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Introduction
Managing people in a given workplace could have been easier if all employees were collaborative, hardworking, talented and possess positive attitude to work. It is clearly noted that some people are easier to manage than others since modern workplace are diverse. Managers are therefore required to have right skills in order to manage diverse people in a given workplace. Successful management of people is essential in any workplace because it promotes individual and organisational performance. In this report, concepts and drivers of employee engagement are reviewed. Critical evaluation is done on various diagnostics tools that are used to measure employee engagement in given workplace. Lastly, employee value proposition is constructed and analysis made various on strategies which can be used to improve employee engagement. 
[bookmark: _Toc56485217]Concept of employee engagement
Macey and Schneider (2018) define employee engagement as defined approaches at workplace which has shown to create and maintain positive working environment for employee in a given workplace through activities like improving individual productivity, motivating team members, promoting commitment among employees in relationship to business goals and enhancing well-being of individuals in their workplace. Managers are able to build this concept of employee engagement through aspects like enhancing commitment, trust and effective communication with their team members. This aspect is so important to developing business and most critical during this period of Covid-19 when businesses are struggling with productivity and quality output from employees. 
Employee engagement can be defined based on determining and appreciating individual roles within the company and fitting them to promote aims and objectives of business. It is also identified based on the understanding ways used by team members within the organisation to meet business objectives and promoting quality results. Employee engagement is further identified when employee engages in teamwork with objective of realising business goals, being empowered, getting recognition and constrictive feedback from their managers (Markos and Sridevi, 2018).
In other cases, employee engagement result to productivity when employees have positive attitude and behaviours to work. This aspect has shown to make employees become loyal and proud of their company and engage in further activities that enhances their productivity. Workplace where employees feel engaged encounters low absentees, turnover rate and conflicts. 
[bookmark: _Toc56485218]Drivers of employee engagement.
Continuous, timely and constructive feedback. It is essential driver of employee engagement since it enables employees in understanding whether set goals are being achieved. It enables employees in assessing their performance during this pandemic period and identify ways which can be used to improve them. When the manager and employee have positive relationship in workplace, employee engagement is promoted since they are able to determine their strengths and weaknesses and appropriate ways of improving their productivity (Albrech, 2017). 
Clarity. In the recent years, employees have been utilising missions and visions of the business to evaluate their respective roles and performance. Saks and Gruman (2014) argued that managers are required to promote employee engagement through communicating connection that exist between individual roles and set goals and missions of the business. Moreover, when individual roles are clear, such individuals can work consistent with objective of realising business objectives and becoming more engaged.
Recognition. The quality performance and efforts of individual employee should be recognised by managers to enhance engagement at their respective workplace. Employers have essential roles of recognising achievements made by employees and utilise fair remuneration system to encourage positive performance. Moreover, employer should restructure individual roles and develop creative systems which can allow employees to reward themselves especially now they are working at home. 
Teamwork. According to Purcell and Hall (2012), when employees have greater trust and confidence to their line managers, teamwork will promote their engagement in workplace. Managers need to promote such trust through focus on determining employees and their needs using active listening capabilities and sharing information openly to enhance their engagement. 
Fairness. Research conducted by Harvard School of Business revealed that 94% of employees identifies fairness at workplace as most essential driver that promote their engagement (Council, 2019). Fairness makes employee to feel valued and treated well by managers. It has shown to indicate certain aspects in a given workplace concerning employee engagement ranging from the degree of openness between managers and employees, nature of employee attitudes to their duties and how management is respected by employees. It is essential for managers to determine effective ways which can promote fairness at workplace and set fair goals to all employees to improve their engagement.
Shared values. It is clearly noted that employees promote common values when they express similar attitudes in their daily team duties. This has shown to encourage teamwork and spirit of cooperating in attaining common set goal since their individual values are linked to team goals hence enhancing employee engagement. 
[bookmark: _Toc56485219]Diagnostic tools to measure engagement
Job satisfaction. This diagnostic tool is highly valued with managers in a given company when measuring employee attitudes and views in their respective place of work. The job satisfaction from employees are normally high when such individuals are satisfied with the current roles hence promoting employee engagement. It has shown to be effective tool when employees attitudes and feelings in a given workplace are measured using simple survey to determine how they feel when conducting their duties. Managers use job satisfaction to determine how employees are engaged in their workplace especially during pandemic period. 
Performance and appraisal. This is an important diagnostic tool that enables employer to assess engagement of employees in their workplace. It indicates productivity of the business since performance of employee is proportional to how they are motivated. The performance of employee in given workplace can be evaluated based on individual job description and positioning them according to their performance (MacLeod and Clarke, 2009). The ideas of appraisal enable managers in determining skill gaps of employees and relevant ways which can be used to improve their skills to enhance individual engagement. Suitable appraisal approach should indicate employee set targets and specific goals attained. 
Communication. With this diagnostic tool, managers are able to understand feelings of employees based on the value and engagement to daily activities. Quality systems of communication in workplace ensure each employee gets consistent and timely feedback to carry out their duties effectively. Employees are able to give their new ideas and suggestions in when the managers have developed effective skills of communication like active listening and decision making hence promoting employee engagement. It is the responsibility of business management to create workplace where teamwork is promoted and individual efforts are recognised especially to struggling businesses during pandemic. Employee engagement in workplace is directly proportional to internal communication channels which are effective in promoting well-being of employees in their respective workplaces (Bedarkar and Pandita, 2020). 
Cooperation. This is diagnostic tool that enables managers in measuring ways used by employees to realise common business goal. Business management has key responsibility of ensuring that employees have conducive working environment which can encourage cooperation at workplace to enhance realisation of common set objectives. The idea of cooperation in given workplace can be measured using different techniques. One of them is win-win aspect where teamwork is encouraged in workplace to allow employees to cooperate while enhancing engagement. Cooperation makes employees to develop positive morale to workplace while engaging in production of high quality services and products since they get support and trust from each of the team members (Albrech, 2017). Moreover, cooperation has shown to encourage sharing of information among individuals within the team as well as team members consulting from their line managers before making a given decision. Since cooperation makes employee to feel valued in daily business activities, it promotes employee engagement. 
Equal opportunity and fair treatment. The level of employee engagement can be measured based on shared opportunities and determining level of employee treatment in workplace. Employees are not discriminated in workplace when all of them are given equal opportunities regardless of any observable differences such as age, gender, background, nationality amongst others hence essential tool that promote employee engagement. Business management need to put measures in workplace which can eliminate negative habits in workplace such as discrimination and harassment since they lower employee engagement. Fair treatment has shown to be effective tool for measuring engagement of employees since it prevents unfair treatment activities during hiring, motivating and rewarding employees. It encourages individuals at workplaces to be given their right reward based on one’s performance and level of quality output. For any workplace that promote equality and fair treatment among employees, the team members are more engaged in their roles. 
Assessing retention rates. Management can assess the level of retention rates within a given set period to determine the level of employees’ engagement. Retention rates and employee engagement have direct relationship hence critical essential diagnostic tools to measure their engagement. High retention rates indicates satisfaction from employees within a given workplace as well as further improvements needed to improve working conditions hence their engagement to roles in a given workplace. 
[bookmark: _Toc56485220]Constructs an employee value proposition from the ideas and analysis covered 
Employee value proposition is the value which employee benefits from the organisation after contributing desirable value to business activities (Little, B. and Little, P. 2016). Employees obtains such values based on individual skills, commitment and expertise in a given field of production. This aspect is very essential to business since it develops positive insight that enables it to retain individuals who are more talented while attracting possible competitive ones from the market. The constructed value proposition for the company is:
“We are here to promote individual career growth without any instances of Ceiling policy. We value every employee contribution and don’t see you as mechanised robot with limits to accomplish certain tasks but engaged employee with full potentials. We give an opportunity of evaluating who you’re now and what you desire to become hence start your journey at this moment and see the milestone you will attain with us.” 
[bookmark: _Toc56485221]Strategies to raise levels of engagement
Empower employees. Employee engagement are highly promoted in workplace when the leader and line manager are able to empower team members through supporting and building trust with them. They can engage in making employees to understand their specific duties through training, delegating, avail adequate resources at workplace and identify relevant opportunities which can support individual development. Moreover, both leaders and line managers need to listen from employees so that they can feel their input is valued. 
Recognise good work and teamwork. Employee engagement is enhanced further when managers recognise individual achievement and reward accordingly. Motivation is best approach of recognising hard work and milestones attained by employees in their duties. With these activities, such employees become more encouraged and promote teamwork with objective of attaining company goals irrespective of the hard period of pandemic. 
Managers to share with team members on the key objectives of the company. This enables employees in linking their goals with set mission and vision of the company. It is essential strategy that encourages employee engagement because one will understand business expectations and goals hence work towards attaining that objectives (Vance, 2020). 
Encouraging constant communication. Communication is one of the essential strategy which modern managers use in promoting employee engagement in workplace. When the company has clear communication systems, such employees are able to get instant feedback to complete their duties. Moreover, such systems enable them in raising any concerns, seek clarification and share new ideas at workplace. Communication is regarded as essential tool during this period of Covid-19 pandemic when most employees are working from home. It is therefore one of the important strategies used by managers in promoting employee engagement. 
Effective strategies on workplace equality and fairness. Any workplace that promote fairness and equality among employees is identified to encourage employee engagement. The line managers and team leaders have important roles of ensuring there are adequate measures to discourage any forms of discrimination or harassment in the various workplaces to make employees feel valued from their respective daily duties. 
[bookmark: _Toc56485222]Conclusion
In conclusion, every employee need to be engaged in their workplace to offer quality output and become productive. Both line managers and team leaders have essential roles of ensuring presence of adequate strategies which can promote employee engagement. A company where employees are highly engaged is a competitive and productive business. Companies need to promote employee value proposition since it promotes business brand as well as attracting talented people needed to support business objectives. 
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