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[bookmark: _Toc77930028]INTRODUCTION
In second assessment an in-depth report will be developed that involves concepts and drivers of the employee engagement, later evaluation of diagnostic tools will be done to measure the employee engagement at workplace. After that an employee value proposition will be analysed and strategies will be identified that help the company in rising levels of the employee engagement at workplace. For this study Tesco Company has been taken into consideration in order to achieve the learning objective of this study.

[bookmark: _Toc77891261][bookmark: _Toc77930029]CONCEPT AND DRIVERS OF EMPLOYEE ENGAGEMENT 
Employees need to understand what inspires and motivates them to be interested with their work in a personal way to enhance their involvement. Employee participation is nonetheless not ubiquitous. Tesco can distinguish across organisations and even between several employee groups in one company. Drivers can also change over time or for external reasons (like an economic depression or public health crisis). It is particularly useful to return to the foundations and capture the variables which enable individuals to focus and to do their best amid times of fast economic, social, and technical changes (Barik and Kochar, 2017). The dedication of the employees generally depends on their wish:
· A major task
· Career development
· Empowerment  Appearance
· Leadership connections are established
Although our working techniques are influenced by technologies and other contemporary practise, certain recurrent factors are the same. For a current approach to Company staff, a more personalised approach to these aspects is required. Exploring employee involvement drivers, how Tesco can determine Company organization's top drivers, and how the information can be used to promote employee engagement (Barik and Kochar, 2017). Many drivers often affect drivers of employee involvement, for example:
Organizational culture: A culture in an organisation embraces the faiths and practices in which it is shaped. Within the company's commitment and culture, culture has an enormous impact on drivers and staff involvement and the prevalent leadership and management practices. In an organisation recognised for innovation, for example, its capacity to talk and share innovative ideas can be linked to engaging drivers. Otherwise, collaborative and executive leaders may be part of an operational efficiency-driven organisational culture (Lubis and Hanum, 2020).
Employee voice: A competent employee has a voice. When views are requested, employees should be heard and visibly applied. 'Participation in success' is the voice of an employee who represents the true degree of involvement in an organisation and in this respect the Company should identify the mechanisms in place to provide the employee with an adequate platform. It could be a multi-channel process, in most cases including coaching, one-to-one meetings, group meetings, newsletters and conversation with people through technology and social media (Barik and Kochar, 2017).
Leadership: Leaders must be seen and contacted in the front line with their staff. While the study changes somewhat from one engagement driver to another, the effects of leadership are widely accepted. Few of us have contact with our Board of Directors or the CEO or the major influencers Unemployed in a company. Therefore, can do is interact with our immediate employer, our fellow members and our team (Barik and Kochar, 2017). 
Engaging line managers: Studies demonstrate that the line manager differs significantly in the level of commitment. Gregory may be most crucial to emphasise that leaders participate while the involvement from the top of an organisation may begin (Barik and Kochar, 2017). The research shows that this deception is generally the result of the rejection of five essential principles:
· Line supervisors lead the participation of their employees.
· Oversight staff will adequately prepare for open team dialogues.
· Customer rallying teams.
· Commitment techniques are suited to different areas of work.
· The company is not concerned with actions, but with discourse.
Integrity: The behaviour of all companies leading to employee confidence and integrity is compatible with the defined values. That is the wider the distance, the greater the lack of confidence. In the Engaging for Success study "engaged associations have strong, real principles with unambiguous evidence of mutual respect for trust and justice, understanding, and complying – between employers and employees – with bilateral agreements and obligations (Barik and Kochar, 2017).
[bookmark: _Toc77891262][bookmark: _Toc77930030]EVALUATION OF DIAGNOSTIC TOOLS TO MEASURE ENGAGEMENT 
Use the following tools and ways to enhance employee engagement or participation at workplace:
1. Instruments to communicate employee experience and involvement opportunities: without staff surveys, no engagement software is complete. However, the only instrument that Tesco should employ is not an annual engagement survey. Search for resources, including yearly pulse and lifetime survey alternatives for staff participation. Between annual commitment surveys, much can happen. Pulses allow fast bulk mass feedback in real time (without the hoopla of a larger, annual survey). These studies help increase communication, transparency and confidence (Bridger, 2018).
2. Instruments for constructive debate:
 Single-on-one sessions give employees and managers the opportunity to discuss topics not covered by the weekly list. It is time to discuss about learning and development, career progress and work happiness. For instance, software is available to manage the administration elements of one-on-one. Allow discussion of links to achievements and upcoming papers (Bridger, 2018).
3. Instruments for continuous feedback: 
Improved feedback depends on better performance. However, it's not easy to receive feedback (and receive). Make sure the correct instruments provide Company colleagues with feedback. Management groups can develop into more powerful coaches and employees with the correct tools for feedback. Use feedback methods such as a 360 retroactive loop to help everyone realise their strengths and limitations, including individuals, supervisors and reporting directly (Bridger, 2018).
4. Instruments for identifying and achieving essential objectives:
In order to succeed, Tesco must point the entire organisation in the same direction. However, if Tesco don't know anyone, it is tough to achieve Company goals. But if Tesco know it like that The aims of  Workplace can enhance the success of Company company's vision for every person and team — cascade targets, visible public authority and weekly progress tracking. Our Platform allows Tesco, for a fully integrated campaign, to link Company goals to other key areas of commitment, such as recognition, success and one-off talks (Bridger, 2018).
MEASURE CULTURE AND ENGAGEMENT AT WORKPLACE:
Measure the organization's involvement:
Tesco may develop a foundation throughout Company enterprise perhaps the most famous measurement. The strengths and possibilities Tesco enjoy are examined at a high degree. In addition, the individual groups and teams and future inquiries will have an indicator. The right tool: yearly interview (Bridger, 2018).
Measure intergroup and team involvement:
Tesco should classify them in meaningful ways and alert Company organisation when Tesco have corporate data. Consider how Company firm works and splits employees into more specialised groupings, such as departments, offices, positions or sites. Identify locations where more specific topics need to be digested thoroughly. The right instruments: research on annual commitment, pulse and life-cycle research, feedback cycles (Bridger, 2018).
Make individual measurements of the commitment:
Tesco must involve people within a given group or team. Managers are crucial for an engagement mission here. Tesco cannot just rely on surveys for individual perceptions to be collected and analysed. Tesco must be always up to date with what is going on at a specific level with Company supervisors. The right tools: feedback, one-on-one meetings, metrics for talent review, objective monitoring, recognition (Bridger, 2018).
Measuring the institutional relationship at workplace:
This is the connection of Company to staff. It covers key feelings and perspectives on procedures and standards, objectives, company visions, management, technology, equity and more. High-level issues to be handled are understood.
Make vertical connector measures:
The link between the boss and employee is vertical in both respects. For clear communication, guidance and feedback, employees rely on their supervisors. Managers depend on employees to succeed in their work and help create their team's reputation. Measure Tesco strong and tough teams by this relationship (Bridger, 2018).
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EMPLOYEE VALUE PROPOSITION: The only incentive package for the talents, abilities and competence of employees is a declaration of employee value (EVP). Company's core of an EVP is what they mean and how remarkable they are. It includes vital facts, such as a vision or a certain culture, which makes people proud and driven. Company EVP is original, pertinent and convincing. It's important. It's important. With all aspects of an enterprise, a major EVP helps to maintain leadership and to employ the best outside skills (Arasanmi and Krishna, 2019).
Include current views: Company EVP will not only create company's management into a corporate culture, it will also be the members of company team that live and nurture company value. From company concept to reality, you develop company perfect business culture. You need to learn how company current employees and potential employees feel about company brand and culture to establish a strong, trusted EVP. The results can be achieved by means of employee surveys, focus groups and interviews with exit personnel and feedback (Arasanmi and Krishna, 2019).
Identify major points of sale
Create an inter-functional team to assess company information and identify how people enjoy company most. The construction of company employers brand in company EVP shows you successfully and how this links with the value of a possible employee. Use this information to ensure that while writing out the EVP the following problems are taken into account (Arasanmi and Krishna, 2019).
Alignment of insurance
Current employees are company most potent source of publicity and play a major role in the acquisition of talent. Company employees require the image that they can sell outside their offices and develop brand messengers in everyday reality. Enter the EVP into induction plans, bonus schemes, internal communication, legislation and business plans so that you can represent company firm in company daily behaviour. Every year check company EVP to verify that company employees' changing experience is reflected (Arasanmi and Krishna, 2019).
STRATEGIES TO RAISE LEVELS OF EMPLOYEE ENGAGEMENT
Here are six ways in which HR experts can make their work and organisation.
1.  Communicate routinely and consistently: As organisations grow, employee ties can be reinforced and deteriorated, and before too late, departments function separately. You probably have to communicate with businesses if you do not have a specialist internal communication team (perhaps with help from company marketing team). Managers that run remotely or run remote teams will be much more intentionally obliged to communicate. For example, you will counsel managers to use their digital platforms in full (for example, Slack, Microsoft teams and Facebook workplaces) (Parke et al., 2018).
2. Good health investment: Dedication to success (E4S) demonstrates a strong relationship between commitment and goodness to UK staff commitment studies. Wendy Cartwright from Task Force, member of Task Force, spoke to HR Magazine in 2014: "If the commitment is strong, there is a risk of overtime burnout but not very good and the staffs are committed highly but low even if they are generally satisfied and well connected with the organization's purposes. The establishment of support programmes for employees, the formation of first aid experts in mental health and the promotion of adequate nutrition and training may improve the wellbeing of employees. However, Tesco want to evaluate the culture of company organisation and the behaviour of employees: For example, there is a "long-term" culture of workers who are often late to overwork (Parke et al., 2018).
3. Send company comments and answer: The employee's voice is one of four commitments of E4S. Senior managers are looking for, listening to and acting. Technology often helps employers to search and acquire information for their employees, for instance through anonymous online surveys, but it is not effective if leaders ignore the points of view of their people and refuse to answer. This can involve a cultural transformation that is not achievable at present for company firm so assess why, when and how you could build official feedback channels (Parke et al., 2018).
4. Define and explain the objective of company organisation: If the mission and vision of an organisation is not stated by its managers and managers, employees learn how their activities and actions comply with its overall goals. First, challenge company leaders to advance: the organization's mission remains legitimate (Parke et al., 2018).
5. [bookmark: _GoBack]Enable company staff: Some leaders have no skill or incapacity to use micro managers or team members in times of crisis. However, employee involvement in micromanagement is at risk. The personnel are worn out with repeated corrections and bad feedback. Closer managers are going to stifle workflows. Retention and recruitment are ultimately damaged. The alternative is empowering, supporting and depending on company self-employed personnel and offering further training. Talk to the manager as an HR professional if you observe micromanagement during operation. Help them to comprehend and help them to establish an action plan to empower their people and empower them. You may also help them to identify employee growth opportunities and give necessary training or resources (Parke et al., 2018).
6. Identify an excellent job: Does company recognise and reward its personnel frequently, openly and willingly? Everything must be done at all levels of an association, even if company management welcomes company workforce. To create digital channels, to praise staff for the supplementary mile - totem is an example - or to establish incentives or awards, are fantastic approaches to increase awareness (Parke et al., 2018).  


CONCLUSION
A comprehensive report on concepts and causes of employee engagement has been created in the second evaluation, later assessment of gas diagnostic instruments to measure staff participation at the workplace. After that, an assessment was carried out of the proposition of employee value and the techniques that assisted the organisation in increasing employee commitment at work will be recognised. To attain the learning objective of this study, Tesco Company was taken into account.
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