s engagement is the first step in this tool. In this case, the survey should be able to gauge which driver works perfectly for many employees to ensure the organisation works on that strength. The survey should also be designed to ask what's the most important thing for the employees and what makes their work better. It will also play a critical role in knowing which driver has the least impact on the employee's performance. This is aimed at understanding what aspects and concepts work best with the employees to ensure they can be provided with it to make them loyal to the organisation, (Meyer and Gagné, 2008). The survey should also have sections for the employees to write their comments on whether they can recommend someone to work for this organisation. This section will help to gauge whether the employees are satisfied with their jobs or not. The most important part is that the survey should be issued anonymously to ensure the employees won't fear to let their hearts out, as this will be crucial in measuring employee engagement. This survey is a form of listening to the voices of the employees and it helps measure the employee engagements.
[bookmark: _Toc81399259]Aligning employee’s engagement with organisational purpose
This tool tends to address the needs and priorities of the employees whether they work to gain experience or for money. Understanding this need and aligning it with the purpose of the organisation is the tool used to measure employee’s engagement in this case. If the employee works for money, one will ensure he or she works extra hours to maximise one’s pay. This evaluation tool can be aligned to the organisation's purpose where the employee will ensure every task given to him despite the flexible working hours, will be completed in time for him to get another task. Therefore, the needs of the employees and the purpose of the organisation can be aligned together to provide the perfect diagnostic tool (Rama, 2009). If the employee works for professional gain, one will be loyal to the organisation and will continue to provide quality services for the gain and will work to achieve the organisation's goal and purpose. 
[bookmark: _Toc81399260]Employee Value Proposition
A strong employee value proposition will attract workers to the organisation. An organisation that cannot attract workers will most likely crumble because it will not achieve the goals because of a lack of staff. Ignoring this aspect of employee engagement will make the company only attract incompetent employees, as competent ones will be attracted to other organisations with better EVP (Bakker, 2011).
Under Employee Valuation Proposition, the organisation should provide the employees with self-growth, career growth, and other opportunities which will make other employees salivate and yearn to work for this organisation. Every employee will want to work where they are valued, and most importantly, where they can grow. Gaining the best employees as compared to the rival organisations is critical in the company's performance. To achieve this goal, the organisation needs to have perfect attracting strategies, such as having incentives and rewards for its employees. These opportunities will eye-catch better employees and make them prefer working for this organisation as compared to other companies.  In this case, the company can share a few of their employees' profiles as they share their experience with the company and how they have grown with the organisation inclusive of how satisfied they are while working for the company. The best option can be to acknowledge the oldest employee in the organisation and how one have grown personally and career-wise. This will attract more employees who will feel they can be secure working for this organisation for their personal and career growth (Miller, 2018). 
[bookmark: _Toc81399261]Strategies for Boosting Employee Engagement
Several strategies do exist that can boost employee engagement in an organisation. The first and the best strategy is listening to employees.  HR managers should listen to employees and get their views and concern, afterwards, they should then look for ways to ensure the employees' concerns and views are achieved. In doing so, most employees will become loyal to the organisation. HR managers should also work on how the employees want to be rewarded for achieving their targets. Implementing these ways in which the employees want to be rewarded will make them work with alienated energy, as they seek to be rewarded by what they proposed and liked (Reilly, 2018).
The HR team should also organise training sessions for the workforce to upgrade their skills. Having the employees adapt to new changes, like currently transitioning to work online from home will boost the performance of the organisation. Therefore, holding training sessions to equip the employees with these new skills is very crucial in employee engagement. On top of this training, the employees can be well motivated on job security and given the incentives when they perform up to the required standards. The employees can also be educated on how they can ensure they grow with the company. All these strategies and others could be used to ensure the employee engagement is boosted, which will ensure the organisation achieves its goals and hits the maximum production level (Whittington and Meskelis, 2017). 
[bookmark: _Toc81399262]Conclusion
In conclusion, no organisation could wish to be inferior to others. Therefore, most companies ensure they have a better-motivated workforce who work tirelessly with all their hearts for the organisation. This can be achieved through better employee engagement. As discussed in the report, several aspects such as Employee Valuation Proposition and measuring employee engagement are important in every organisation for them to be superior to others. as It is discussed in the report that superiority can easily be achieved if the organisation could attract better employees as compared to other organisations. So, the HR team should always monitor employee engagement to ensure the organisation achieves its production goals. 
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