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[bookmark: _Toc98019819][bookmark: _Toc100826190]Introduction
[bookmark: _Toc98019820]Managing people is one of the most important functions in any organisation, and that is the focus of this report. Employee engagement can be defined as the set of actions an organisation takes to ensure that the people working for them are comfortable with interacting among themselves, there is a steady flow of communication in the organisation and the employees feel free to state their opinions about various matters (Saks and Gruman, 2019). This study will analyse the various concepts and drivers of such employee engagement, using various theories and models thereby. The employee engagement measurement diagnostic tools will also be identified and described to understand how they can be properly assessed. For better understanding, various examples of Lush cosmetics will be used in this study and an employee value proposition will also be constructed by the end of this report for this company. There will also be recommendations for various strategies to ensure a higher level of engagement among employees based on the information collected throughout the study. 
[bookmark: _Toc100826191]Review of the concepts and drivers of employee engagement
[bookmark: _Toc98019821][bookmark: _Toc100826192]Evaluating the concepts and models of employee engagement
There are multiple models for employee engagement that have been developed throughout the time, as it is such an important aspect to consider for a business and it helps in identifying the various concepts of the subject matter. Two of such models will be explained and reviewed below:
The Zinger model of employee engagement
This model had been developed by David Zinger, who is a management consultant and it is based on various factors such as employee psychology, assistance, engagement, and employee burnout. This model is based on the assumption that employee engagement is highly dependent on the connection among employees, the organisation, its customers and even the broader community.

[image: Zinger Model of Employee Engagement]
[bookmark: _Toc100826204]Figure 1: Zinger model of employee engagement
Source: (Kalaiyarasan, 2018).
There are some specific functions that an organisation must follow according to this model for ensuring employee engagement. There are ten building blocks in this model and as the given figure shows, the first task is to craft strategies that will align to promote employee engagement as well as enliven their work roles. Then through connecting with employees, ensuring the authenticity of the work processes, recognising employee performances and engaging with them, the companies can aim to excel at performances; which will help in achieving the intended results. Some core functions throughout this process include employees being able to identify with the organisation they work for, fostering relationships and communities throughout the organisation and serving the customers appropriately. It also includes developing professionally as well as personally, leveraging the energies of the employees and ensuring their well-being too (Kusuma and Madasu, 2020).   
So this model shows how an organisation can increase and ensure employee engagement, and it can be said that this can be a very efficient model with strong work culture and solid leadership. The employees will feel comfortable in such a setting and consider themselves a part of the organisation, thus being able to communicate more with other members of the organisation. 
The Gallup Employee Engagement model
This is another model of employee engagement that is based on the belief that employees are the best people to ask regarding their level of interaction in the organisation. Nobody knows better than themselves how much they feel comfortable communicating with other employees. The model outlines twelve specific factors and asks a question regarding each factor to ensure that the employees have access to that element in the organisation (Islam and Noor, 2020). This is more of an assessment than an improvement model, but as the causes of possible lack of engagement are identified through it; the organisations can take steps in addressing such needs and work on improving those. 
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[bookmark: _Toc100826205]Figure 2: The Gallup Employee Engagement model
Source: (Shen and Jiang, 2019).

The factors can be divided into a hierarchical setting where the basic needs are at the lowest level with the highest need for fulfilment for employee engagement. Then there is the need for ensuring management support regarding employee development and recognition. The teamwork level focuses on the relationship among employees and lastly, the growth level is assessed. 
This model shows how a company can make sure to keep track of various factors influencing the employee engagement level by asking and assessing themselves. This creates more scope for engagement and transparency among employees and also makes them feel valued and important to the company they work for.
[bookmark: _Toc98019822][bookmark: _Toc100826193]The Drivers of employee engagement  
There are various drivers for employee engagement in the organisations and it also varies from one company to another. Some of the most common drivers of employee engagement will be reviewed below:
One of the main drivers for employee engagement is ensuring that the employees are being recognised for their hard work and efforts. When employees are recognised and rewarded for these, they feel more connected to the organisation and the employee morale increases. Job satisfaction is also a major driver of employee engagement, as research shows that satisfied employees tend to be more interactive at work (Antony, 2018). Communication and career development opportunities also make employees feel valued and pave a way for them to be active and engaged in the workplace, as well as increase their confidence. The work culture also plays a pivotal role in increasing employee engagement, because when the open and steady communication among employees is ingrained in the company culture itself then the employees also easily fit into the role. They also bear this mentality that stating opinions are appreciated and they will not be rebuked for conversing or giving any suggestions (Bedarkar and Pandita, 2019). 


[bookmark: _Toc98019823][bookmark: _Toc100826194]Evaluation of the diagnostic tools for measurement of employee engagement
The diagnostic tools for measuring employee engagement can be various and the use and efficiency of each vary greatly depending on the company, its employees and many other related factors. Some of the most used employee engagement measurement tools will be described below:
[bookmark: _Toc98019824][bookmark: _Toc100826195]Employee engagement surveys
Most companies believe that it is the best way to ask the employees themselves about their comfort levels, their causes for hesitance to communicate or the possible improvements in the organisational work processes. Such employee surveys consist of various questions focused on assessing and addressing the drivers and barriers to engagement for each of the employees. Many organisations often use online survey systems, and it is also kept anonymous at times so that employees can feel comfortable in expressing their genuine feelings (Abraham, 2021). It creates more trust among the employees towards the organisation and makes them feel cared for as well. 
[bookmark: _Toc100826196][bookmark: _Toc98019825]Informal meet and greets
There are many organisations that regularly or periodically plan team or company dinners, various events and picnics as well. Such events help assess employee engagement on a subjective basis. The attendance of employees, their participation in various activities, their communication with others during the events etc. is reflective of their engagement level to an extent. It is also helpful in the sense that it creates more scope for employees to become comfortable with other employees through interaction regardless of the job positions or departments as they partake in various activities along with people from different backgrounds and positions within the same company (Colleoni, 2021). 
[bookmark: _Toc100826197]Online tools for measurement
There are various kinds of online assessment and measurement tools that can be used to evaluate the engagement levels of employees in an organisation. The online HR tools help in assessing employee engagement through their activities on social media, online portals for their work, the company website and internal communication networks. There are also companies where employee engagement is a key performance indicator and so this is also added to the KPI assessment system to track employee engagement and assess them. The online tools are especially helpful now as they are more objective, assessing based on the time and contents of work by the employees that were spent for engagement (Burnett and Lisk, 2019). It is also more efficient because most companies now handle a huge portion of their work online and the communication is also held through the internet, so the engagement levels can also be better assessed through such tactics. 
[bookmark: _Toc100826198]One-on-one interviews
This is the most ancient, original and common form for measuring employee engagement in organisations that most employers use. The interviews can be held periodically, for certain occasions, after the completion of a project or after certain events organised by the companies. These interviews help employees in talking freely with their supervisors, counsellors or the member of the employee engagement committee tasked with handling such affairs (O'Neill, Hodgson and Mazrouei, 2019). Stay and exit interviews can also fall under this category as the employees openly express themselves in such cases. In bigger organisations with thousands of employees, it is difficult to arrange and hold so many interviews, and in such cases focus group interviews are arranged instead, where a group of people are interviewed at once regarding similar topics instead of only one person (McLafferty, 2020). 
[bookmark: _Toc98019830]

[bookmark: _Toc100826199]Construction of an employee value proposition and recommendation of strategies for increasing employee engagement at Lush Cosmetics
[bookmark: _Toc98019831][bookmark: _Toc100826200]An employee value proposition for Lush Cosmetics	
An employee value proposition refers to a part of the employer branding, it is one of the ways through which companies attract the skills and employees they desire and keep them engaged. It also helps a company in marketing its current talent and retaining them successfully in the competitive job market (Goswami, 2019). An employee value proposition for Lush cosmetics will be constructed below:
[image: Brand Identity - LUSH COSMETICS - Sitting Pretty Graphics]


Work in a company where you will love the people that you work with

Be yourself and share your ideas, contribute to leading the world of beauty!

Enjoy working in a diverse learning environment and grow up to your full potential





[bookmark: _Toc98019832]
[bookmark: _Toc100826201]Recommendation of strategies to increase the level of engagement in the organisation
There are many strategies that Lush cosmetics can use to ensure a higher level of employee engagement in the organisation. One of the strategies is the use of an internal network where the employees will always be connected without needing to use social media or any specific platform. Another way is to conduct employee pulse surveys, which refer to various sudden and short surveys of employees to gain insight on specific matters. Such surveys are more effective than normal ones because the required answers are shorter, thus employees need to invest less time in this and it also makes them feel more comfortable. Arranging community programs can be another strategy because through this, employees will be able to find other employees from similar backgrounds that they can relate with and can communicate easily with. There can also be leisure and break rooms for employees at the workplace where they can play various games, and participate in various activities and such; this helps employees in interacting with each other more regardless of their job position and department. Department or team-based friendly matches on various sports like football and basketball can also be arranged so that employees interact among themselves and can break the ice to become more comfortable with them in future as well. 
[bookmark: _Toc98019833][bookmark: _Toc100826202]Conclusion
It can be concluded that this study has explained various core aspects related to the management of employees and their engagement in an organisational setting. The various models of employee engagement have given an idea of its concepts, while the drivers had been reviewed to understand the subject matter. The various diagnostic tools for measurement have been described to understand how employee engagement can be assessed more appropriately. The employee value proposition has been constructed for Lush cosmetics based on the study conducted and the understanding drawn from it. Lastly, various strategies for increasing employee engagement have been recommended in this report. 


[bookmark: _Toc98019834][bookmark: _Toc100826203]References
Abraham, S. (2021). Development of employee engagement programme on the basis of employee engagement survey. Journal of economic development, management, IT, finance, and marketing, 4(1), p.27.
Antony, M.R. (2018). Paradigm shift in employee engagement–A critical analysis on the drivers of employee engagement. International Journal of Information, Business and Management, 10(2), pp.32-46.
Bedarkar, M. and Pandita, D. (2019). A study on the drivers of employee engagement impacting employee performance. Procedia-Social and Behavioral Sciences, 133, pp.106-115.
Burnett, J.R. and Lisk, T.C. (2019). The future of employee engagement: Real-time monitoring and digital tools for engaging a workforce. International Studies of Management & Organization, 49(1), pp.108-119.
Colleoni, E., Bonaiuto, F., Illia, L. and Bonaiuto, M. (2021). Computer-assisted concept analysis of Customer Centricity: A review of the literature on employee engagement, culture, leadership, and identity co-creation. Sustainability, 13(9), p.5157.
Goswami, P. (2019). Employee value proposition: a tool for employment branding. International Journal of Scientific and Research Publications, 5(12), pp.263-264.
Islam, M.A. and Noor, I.M. (2020). The relationship between psychological meaningfulness and employee engagement: using the Gallup model. Journal of Asian Scientific Research, 4(12), pp.711-722.
Kalaiyarasan, B. (2018). An Introduction To Employee Engagement: Solution For Effective Hrm With Reference To Employee Engagement Model. Clear International Journal of Research in Commerce & Management, 4(10).
Kusuma, P.G. and Madasu, S. (2020). 'A Great Place to Work': A comparison of Employee Engagement Practices of select companies with David Zinger Engagement Pyramid. Aweshkar Research Journal, 19(1).
McLafferty, I. (2020). Focus group interviews as a data collecting strategy. Journal of advanced nursing, 48(2), pp.187-194.
O'Neill, K., Hodgson, S. and Mazrouei, M.A. (2019). Employee engagement and internal communication: A United Arab Emirates study. Middle East Journal of Business, 10(4), pp.3-28.
Saks, A.M. and Gruman, J.A. (2019). What do we really know about employee engagement?. Human resource development quarterly, 25(2), pp.155-182.
Shen, H. and Jiang, H. (2019). Engaged at work? An employee engagement model in public relations. Journal of Public Relations Research, 31(1-2), pp.32-49.
image1.gif
Craft
Strategy

The Zinger Model

Engagement for Results

Enliven
Work Roles

Develop )
Professionally

an
Personally

Leverage
Energies

seLe

Excarat ) Achieve
Performances|  Results

Experience
Well-being

© David Zinger 2009




image2.jpeg
Leam & Grow
Progress

Best Friend

Quality
Mission/Purpose
Opinions Count
Development

Cares About Me
Recognition

Do Best

Materials & Equipment
Expectations

Q12
att
ato
Qo9
Qos
Qo7
Qos
Qos
Qo4
Qos
Qo2
Qot





image3.png
I HANDMADE
COSMETICS




