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EXECUTIVE SUMMARY
The key points covered by this report will be: 
· what is engagement 
· review the concepts and drivers of employee engagement 
· the findings from various sources such as surveys and reports on employee engagement 
· how work environment contributes to enhancing employee engagement, especially Covid-19 period.
· What are diagnostic tools and
· how to use them to improve the employee engagement at Krisko Ltd. 
· Constructing an employee value proposition. 



























INTRODUCTION 
The aims and objective of this report will be to write a report that will review the concepts, it will discuss the main drivers that motivate people to be engaged at work. It will evaluate the diagnostic tools used to measure the engagement of the employees.
The company did not attempt to measure the engagement in the company in the past, which is a big problem, because they do not know to what extent their employees are engaged. 
Some measures have been taken already by the company because of COVID-19,  and this will challenge even more the company because they do not know to what extent their employees are engaged and now some of them be working from home and with flexible working hours.
[bookmark: _Hlk59116063]Researches have shown what are the signs of engaged and disengaged employees and how this will reflect in the company’s performance. (Anita, 2014). The report will provide solutions to these problems list some of the things the organisation needs to do to address these issues.


Employee engagement

Some of the measures that the organisation already took are working from home, flexible hours, ‘Covid-19 safe’ environment at work and redesign some of the jobs and roles 
The company Krisko Ltd have not measured employee engagement, which is a big concern. And to be able to see to what level and how many of the employees are engaged Krisko Ltd needs to understand what employee engagement is and then to review the concepts and the key drivers of employee engagement in order to be able to improve the employee engagement, especially now  when some of the workforce are working from home and with flexible working hours. To succeed in employee engagement Krisko Ltd needs to ensure that employees are engaged and motivated, willing, and committed to the organisation and contribute to improve performance. They do this in two interrelated ways by being engage in the job and to the organisation. (Robinson, IES, 2003).
The findings from IES survey illustrate that the employer and employees need to do their part in order this to be beneficial for both sides and to improve the performance of the organisation. Some of the results are employees trust the organisations and are willing to ‘go the extra mile’, work in collaboration by showing respect, support, and want to improve the current situation. Employees are going beyond the contract they have with the organisation. (Robinson, IES, 2003).
The tree main concepts are: 
· Job engagement – Each job in   Krisko Ltd. is designed in such a way to be challenging, rewarding, and interesting. The employee’s skills and knowledge are stretched have a sense of improving their skills and knowledge. The job is interesting and includes various tasks and different pace. (Robinson, IES, 2003). 
·  Organisational engagement or Organisational citizenship behaviour (OSB) - The employees identifies themselves with the purpose and value of the organisation. They experience positive feeling from the environment at work, job design and believe that the organisation is a good place to work now and in the future. (Markos, Sridevi, 2010).
· Employee commitment – The Employee commitment and OCB are vital behaviour indicator for employee engagement. It is a willingness and a positive attachment of discretion effort for the success of the company. (Markos, Sridevi, 2010).





KEY DRIVERS OF EMPLOYEES ENGAGEMENT AT KRISKO LTD.
Some of the important drivers that Krisko Ltd needs to review is to check how and to what extent they are embedded in the organisation and to ensure that they are integrated and maintain to improve employee engagement.  
· [bookmark: _Hlk59117180]Autonomy and empowering – Employees are not micromanaged. They have the autonomy, sufficient resources to do their job, and are encouraged to perform the tasks using independent thinking, choose their style, and the outcome is what is expected. (Armstrong, 2011) 
· Support and Feedbacks - employees need to be supported and led by good examples and receive recognition in a timely manner. Managers’ main role is to lead, delegate, managing people, and deploying the reword system, and giving support and feedback.  (Armstrong, 2011)
· Opportunities to learn – Employees motivation of need as in Maslow’s hierarchic of need model explains that once the basic needs are covered, they will look for opportunities to learn, and develop and their driver of motivation will be intrinsic and extrinsic. (Markos, Sridevi, 2010). Intrinsic is self-driven to learn and develop oneself. And the extrinsic is the external factors that lead to motivation, such as rewards, status, etc. (Armstrong, 2011).
· Task variety – The IES 2003 survey findings showed that some of the most important drivers for employee engagements are the job to be challenging, to be interesting, to include a variety of tasks, and a different pace. Employees need to have true sense of purpose and meaning in their work. (Robinson, IES, 2003). 
· Responsibility and leadership – Employer and employee have their responsibilities. The leadership in the organisation should set an example and ensures there is a culture of integrity, transparency, and proper communication channels are in place and employees know the objectives and vision of the company. (Markos, Sridevi, 2010).
· Engaging managers – Managers are the most crucial part of employee engagement because they are directly impacting job satisfaction, morale, and fairness in the organisation. They ensure that the strategies are align with the effort, encourage, and promote inclusiveness and collaborations, support, and help each employee. Managers must be an example of integrity, transparency, moral, and be fair. (Markos, Sridevi, 2010). 
· Employees voice and communication– The employees need to be able to voice their ideas, and to see they have been heard. This will give them a sense of involvement and being valued. (Markos, Sridevi, 2010). 
· Trust between employer and employees – To build a strong relationship of trust between employer and employees there must be transparency, honesty, and integrity. (IES, CIPD, EFS, 2014)

Outcomes
To consider the Company, Krisko Ltd, as CIPD defined, a ‘good place of work’ have a rewarding system, fair pay, job to be secure, safe, work-life balance, well-being, and staffs voice to be heard. Other key factors are supportive management, an opportunity of career grow, and these to be accessible to all, Employees have the work-life balance and the work is not interfering with their mental and physical state. (CIPD, 2020a)
Employers indirectly and managers directly communicate and exchange effort to mutual benefit there are less turnover, better productivity, efficacy, customer satisfaction, and business success. And for employees the benefits are: a better work environment, opportunity to develop and grow, job satisfaction, sense of belonging, meaning of their job and time spent working for the organisation. (See fig 1). People will continue working and recommend Krisko Ltd. to others. (Armstrong and Tylor, 2014).



Fig. 1
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Source: [Online] Available at:    http://student.bms.lk/GDM/Assignment/MPAssignment/15.pdf (Accessed 5 November 2020)
 The negative impacts related to employee engagement are issues with tools and equipment, disruption and interruptions, lack of communication and training, poor organisation process, mixed messages and bad leadership, no flexibilities and work from home options, too much work and unfairness, etc.  (TINYpulse, 2019).  The fail in some company for engagement is because leadership consider this as an HR job do not receive support from them.
To succeed in employee engagement employer, HR, and managers should work collaboratively to implement and maintain employee engagement. Ensure that each employee knows what needs to be done, how to do it and they have all the equipment and resources. There should be ongoing training, communication, and plan in place. (Gallup, 2020a)

Enhancing employee engagement
Work from home or on site
There are three groups of engagement in Gallup’s definition. Engaged are people who are enthusiastic and involved in the organisation. Not engaged are people, who are not fully committed to the organisation because their engagement needs, and expectations are not met. The actively disengaged are not happy at work and express their unhappiness on a daily. (Gallup, 2020a). 
To categorize the engagement or disengagement at   Krisko ltd., and especially after the new measures makes it even more urgent to act on and measure the engagement and implement a managing from distance for all employees working from home. the impacts depend on the employee’s personalities, skills, and the home environment. (Powell, 2011).
The Findings from CIPD on working from home are the enforce working from home guidance from the government many companies were not prepared, and the challenges met such as bad planning and poor arrangements around the family’s duties and chores and employees might feel isolated. And for those working on site the employer needs to ensure there are policies and procedures in place, such as social distancing, personal hygiene, and using PPE to protect themselves and others.(CIPD, 2020b)

Employee well-being
The relationship between Organisation and employees is mutual based on the culture and trust to enhance the employees’ well-being.  The employees working from home need to be connected with people in the organisation, to have friends, so there are not disconnected from the organisation. (Pendell, GALLUP, 2020). 
Job engagement 
Employers need to ensure that the work environment is healthy and safe. The job design to be challenging but doable, interesting, and meaningful. The roles to be restructured and made suitable to fit organisations and employee’s needs. The culture to be diverse, inclusive, and to integrate learning and development, rewarding system, improvement of line-management and quality of the leadership, because they have a vital part in establishing and maintaining employees’ engagement. (Armstrong and Tylor, 2014).
Work-life balance 
There must be a balance between employer, employees and Covid-19 needs to achieve maximal good and safe working environment at Krisko Ltd. The ‘soft’ management is a preferred method in contributing better work-life balance, in which managers and leaders understand their employees and their needs, (see fig.2), and adopt changes to schedule rotas and working timings, so their employees will be able to balance work, social, and family responsibilities. (CIPD, 2019). 
                    
Fig.2
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Source: [Online] Available at:   https://www.cipd.co.uk/Images/8051-working-from-home-report_tcm18-84208.pdf (Accessed 15 November 2020)

DIAGNOSTIC TOOLS USED TO MEASURE EMPLOYEES ENGAGEMENT & SOLUTIONS
Some of the tools used to diagnose the employee’s engagement are annual and pulse surveys, one-to-one meetings, stay/ exit interviews, etc. To diagnose or measure employee engagement the organisation needs to know what they are doing well and what needs to be improved. The Gallup’s Q12 Employee engagement survey is one of the diagnostic tools used to measure performance. (Gallup, 2020b). Krisko Ltd did not measure previously the employees’ engagement in the organisation. The company priority is to use the relevant and available diagnostic tools to address these issues.
The first important step is to arrange an employees engagement survey to measure the engagement. (Gallup, 2020b).  The purpose of the survey must be known in advance, what to be measure, and the questionary to be specifically designed to find how the changes already introduced, e.g., work from home, flexible working hours, etc. are impacting the employee’s engagement. Based on the findings must act and address the issues according to their importance and find solutions. The second is to check the key drivers are not implemented or partially implemented that will contribute to employee’s engagement. The third step is to create an action plan to address them. Forth is to improve the communication channels between employer and employees and improve the immediate management engagement and build a trust with transparency and integrity between all involved. Fifth to address the motivation factor of the employee and what the organisation could do to enhance their involvement and willingness to go the ‘extra mile’.
The leadership and management in the company work in collaboration and support each line manager in ensuring that they are addressing the employee drivers of engagement. (illustrated bellow, see fig. 3). These will improve the relationship between employer and employees and will contribute to the engagement of employees. They will feel involved, care for, and their contribution appreciated. Robinson, IES, 2003).  

Fig. 3
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Source: [Online] Available at:   https://www.employment-studies.co.uk/system/files/resources/files/op11.pdf (Accessed 21 November 2020)


ENGAGEMENT VALUE PROPOSITION
Krisko Ltd is offering you the opportunity of autonomy working and encourage your creativity, independent thinking, freedom to be yourself. We value each employees’ views, ideas, and concerns. We embrace diversity and work in collaboration. The work-life balance and flexible hours are as important for the organisation as they are for you. We create a customised personal development plan for each employee, we care about you, your personality and aspirations. We will guide and support you to reach your potential. We embedded a culture of recognition and reword system to demonstrate our appreciation of our employees’ contribution and loyalty of long service. As a member of our organisation you will be involved in decisions and your talents will help Krisko Ltd to achieve an opportunity to grow and to experience a memorable journey. (Armstrong and Tylor, 2014).


CONCLUSION
This report defined what is employee engagement and what the research findings and what are the characteristics of employee engagement. It explains and reviews the main concepts and the key drivers of employee engagement.  It also, list some of the outcomes of employee engagement and disengagement. The factors enhancing and employee engagement such as job engagement, employee well-being, and work-life balance. It reviews the diagnostic tools and how to use to measure employee engagement. The action that the organisation needs to take to address the issues and the solutions that need to be taken in order to improve employee engagement. The construction of Employee value proposition to attract and enhance the existing employee’s desire to continue working for the company and to recommend it. 
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