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[bookmark: _Toc92222648]Introduction
Employee engagement can be defined as how the employees of a company feel empathetic about the company and its business objectives. It is also very critical in a time of challenging situations like pandemics. In this type of change, the staff of a company feels more sceptical as there has been a sense of uncertainty (Loon et al., 2019). In this time, the management of an organisation needs to measure the engagement of its staff to understand the level of morale of them and the better cohesion and understanding among the management and the employees also makes the company perform better in the marketplace among the challenges faced from its peers. Organizing is the process of creating arrangements of responsibilities and relationships in order to enable people to accomplish a purpose. Organisations exist to serve a purpose through group efforts of its members where employee engagement plays a crucial role. People become engaged when they are passionate about their work and the organisation, and they are driven to reach high levels of performance. In addition, engagement is a phrase that describes specifically what happens when employees are motivated and engaged in their jobs, show discretionary behaviour and achieve performance in the organisation (Armstrong and Taylor, 2014, p.193).

[bookmark: _sk0gd0mdc44u][bookmark: _Toc92222649]Reviews the concept and drivers of employee engagement 
Employee engagement is an area of human resources that indicates the level of employee’s enthusiasm and dedication towards their job. The concept dictates that engagement of employees has a positive impact on the organisation as through the hard work the employees can manage any situation or job and can fulfil the requirements of the company within the required time. It means engaged employees care about the organisation and their performance. Also, the company considers that the efforts of the engaged employees make a huge difference in their overall business performance (Khodakarami and Dirani, 2020). There are many factors related to employee engagement. Motivation is one of the main factors to employee engagement. Also, the drivers of employee engagement are capacity, relationships between co-workers, fairness within the workplace, feedback of work or performance, goal support and integrity and availability of the leaders (Nguyen, 2020). 
Capacity: For increasing the engagement rate of employees, capacity is one of the important factors so the organisations always try to increase the capacity of employees through training or education in terms of adding value to their performance. 
Relationship: Relation is a factor that always provides work flexibility to the employees and also, they start to feel safe and comfortable within their workplace. So, HR always tries to keep a healthy relationship among the workplace through a specific work culture thereby the employee engages themselves more actively (Albrecht et al., 2018). 
Fairness: Not only the relationships of co-workers but also fairness is a factor driving employee engagement. It is about how fair the employees are treated by their employer within the organisation. It means a fair behaviour and attitude towards all the employees can increase the employee engagement rate.
Feedback: Receiving helpful feedback helps the company to increase their employee engagement rate. It also helps the employees to understand whether they are meeting the expectations, where they have flaws and how they can improve their performance. 
Supporting goal: The company must support the employees in achieving their goals related to a specific job so that they can always be encouraged to accomplish the task and achieve a goal within or before the required time (Popli and Rizvi, 2016).
Integrity and availability of the leaders: When the employees feel that the leaders are successfully connected to them, they start to gain inspiration and feel motivated to work. In the context of integrity, the employees should feel that the leadership is dependable, then it will help the employee to do work and always be active. 
[bookmark: _y552ohq2qsi5][bookmark: _Toc92222650]Evaluate diagnostic tools to measure the engagement
Employee engagement is known as the concept that illustrates the level of dedication as well as enthusiasm employees feel towards their jobs. During the pandemic situation employee engagement within an organisation leads to improvement and enhancement in the overall performance (Sun and Bunchapattanasakda, 2019). For measuring employee engagement some diagnostic tools can be used by the HR manager of organisations. The following part is going to discuss the advantages and disadvantages of various tools along with their applications required to measure the engagement of employees. These tools are as follows:
· Employee survey: Survey is considered the important tool in measuring the engagement of employees for getting feedback on their feelings along with attitudes. A good survey result helps to understand the motivation of employees, their satisfaction level and quality of work and relationship with organisations as well (Pandita and Ray 2018). During the pandemic situation, online surveys can work as an effective tool to understand employee engagement of Morrisons while they are working from home. Moreover, it is also helpful to motivate the employees towards work and help them in maintaining work-life balance. However, it has some disadvantages as some employees can refuse to participate in the online survey process and share their feelings as well. Therefore, organisations cannot measure employee engagement. 
· Social media platform: Organisations can also use social media as the employee engagement tool as employees use social media platforms such as glass door, the company's official websites, Facebook and others to share their opinions, feedback and level of satisfaction. The main advantage of this tool is that it allows organisations to maintain an internal network on which employees can post their ideas, engage in conversation that can be also helpful during the pandemic situation. It also gives opportunities to HR managers of Morrisons in understanding their teams and the overall teamwork of the organisation.
· HR tools: Modern HR platforms and their related tools can work as effective ones for the organisation in measuring employee engagement. HR tools allow managers to store the feedback of employees on a monthly or yearly basis. Moreover, the analysis of this feedback can understand the present conditions and satisfaction level of employees working at Morrisons. However, it completely depends on the perception of employees that can be changed frequently over time. During the Covid-19 situation and work from facilities, the employees cannot share their opinions and the HR manager of Morrisons can keep track of each comment over time that would ensure how they accept the situation and feel comfortable working like this (Khodakarami et al., 2018).  
· Exit interviews: By asking some specific questions to the particular department can lead to an effective tool while measuring employee engagement. Moreover, HR managers of Morrisons can select one department and then identify their strengths, weaknesses and area of interest so that managers can further analyse the same and improve engagement and productivity as well. However, the limitations of the tool are that written interview questions can demotivate employees and they feel bored to participate in the same without focusing on their performance during work from the situation. 
[bookmark: _yoi327q9i838][bookmark: _Toc92222651]Constructs an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement 
The value proposition is a very important task for the management of an organisation to deliver its customers quality products or services. Any company irrespective of the industry it operates in should measure their capabilities that in turn help the management of the company to understand better its strengths and weaknesses (Sheth, 2019). To build an effective and efficient value proposition, some of the key concepts should be understood such as identification of the needs of the customers, advantages of the products that a company offers to its customers, the key specifications that make the worth of these products and how they are beneficial to the company. The management tends to apply this to create vibrant and effective marketing strategies. In case of identifying the values of employees and their engagement with the company and its operations, this model can also be employed effectively. Some of the key steps are as follows:
Effective communications with the employees: The management of the company needs to communicate with the employees regarding the core values of the organisations so that they can understand them more clearly. In the time of pandemic ridden challenges, effective communications among the general workforce and the managerial staff become more crucial. This practice in turn promotes transparent and trustworthy relationships that motivates the staff to perform better.
Effective leadership styles: Leaders and managers are two of the most critical pillars in an organisation to effectively guide the company and motivate its staff properly. To the general staff, the leaders are the front-line management staff who play as the bridge between them. They are also responsible to select and nominating employees for promotions. In challenging times, the collaborative or democratic leadership approaches motivates the general staff as a sense of contribution can be developed (Wuryani et al., 2021). This in turn encourages them to perform better and it eventually optimises the profitability of the company.
Organisational culture: Organisational culture is another factor that predicts the motivations of the employees of an organisation. In challenging times like COVID 19 pandemic, some flexibility should be offered to the employees of the company. Getting flexible working conditions, most of the employees can perform to their best as they can reenergize themselves by diverting their concentration for some time (Ogbeibu et al., 2018). This, in turn, promotes a healthy and collaborative working environment in the company and hence increasing the retention rate of the employees.
Employee engagement plays an important role within organisations because it helps to complete the activities effectively. The employees need to be engaged as per their skills and efficiency so that different activities can be completed at the right time. On the contrary, at times, the employees fail to give their effectiveness towards the organisation. Thus, its competitive position is also gets affected. The strategies that can be used to enhance the level of engagement have been furnished.
Provision of training
The level of engagement among the employees can be enhanced if proper training is being provided to them. Further, at the time of providing the training, the skills of employees also need to be examined by the management. For pointing the skills of employees, a survey can also be launched within the employees so that the management can predict their needs effectively. For instance, companies like Morrisons, launch leadership programmes so that training can be provided to the members of the workforce. Two days leadership course has also been launched in Morrisons so that the employees can get a chance to enhance their skills (Morrisons.jobs, 2021).
 Management of Morrisons has also launched another programme such as Make Morrisons so that the colleagues can get provision to receive proper training so that in future, their skills can be upgraded and they can perform different activities. 
Effective communication
The employee engagement of employees can also be i9mproved if effective communication is being set between the employees and the management. Communication can be implemented if the management launches different sorts of communication techniques such as group discussions and individual meetings. Effective communication not only enhances employees' engagement but also at the same increases the self-confidence of the members of the workforce.
For instance, in Tesco, the employees are invited to send different emails and texts to their colleagues so that continuous interaction can be maintained within different teams. The members of the organisation are also respondents to employees’ texts through emails, intranet, voice mails, blogs and in-store communication processes (Nelson, 2012).
 The policies of the organisation
To enhance the engagement of employees, the management needs to improve their policies after regular intervals. This also helps to uplift the transparency of the workforce. For instance, in Tesco, the management includes employees from different strata while taking any sort of decisions. This helps to enhance the importance and engagement of employees. These activities also help to enhance employee retention rate and motivation.
 Investing in the well-being of the employees
To enhance employee engagement within the workforce, the management needs to invest capital in their well-being. For instance, in both Tesco and Morrisons, the management provides discounts to employees so that they can, also avail themselves of services from their respective stores. Further, loyalty cards are also being provided to them. Lastly, in Morrisons, health insurance is provided to employees to enhance their wellbeing. In Morrisons, after retirement pension is also being provided to employees for their security after retirement (Benefits | Morrisons Careers, 2021).

[bookmark: _3wfi8jf1wk0k][bookmark: _Toc92222652]Conclusion 
From this report, it has been observed that employee engagement is an important aspect of any organisation and some key drivers increase the employee engagement rate such as relationship, goal support, integrity and availability of the leaders, feedback of employees work and so on. The diagnostic tools to measure engagement rate are survey, social media platform, HR tools and exit interview. On the other hand, the value proposition is another important task for the organisation to deliver good quality products or services to the customers. To identify the values of employees and their engagement there are some key steps like effective communication with employees, effective leadership styles and a suitable organisational culture. Moreover, the effectiveness of line managers' guidance has been identified as a key driver in an organisation exercised by the following aspects such as having clear expectations, rightness, honesty, making sure employees feel valued, appreciated and by recognising performance (Armstrongs_Handbook_of_Human_Resource_Ma.doc, 2020). The correlation between the managers’ impact and the employee’s involvement and engagement in the organisation have a tremendous influence on what it means to work in that organisation, as well as for the viability of the organisation especially during Covid-19 pandemic (Harel, 2021). In some ways, performance and engagement interact, with more engaged workers influencing better performance, but more engaged workers also contributing to better performance.
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