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Executive summary
The report has developed emphasising the perception of employee engagement. The report has focused on the context of a multinational retail company named Primark. Employers of the company are concerned about measuring their employee engagement. The report has identified different factors that drive employee engagement. In this report, a discussion has been made on the usage of necessary diagnostic tools for measuring employee engagement in Primark organisation that would be essential for improving the productivity metrics of the organisation. 
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The report will focus on the concept and different aspects of employee engagement. Employee engagement plays a significant role in improving the performance, productivity, and effectiveness of an organisation. Therefore, companies try to adopt various approaches to improve their employee engagement. The report will identify and discuss various drivers that influence employee engagement. Moreover, different diagnostic tools that can be used by the company to assess employee engagement will be explained. Furthermore, an employee value proposition will be constructed for the chosen company.
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Employee engagement:
Employee engagement refers to an HR or human resources concept that defines the level of dedication and enthusiasm an employee feels towards his/her job role and responsibilities. Employee engagement is the most significant indicator in evaluating job satisfaction. Engaged employees value their work and concern about their performance and the company’s image. They moreover feel that their efforts can make a change. Moreover, engaged employees are likely to increase organisational productivity and improve performance (Eldor and Vigoda-Gadot, 2017). Therefore, it can be considered that employee engagement is vital for an organisation’s success as it provides connections to employee morale and job satisfaction. In this case, communication plays a crucial role in developing and managing employee engagement. Engaged employees are motivated and loyal to their responsibilities and they properly know what their job roles and their job entail. They are mainly emotionally and intellectually connected to their company.
According to Ryba (2021), employee engagement refers to the strength of the sensitive and mental connections that workers feel towards their teams, the organisation and their job roles and responsibilities. Employee engagement helps in measuring how employees feel about their workplace. Employee engagement moreover influences every significant aspect of an organisation, including its revenue, profitability, employee turnover, customer experience, and others. As per Kitto (2019), employee engagement is outlined as the step to which workers invest their emotional, mental, and behavioural energies to effective organisational consequences. 
Drivers of employee engagement:
To improve employee engagement, at first, it is significant to identify what influences and motivates employees and leads them to involve more in their tasks. In the period of fast technological, social, and economic changes, it is vital for any company to recognise factors that drive employees to focus and perform their tasks effectively. However, due to the pandemic, employee engagement has been influenced in different ways and companies are adopting different practices to improve employee engagement. There are different drives that improve employee engagement.
I) Manager effectiveness:
The management of a company plays a crucial role in increasing employee engagement. Managers manage and control all the tasks and responsibilities of employees. Moreover, managers are accountable to develop and maintain the working culture and practices of an organisation. If managers of a company fail to manage effective working culture for employees and become unable to develop positive relationships with employees, it will negatively employee wellbeing and emotions. Therefore, it is considered that managers are accountable to drive employee engagement. On the other hand, managers with strong and positive relationships with employees can help the company to improve employee engagement (Rand, 2014).
II) Development opportunities: 
Companies that offer several opportunities for learning and career development to their employees can effectively motivate their employees to increase their engagement with their job responsibilities. Since most employees are not satisfied to do the same things every day, the chances to learn new skills and knowledge and try new things are the best way to prevent their boredom. When employees get the opportunities to improve their skills and knowledge for career development, they feel that the company care for their growth and improvement. This factor increases employee motivation and in return, employees start to involve more in enhancing their performance. 
III) Opportunities to involve in the decision-making process:
This is one of the key drivers that allows organisations to improve their employee engagement. When leaders and managers involve employees in the company's decision-making process and consider employees’ perceptions, feedback, and opinions to make important decisions, they feel valued and respected. As a result, employees remain within the company for a long time and try to increase their effort for organisational growth and development (macorva, 2019).
IV) Positive workplace culture:
Working culture is another major driver that influences employee engagement. A positive and friendly working atmosphere and effective working practices help companies to improve their employees’ mental health and well-being. In an organisational culture where employees get equal opportunities, work-life balance, obtain value and respect from leaders and co-workers, and appreciation of their efforts, they prefer to remain in for a long. A positive working culture not only improve employee mental state and well-being, it moreover allows employees to involve more in their tasks and responsibilities without getting stress and anxiety. Consequently, employee engagement increases immensely (Pandita and Bedarkar, 2015). 
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Employee engagement is considered to be an essential aspect for a well-known international clothing retail organisation like Primark to carry out its activity in an effective manner. It makes a considerable impact on the rate of retention of the employees along with productivity metrics. There tend to be several diagnostic tools for measuring employee engagement in Primark. Below are stated the tools:

	List of Diagnostic Tools

	Serial No
	Tools
	Discussion

	1.
	Programs of Employee Rewarding as well as Recognition
	It is regarded as a very useful tool for measuring the engagement of the employees. Effective implementation of this tool will make an impact on the performance of the workers of Primark organisation based on which they will be able to improve their delivery services in a considerable manner (Boakye et al., 2021).

	2.
	Conducting Employee Surveys on a Regular Basis
	By using this method also Primark can boost the morale of the employees to give the best effort from their side in their operational activities. At the same time, the organisation will get to know what the employees expect from the company by means of establishing a youtube channel of communication. It indeed helps in building an engaged workforce.   

	3.
	Giving Personal Attention to Each Employee
	In this regard, the HR professional and the manager of Primark can conduct one-to-one meetings with its workers. It would help the workers to express themselves explicitly based on which the higher authority can take or initiate necessary strategies regarding business expansion activities. This needs to be conducted once a week to get the best results. 

	4.
	Performing Exit as well as  Stay Interviews
	It has been noticed frequently that employees do have the tendency of changing organisations often which becomes a critical factor for any business organisation to carry out its activities effectively as well as efficiently. The reason for most is that the workers did not get the scope of engaging or involving themselves properly which compels them to leave the organisation (Garg et al., 2021). By utilizing this tool, Primark can be aware of its concerning areas of employee involvement which they can improve in the succeeding years accordingly. 

	5.
	Building Small Focusing Groups Of Employees
	These types of groups often become a crucial indicator for companies like Primark to make out the overall progress of the organisations. Along with this, it helps to motivate as well as inspire the employees to provide their best effort to obtain the desired outcome. 



Table 1: List of Diagnostic Tools
(Source: Created by the learner)

In this way, the above-mentioned diagnostic tools can play an indispensable role for Primark to increase the level of engagement of the employees based on which the company will be able to formulate necessary business strategies for enhancing its profitability (Lartey, 2021). In this context, it needs to be stated that, the organisation will have to understand the needs and preferences of the customers present in the country which will allow them to manufacture customer-oriented products in a considerable manner. In addition to that, employees will be energetic and enthusiastic to perform their functional activities to increase the profitability of Primark convincingly. 
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Employee value proposition/EVP:
The employee value proposition is referred to as a range of financial and non-financial advantages given by a company to their staff in return for the competences, experience, and skills they convey and the efforts they make to the company. It refers to an eco-system of recognition, support, and values that employers provide to their employees for achieving higher potential at work (Jouany, 2020). It is a major part of the recruitment process as it allows companies to attract potential talent. To construct an employee value proposition, employers of Primark can consider the following tactics. 
I) Understanding existing perceptions:
Creating an organisational culture to present the organisation’s employee value proposition does not only come from the leaders; moreover, it comes from team members who live the business values. To construct a realistic and strong EVP, employers of Primark first need to create an ideal organisational culture and recognise what perceptions and thoughts their present and potential workforces have about the company and culture.
II) Determining main selling points: 
Primark needs to create cross-functional teams for reviewing the research and defining the key parts of the company that employees value the maximum. Structuring their employer brand and outlining this evidently within their employee value proposition will provide a strong sense of what their company represents and how it will suitable into a possible value of employees. In this case, the company should test their EVP with their present employees and sample groups from the market.
III) Communicating the message:
Once the company’s EVP has been outlined, they need to identify relevant and creative ways to interact it to employees the company is trying to attract. They can start by passing on it through all the suitable channels, like the company website, interview process, advertising, and others so that potential talent can decide if they could make a proper fit for the company.
IV) Ensuring alignment:
Existing employees are the most influential basis of advertising and play a significant role in attracting potential talent. Primark needs to include the EVP in internal communications, reward and recognition systems, policies, induction and business plan, and others so that it can reflect the proper way the company conducts their daily operations. They moreover need to review the EVP annually for ensuring that it remains reflecting the changing experience of employees (Pavar and Charak, 2015).
Strategies to increase the level of employee engagement:
Primark can consider the following strategies to increase its employee engagement.
I) Reward and recognition:
One of the effective ways to increase employee engagement is by recognising the efforts of employees and rewarding the efficient employees for their performance. When employees receive rewards, incentives, bonuses, or other benefits for their hard work, they feel valued and appreciated by the company which leads them towards improving their involvement in their responsibilities. Therefore, the management of Primark can utilise this strategy to improve employee motivation and engagement.
II) Prioritising physical and mental health:
It becomes easy for employees to engage with their roles and responsibilities when the company makes an effort to improve their well-being. The management of Primark can focus on creating a positive atmosphere for employees where they will get the opportunity to improve their health conditions. For example, the company can offer workout classes, fitness subsidies, meditation classes, time for balancing work and personal life, and others to motivate employees to enhance their engagement.
III) Listening to employees: 
Leaders of Primark need to listen to their employees to make them feel valued and esteemed. They should consider the opinions of every team member while making any important decisions. It will motivate employees and they will try to increase their efforts for the company (Lytle, 2016). Moreover, the company can take feedback from employees while implementing any strategy.
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It is concluded that effective employee engagement leads an organisation to improved employee well-being and organisational performance. Employee engagement allows the organisation to ensure that it is having suitable working culture, better performance, increased productivity, less employee turnover, maximum profitability, and others. Therefore, employers try to develop different strategies, such as appreciating employees’ effort, involving them in decision-making, creating positive working culture, and others to enhance their employee engagement.
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