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Introduction:
The effective management of people is a necessary requirement in improving the workplace and to prepare the employees for growth and success. The people management consists of the process of hiring, training, and identifying the talent to operate the company. It can also be considered as the human resource management. The report will be based on the measure that the “lunaz design” has taken to manage their staff. The company aims at balancing the style and the energy transition in car markets and provide the legacy vehicle which have been “reengineered as electric cars” (Lunaz Tech. 2022). The employees are the essential part of the company and responsible for improving the overall performance of the company. Lunaz design needs to measure employment engagement in order to achieve success and to develop the skills and talent of the employees. The report will provide the concept and drivers in effective employee engagement along with the diagnostic tools in measuring engagement.


[bookmark: _Toc102986814]“Reviews the concept and drivers of employment engagement”
The concept of employment engagement: The employment engagement is very essential for the company in achieving success and developing the skills and talent of the employees. The employment engagement is the concept of human resource which examines the level of dedication and enthusiasm that employee feels toward their work (Glavee-Geo et al., 2019). The engaged employee tends to be effective in their work and cares about the overall performance of the firm. They are the crucial factor in the company’s success and are likely to be higher performance and productive. The “concept of employee engagement” was founded by Dr. William khan in 1990. He has considered that the employees are involved in their jobs in three levels: cognitively, emotionally and physically (Antony, 2018). The highly engaged employees usually have a clear sense of commitment toward their company and are excited to take on any new challenges improving the overall performance of the company.The human resource plays a significant role in implementing the strategies of employee engagement which also require  the execution and planning of the top management or leaders in the company (Duthler and Dhanesh, 2018). The engagement begins from the initial stage of “employee life cycle” which includes the candidate experience, the process of recruitment, learning, development succession and the retirement from the company.
Drivers of employment engagement are as follows:
Seamless onboarding: the employee engagement begins from the recruitment process when they get a glimpse of the communication culture of the company. The employees, once hired, are in the onboarding process which enables them to have the idea of whether to continue in the company for a long time (Albrecht et al., 2018). The company must give them enough time in order to master their works before starting the work to acknowledge the employee engagement during the onboarding process. This will ensure them to work with more confidence and build a long lasting career in the company.
“Positive work culture”: The positive work culture is very essential for the company to successfully implement employee engagement. It requires the company to share its value and aims to the employees and gives them daily updates regarding the progress of the company (Matthysen and Harris, 2018). It is important to make them feel respected so that they can freely communicate with the manager regarding any issues or tasks.
“Access to productivity and time management tools”: The unplanned activities, workplace distraction and meetings will likely reduce the time in overall productivity of an employee. Therefore time management is a significant skill that could improve productivity. The time management tools such as “slack” will help in managing time oriented tasks.
“Learning and development opportunities”: The Company which provides the structured development and learning opportunities to their staff has seen a high level of engagement (Tezera, 2018). The development of the learning process will also enable the less engaged employee to open up and participate for greater opportunities.
Flexibility: It has been widely seen that most of the employees quit their jobs due to the lack of flexibility in the workplace. The organisations which allow their employees to have a certain flexibility in their work tend to see a high level of employee engagement. The Lunaz design has also provided flexible working time along with the work from home to engage their employees (Khodakarami, and Dirani, 2020). It required the company to trust their employees in doing their work wherever they are. The employees are likely to perform better in their own “comfortable space” without the stress.
"Rewards and recognition":  the appreciation of employees for their work is essential for their engagement. The daily feedback and checking on them are considered to be the "positive driver" of the employee’s engagement. The feedback must be designed accordingly to communicate the employee in their effort in improving the performance of the company. The recognition of the specific group of employees for their outstanding achievements, motivates and encourages them to work more effectively and create a better result again (Glavee-Geo et al., 2019). This will help in keeping the employee highly engaged in their work and thus provide an effective performance for their growth and opportunities.
[bookmark: _Toc102986815]“Evaluate diagnostic tools to measure engagement”
The employee engagement has been a general topic of discussion throughout the whole organisation. During the pandemic period when the employees working from home, the topic of employment engagement has gained the center stage of attraction. The engaged employees are likely to work harder and tend to stay in the company for a longer period of time. It is not simple to successfully implement the employment engagement programme. Thus it requires a level of commitment, motivation and the connection that employees have in their work and in the company. However the employees are not likely to have the same level of engagement throughout their work lifecycle, it can “fluctuate from time to time” (Kašpárková et al., 2018). Therefore in order to make sure that the employee engagement is measured and nurtures, there are some essential diagnostic tools which are as follows:
“Frequent employee surveys”: The most effective and quick method in measuring employee engagement is conducting surveys. It will not only the help the “Lunuz design” in measuring their employee engagement however it will also helps in motivating employee and generating ideas from them. The two way communication is very essential in order to have an engaged workforce (Matthysen and Harris, 2018). The managers and HRs are required to process frequent actionable surveys to their employees regarding their work and the company. This will allow them to have the information about how much engaged their employees are and will allow them to understand the needs of the employees. 
“Have frequent one on ones”: It is very essential and significant for the managers and HRs to have a one to one meetings with the employees. It will allow the employee to express themselves and share the information. It should be done frequently or once a week.
“Conduct an exit and stay interview”: The company needs to identify the main reasons for the employee leaving their jobs. At a certain point, employees are likely to leave the organisations, in such cases the managers and the HRs need to identify the main reason behind it (Albrecht et al., 2018). By conducting exit interviews will enable the company to identify the key areas that needed to work on in order to improve their employee engagement.
“Make small focus groups”: For the larger organisation, it is difficult to conduct a one to one meeting with the employees. In such a situation, making a small focus group is very significant. The HRs and the managers are required to prepare a set of questions regarding the work of the employees and identify whether the employee feels that their job is important and whether they have the essential needs or tools to carry on their work (Knight et al., 2019). It will help the company in knowing how they can improve productivity and employee engagement.
“Measure the productivity metrics and retention rate”: The productivity metrics and the retention rate of the employees will help the company in determining the employee engagement in the company as the employee engagement has the direct effect on the productivity metrics and the retention rate. 
“Construct an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement”
The EVP refers to the bundle of benefits that the employee gets in return for their capabilities, experience and skills that they brought to the company. It is useful in retaining the top performers and attracting external best talent (Ronda et al., 2018). Therefore constructing an EVP is significant for the Lunaz design in order to raise the levels of engagement among their employees. There are certain ways in constructing the employee value proposition which are as follows:
[bookmark: _heading=h.wiqv3v9w31an]“Understand the existing perception”: It is very essential to understand the perception of the potential employees and existing staff. The lunaz design provides a better working environment for their employees to attract potential employees. The uniqueness of the company as it provides legacy vehicles which have been “reengineered as electric cars” is essential for its employees to stay in the company for a longer period of time.
[bookmark: _heading=h.rst8rtl251hl]“determine the key selling points”: Lunaz design has provided the facilities such as, flexible working time, making the workplace “Covid-19 safe”, job design/restructuring roles, and  working from home. All these facilities will help the company in retaining its best performer and attracting the potential employees. 
[bookmark: _heading=h.z76zjwdz3kuw]“Communicate the message”: Once the EVP has been finalised, the Lunaz design needs the relevant ways to communicate to the potential people for attracting them. The company has chosen numerous channels such as its official websites, advertising through social media platforms and in the process of interviews to attract the potential talent.
[bookmark: _heading=h.scglag6vixme]Ensure alignment: The existing employees are the most powerful source in advertising and helping to attract the new talent. The employees of the Lunaz design are having the best working environment along with the facilities to work more effectively. The company needs to make sure that it continues  in reflecting the changing experience of employees.
[bookmark: _heading=h.vq3gkbw3vi6d] There are the few strategies  that the company can implement to achieve higher level of employment engagement:
“Offer true work flexibility”: The employees are most likely to work anywhere they want according to their comfort space and like to work that offer growth and fulfilment. The Lunuz design has already implemented this measure of offering work flexibility. However for some employers it isn't a desirable option. They believe that office work can bring collaboration, culture and unity towards a purpose for the company (Tursunbayeva et al., 2018). The Linus design should not go fully remote, instead must try out certain ways in getting close to the level of flexibility which includes; offering the option to “work from home” at least twice a week to their employees and allowing the employee to shift their working hours to their preferences like ending or starting early.
“Collect feedback from the current employees'': This method is essential for constructing the employee value proposition. Collecting feedback from the current employee will help the Linuz design in understanding the work experience of their employee. The company needs to spend time on surveying the employees in order to identify what they value in the company’s culture, perks and benefits. The feedback would not only provide good information but it will also lead to some criticism. However this may allow the company to identify the areas for improvement.



[bookmark: _Toc102986816]Conclusion
From the study it is concluded that the employees are the essential part of the company and responsible for improving the overall performance of the company. It is essential for the company to measure its employee engagement, in order to retain the best performers and attract external talents. This report has provided the importance of tools which are necessary for measuring employee engagement. The construction of employee value proposition has shown the methods in raising the levels of engagement among their employees. Thus the highly  engaged employees tend to be effective in their work and are the crucial factor in the company’s success and are likely to be higher performance and productive. 
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