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[bookmark: _Toc58445575]Introduction
For increase productivity and effectiveness of employees, business organisations need to motivate them with the various kid of financial and nonfinancial techniques. In a care setting, it is very much important to increase employee motivation and engagement. During this pandemic situation of Covid-19 it is very much important to ensure workplace safety, flexibility and health issues spicily in health and social care setting. 


















[bookmark: _Toc58445576]Overview of NHS
National Health Service is the publicly funded healthcare systems of the UK which are working to ensure the health and social care service comprehensive, universal and free for all in the UK. All of its four systems work to bring the best employees by arranging training program and to use the best strategy to make them effective and efficient. There are more than 2,165,043 staffs from which 691,000 are nurses and NHS is the fifth biggest employer in the world (England, 2019).
[image: The NHS website - NHS]
Vision
The vision of NHS is to ensure best care service for all by arranging the best care practice in the overall UK.
Mission
The mission of NHS is to ensure best care service with the lowest cost for all the people of the UK. 






[bookmark: _Toc58445577]Reviews the concept and drivers of employee engagement
NHS need engaged employee to maximise the values of the beneficiary of it and to ensure best care practices in all the areas of it. Engaged employees are those who have trust and belief in the organisation, use their skills to make things better, respect the culture of others and like to work in a collaborative environment and want to implement the professional development plan. NHS has used various financial and nonfinancial diverse of employee engagement and in this part, we will examine some of those (Bhowal and Saini, 2019). 
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Figure- Employee engagement in NHS
Working from home
Under this program, some of the employees of NHS are allowed to work from home but it is trying that these opportunities are not available for all professions in NHS as it has 80% staffs from a health care setting. IT specialised, some upper-level managers and leaders, strategic implementers and some other peoples are allowed to work from home. But this increases their family friendless for which it increases their engagement (Khodakarami, and Dirani, 2020).
Flexible working time
NHS was awarded the CIPD People Management Award for their diversity and inclusion initiative especially for the women as women in NHS is doubling in the past two years to 21%. Flexible working opportunities enable them to manage time for family which increase their job satisfaction and engagement (Thompson, and Truch, 2013).
[image: ]Figure- Values of flexible working (Thompson, and Truch, 2013).
Job design/restructuring roles
NHS need to perform diverse rules and responsibilities for which it needs to redesign/restructuring roles of many jobs. This also helps NHS to increase employee engagement and job satisfaction as immediate management is a tool to increase engagement. This also increases communication and cooperation in the workplace for which employee engagement also increased (Shaik, and Makhecha, 2019).
Making the workplace “Covid-19 safe”
Now most of the employees of NHS are working to serve Covid-19 patients but NHS need to ensure the safety of their health professionals. Equal opportunities in the job, availability of safety dress, management of patients’ data are main activities to ensure a safe workplace. 
[image: ESC Guidance for the Diagnosis and Management of CV Disease during the COVID -19 Pandemic]
Figure-NHS Covid-19 safe guideline for employees
Good workplace practice and culture
NHS has a good organisational structure where all get equal opportunities for their development and training activities. So, we see NHS as less case regarding workplace discrimination and inequality. All the employees get equal opportunities to show their skills and capabilities which also increase their engagement and make them more value-adding for NHS and customers (Shaik, and Makhecha, 2019).
[bookmark: _Toc58445578]Evaluates diagnostic tools to measure the engagement
Like other business organisations, NHS is working to ensure employee engagement as engaged employees are more productive, value-adding and innovative. In the care setting employee engagement playas vital rules for ensuring the best services (Thompson and Truch, 2013). In this part, we will evaluate some diagnostic tools used in the NHS to measure employee engagement.

Figure- The diagnostic tools of employee engagement (Thompson and Truch, 2013).
Job satisfaction and cooperation: NHS use various motivational tools and techniques to increase the job satisfaction of the employees. Highly satisfied employees are more likely to work in a cooperative work environment (Arasanmi, and Krishna, 2019).
Family friendliness and time for personal life: Generally employees in NHS need to work days a week and 6 hours in a days. Beside this many employees have a flexible working hour and some are allowed to work from home. 
Safety and benefits: NHS is one of those organisations has taken Covid-19 safety measurement in regular activities. Although this organisation serve Covid-19 case number of affected employees is still low. And NHS offer high payment to the employees of it which also help to increase employee engagement (Mascarenhas, 2019).
Equality and communication: All employees get equal opportunities for participating in decision making and other activities. All get good opportunity to maintain good communications will upper-level management. 
Performance and appraisal: Although in most of the business organisations we see discriminations and inequity in performance and appraisal, the thing is different in NHS. This organisation use digital dashboard and result-oriented techniques for measuring the performance of the employees (McCabe, and O'Bryant, 2019).
Continuous development plan: NHS appreciate to implement a continuous professional development plan for all the employees so, most of the employees of these organisations have their development plan. NHS also arrange training and development program where anyone can participate if they fulfil the required conditions. 
From the above discussion, we can say NHS has a good organismal culture which is helping it to increase employee engagement and participation. This is one of the main reason why this company can serve customers by ensuring total quality and best organisational practices. But in future, this organisation need to bring change to their culture and strategy to implement a better service level (McCabe, and O'Bryant, 2019). 
[bookmark: _Toc58445579]Employee value proposition
A study by Thompson and Truch, (2013) found that 77% of UK employees work in those organisations where there is some kind of flexible working. Beside this are many other expectations of employees. Like we see Google offer most opportunities to the employees for which we like to work with google. Here is an employee value propositions for NHS employees. 
[image: Employee Value Proposition Business PowerPoint Presentation - PowerPoint  Diagram | Value proposition, Business powerpoint presentation, Employee  engagement]
Figure- Value proposition for employees (McCabe, and O'Bryant, 2019).
Benefits
NHS ensure a healthy work environment where all can participate in core activities and can show their innovation skills. After retirement NHS continue regular communication with the employees which also motivate them. Flexible work opportunities also help employees to increase their motivation and engagement (Mascarenhas, 2019). 
Career
All the employees can participate in development activities and most of the cases employees select the areas where they want to be expert. So, almost all the employees have their growth plan which increases their effectiveness and efficiency. NHS also arrange training and development activities to teach care professional about new way of treatments so, all get good opportunities to increase their skills and capabilities. 
Work content
Employees who like to work on challenging situations NHS offer them challenging and complex treatments. Like mental health patients need highly skilled staffs and variety of skills and this broadens their areas of improvements. As in NHS result is measured by output and values it encourages all employees to increase their effectiveness and efficiency in diverse and challenging sectors (Arasanmi, and Krishna, 2019). 
Affiliation
Fist of NHS ensure the best work environment for all the employees and its mission and values increase the brand of this company. Culture of NHS is highly efficient to create values for the newly recruited staffs. Reputations and brand values of NHS encourage all care professional to work with these organisations. 
Pay
Base salary is higher than most other EU countries in the NHS and all of the staffs get opportunities to get financial and non-financial incentives. NHS use both financial and nonfinancial motivational techniques so, all the employees have opportunities to get those benefits by showing their performance and effectiveness. Promotion and job rotation activities also create opportunities for the employees which also can increase the value proposition for them (McCabe, and O'Bryant, 2019).   

[bookmark: _Toc58445580]Strategies to raise levels of engagement
Like most of the business organisations, NHS also implement business strategies to raise levels of engagement. This helps them to increase productivity and values for the customers. In this part, we will evaluate different strategies used by the NHS for raising levels of engagement.
Employee motivation
There are many theories of motivations which can increase job satisfaction of the employees and in most of the cases, satisfied employees are more engaged. Content and process theories of motivation are used in NHS which help it to increase employee engagement and participation. Highly motivated employees are the most valuable resources of NHS as they work their best to create values for the customers (Schaufeli, and Salanova, 2008).
[image: ]
Figure- Theories of motivation
Elements of job satisfaction
This is part of nonfinancial factors of motivations which are related to employee engagement. Like if employees of NHS get good workplace culture they will able to increase their productivity, engagement and innovation. Some factors which are related to the organisation also related to engagement. Like organisational culture where employees need to perform their regular activities has an impact on their performance. 
[image: ]
Figure- Factors related to job satisfaction (Johansen, and Sowa, 2019).
Reward program
First of all, NHS need to implement the best strategy to measure the performance of the employees and by measuring the performance of person it needs to manage reward for them. SHRM need to allow to use good reward system like in the figure we see reward strategy has an impact on performance improvement of the employees and if NHS can increase the performance of the employees then it will bale to increase employee performance (Johansen, and Sowa, 2019).
[image: ]
Figure- Effective reward management
Teamwork and collaboration
This is another process for raise levels of engagement so, NHS create opportunities for teamwork and partnering with others. This also contributes to impotent best practices in care settings by implementing evidence-based practices all over the organisation. The collaborative work environment also contributes to increasing leading and management skills as the need to manage people in the team. 
Continues development plan
NHS ensure all the opportunities for implementing a continuous development plan for all the employees. And as all the employees get equal opportunities to increase their skills and capabilities their engagement increase. Development plan increase skills of staffs so, it helps to increase their values in NHS and to create more values for the customers. NHS want to increase the use of an expert for solving problems of the users for which CDP plays a vital rule (Schaufeli,. and Salanova, 2008). 
Employee participation
Employee participation means allowing all employees on core decision making activities and allowing them on strategic development. NHS allow all employees to participate in decision making and strategy development activities and this also increases the motivations of the employees. By increasing employee participations NHS increase their engagement and level of satisfaction and at the same time, it also helps it to maintain total quality of their services (Koch and others 2019).









[bookmark: _Toc58445581]Conclusion
In this report, we see NHS has a good workplace culture to increase employee engagement and participation. But still, NHS need to bring innovation on their business operations to implement better operational techniques. And the government also need to offer all kind of benefits to bring best practice in a care setting by minimising the cost of taking health and social care service.  



















[bookmark: _Toc58445582]Reference 
Arasanmi, C.N. and Krishna, A., 2019. Linking the employee value proposition (EVP) to employee behavioural outcomes. Industrial and Commercial Training.
Bhowal, M. and Saini, D., 2019. Employee engagement strategies with special focus on Indian firms. In Management Techniques for Employee Engagement in Contemporary Organizations (pp. 165-179). IGI Global.
England, N.H.S., 2019. The NHS long term plan.
Johansen, M.S. and Sowa, J.E., 2019. Human resource management, employee engagement, and nonprofit hospital performance. Nonprofit Management and Leadership, 29(4), pp.549-567.
Khodakarami, N. and Dirani, K., 2020. Drivers of employee engagement: Differences by work area and gender. Industrial and Commercial Training.
Koch, C., Bekmeier-Feuerhahn, S., Bögel, P.M. and Adam, U., 2019. Employees’ perceived benefits from participating in CSR activities and implications for increasing employees engagement in CSR. Corporate Communications: An International Journal.
Mascarenhas, B.G., 2019. Employer Branding, Employee Value Proposition, and Employee Experience: New Approaches for People Management in Organizations. In Strategic Employee Communication (pp. 97-103). Palgrave Macmillan, Cham.
McCabe, J. and O'Bryant, M., 2019. How Does a Company Best Engage and Attract Recent Graduates Leveraging Their Employee Value Proposition (EVP) and Employer Brand?.
Schaufeli, W.B. and Salanova, M., 2008. 18 Enhancing work engagement through the management of human resources. The individual in the changing working life, p.380.
Shaik, F.F. and Makhecha, U.P., 2019. Drivers of employee engagement in global virtual teams. Australasian Journal of Information Systems, 23.
Thompson, J. and Truch, E., 2013. The Flex Factor: Realising the value of flexible working. RSA Action and Research Centre, London.


1

image3.png
Individual benefits

Cost savings: time 2nd money (cg spent commuting)

Personal productivity: improved focus, concentration, and creatvity, and befter utilisation of skills
Work-life balance: keeping up with caring and family responsibilitics

Wellbeing: happiness and health

Organisational benefits

+ Innovation: a correlation between perceived innovative capacity and flexibility

+ Productivity: 5.1 productive hours per week gained per employee, equating to c. £4200 per anmum
per employee

+ Cost savings: £650 per annum/per employee saving on desk space; £100 on printing

+ skills uilisation: a significant correlation between better utilisation of skills and flexibility

+ Overall: flexible working accounts for 5 percent of organisational performance




image4.jpeg
Figure 6 Guidance on removing personal protective equipment (PPE) to manage COVID-19 patients
(modified from the “Handbook of COVID-19 Prevention and Treatment”)”
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