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With the Covid-19 pandemic, most companies attempt to reschedule their work practices while strictly following the health guidelines. Because of this incident, many employees feel inefficient and uncomfortable in the lonely working environment at home. So that companies move to find solutions to increase employee engagement and increase employee performance while re-establishing employee well-being. Employee engagement is a concept that has gained traction in the recent decade. Firms today regard engaged employees as critical business partners. Employee engagement is becoming more important as a result of the identification of various elements that influence employee performance and well-being at work. Employees' physical and mental well-being will be a top priority for HR managers as businesses across industries try to survive and thrive in the face of fierce competition. As a result, in these trying times, employee engagement is seen as a crucial source of competitive advantage.
Previous study has identified communication, work-life balance, and leadership as significant determinants of employee engagement, according to Madhura Bedarkar (2014,). This study will also investigate how these factors influence employee performance and well-being at work. One of the most difficult challenges that CEOs, HR specialists, and corporate executives have faced over the years has been ensuring that their staff check in on a daily basis not only physically but also psychologically and emotionally. Simply put, they must keep their personnel interested. In recent years, employee engagement has emerged as a critical corporate driver. It directly affects employee morale, productivity, and reasons to stay with the organization. Organizations use engaged employees as a strategic competence tool. A highly engaged employee continually outperforms and outperforms expectations. Employee engagement surveys in the workplace have asked employees if they have the opportunity to perform at their best every day (Harter et al., 2002).
Furthermore, Pandita and Bedarkar (2015) argued in their analysis by adding a fourth driver to the above three. Aside from the three drivers mentioned above, he claims that company culture has a significant impact on employee engagement. Employee engagement is defined by International Survey Research (ISR) as "a process by which an organization supports the commitment and retention of its people to the accomplishment of superior results." Commitment is classified by the ISR into three types: cognitive commitment, affective commitment, and behavioral commitment (think, feel, act) (Antony, 2018).
Kahn (1990) further characterized employee involvement as "Employees use and express themselves physically, cognitively, and emotionally while doing their responsibilities. According to Harter et al. (2002), employee engagement is "Individual involvement, contentment, and work excitement.
Employee involvement helps to establish a picture of the firm and its worth. The conduct and attitudes of engaged employees are frequently described by studies. Employees enjoy the challenges of their jobs. They are continually looking for new and better approaches to attain the role's desired objective. They are very aware of the corporate setting in which they work. Employees that are engaged interact with colleagues to improve the company's performance and are in positions that allow them to best utilize their talents. Employees begin to feel more positively about the organization's principles as employee engagement improves. This helps to foster a strong bond with the firm while also increasing employee retention and decreasing employee turnover.
Companies strive to promote employee involvement in this Covid pandemic situation in order to improve employee performance. For this reason, companies are following various strategies such as arranging flexible working shifts, re-designing jobs, re-structuring rules, organizing online meetings and gatherings from time to time and keeping in touch with the ongoing work process, delegating work leadership to the middle level form the top level of management, organizing gatherings and get-together programs via virtual platforms, etc. But the effectiveness of those strategies could not be found unless otherwise using any tools specialized to measure employee engagement. By using diagnostic tools, we could be able to measure to which extent those tactics were succeeded.
Employee engagement is a more comprehensive evaluation than employee satisfaction. An attitude survey is the most frequent method for measuring employee engagement. The surveys are often completed by employees and their managers. Their scores are then combined to form the department and organizational engagement scores. The results are then associated with company indicators like turnover and productivity. Engagement ratings can be used to predict the long-term performance of any organization.
Employee Value Proposition has long been a cause of debate in Human Resource Management. HR experts frequently regard it as a document that must be created because their competitors are, whereas line managers see it as a waste of money that adds to their budget but has no purpose in terms of helping them improve their bottom line. Caught between these two beliefs is the concept's true success, which has helped many firms give what their employees truly want, increasing engagement, enhancing productivity, and cutting attrition rates. The fundamental elements and research that have gone into the genesis of the concept of an Employee Value Proposition are discussed here. The issue becomes more serious when HR professionals who are unfamiliar with the concept acknowledge its importance but put it on the backburner or, worse, create something subpar. A half-baked EVP is far worse than none at all because it not only undermines the 'Values' that current employees perceive from the firm, but also scares away fresh talent. The concept is relatively new in the HR industry, and companies have only lately understood the significance and impact that an EVP can have on all elements of HR, including employee recruitment, selection, engagement, and retention. Employees' objectives and preferences shape how the workplace seems, especially now that technology makes it easier than ever to construct a variety of flexible arrangements; rather, employees' priorities and preferences shape how the workplace appears. Companies with both young and old workforces must devise ways to engage and re-engage talent, and those who fail to respond to this shift and fail to establish their employee value proposition will struggle to effectively attract, retain, and develop talent. The importance of compensation in the employment value debate Pay should exist to provide an adequate return on employees' time, talents, and energy commitments, but it should not be the primary reason people come to work.
According to a Mercer poll, the main drivers of employee engagement are depicted in the image on the left. Employees clearly regard Career Development, Trust in Senior Management, and Recognition as the three most essential criteria in staying engaged with their work.

Organizations should use this as a skeleton framework to investigate and create their own value proposition, employee preferences, and the causes of any gaps between employee and/or company goals and the reality employee value proposition.
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Employees of all ages place a high value on benefits. Employees under the age of 30 ranked benefits fourth in terms of driving performance. Benefits rated fourth among workers aged 31 to 50, third for those aged 51 to 60, and third among those aged 61 and beyond. Surprisingly, the youngest age group (62 percent) was the most likely to consider benefits as vital or extremely important. This study does not mean that older workers are less valued than younger workers, but it does suggest that benefits become less effective motivators as people age.
Work content is the most powerful motivator for all age groups. This factor was chosen as the key motivator of successful performance by respondents of all ages. It was the only factor that retained its relative value across all age groups.
Career factors such as title, position, and prospects for advancement lose value with age. Employees aged 30 and under evaluated career considerations as the second most essential. They fell to third place among workers aged 31 to 50, and eventually to last place among respondents aged 51 and older. While 81 percent of those aged 30 to 30 said that career considerations were important or very important in driving their success, only 41 percent of those over 60 concurred. As the age groups progress, compensation gains – and eventually loses – importance. Despite the fact that employees aged 30 and under identified salary as the third most significant incentive,
For those aged 31 to 60, surged to second position. Employees aged 61 and up, on the other hand,
Compensation has dropped to fourth position. When compared to other age groups, older employees place a higher value on affiliation. Among the older respondents, affiliation was the one that rose in importance. It was placed last among the five motivators by employees aged 30 and under, and it was equal for fifth.
Employees were employed until they were between the ages of 51 and 60. It had ascended to fourth place at the time, only to rocket to second place among those aged 61 and up. In general, most of the elements lose some of their usefulness in driving performance among older employees. The converse is true in terms of affiliation. It's worth mentioning that after the age of 30, less than two-thirds of respondents said affiliation, profession, salary, and benefits motivated them to work.
While personalizing features to each employee is neither prudent nor practical, understanding how different sectors of the workforce perceive these characteristics can help organizations communicate their goods effectively. A company's ability to motivate and engage its employees may be improved by selecting which aspects to focus in order to maximize return on investment. It would be advantageous if an organization could adjust and communicate incentive vehicles as needed.
Engaged employees are more productive, profitable, safer, healthier, and less likely to quit. Engagement is a complex process that requires time and effort to properly develop.
Organizations must begin using all available resources to promote employee engagement. The studied literature finds both leadership characteristics that promote and detract from workplace engagement. Leaders play a key role in the construction of engagement by projecting concepts and traits associated with engagement drivers, such as helpfulness, and by presenting employees with a vision that extends beyond short-term goals to the firm's long-term ambitions.
Organizations must design complete plans for CEOs that will equip them with the tools they need to build trust, share their vision, and create productive partnerships between employees and the organization. Employees have a more positive perception of leaders who use these qualities. As a result, employees boost organizational loyalty and productivity.
Leaders must recognize their impact on their workforce and the importance of collaborating with each employee to establish a future vision. Furthermore, transformational leaders who are confident and have higher levels of self-efficacy will be more successful in driving employee engagement than those who are less confident and have lower levels of self-efficacy (Luthan, 2001). Rather than merely encouraging workers to do the task at hand, offering a vision of the business and how they fit inside it will result in a more productive workforce.
Companies must go beyond merely encouraging their employees in today's competitive work environment and create an environment of engagement. Transformational leaders appear to be more confident in their ability to lead the path toward an engaged culture, according to our leadership style research. Knowing how to improve employee engagement is an important talent management skill to have if you want to avoid having a disengaged staff. A disengaged staff, on the other hand, is costly to a company in today's competitive global market. A more engaged workforce is more committed to the organization, has less reasons to leave, and is happier. These are the components of engagement, or the desire and ability to contribute to organizational achievement above and above the call of duty.
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