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Managing People
Assessment-2
 

Introduction 
This assessment centres on employee management of the retail company Tesco as the company has been operating within the new guidelines that has been structured by the company to ensure that the employees are capable to function within the Covid-19 pandemic. Due to the concern of the management with low level of employee engagement and the effect on the viability of the company, the report provides a review of the drivers and concept that can support in engaging the employees and also analyse the engagement of the employees to measure engagement. The employee value proposition has been also included within the discussion and this also includes the engagement strategies. 















 

Concepts of employee engagement 
Business outcomes
One of the main concepts of employee engagement that is followed by most of the companies such as; Tesco would include promoting a sense of positivity among the employees so that they are motivated to perform their work despite of the changes that would occur within the internal and external environment of business (Taylor et al, 2012). However, the company’s such a Tesco are also required to provide the employees with benefit and support that are related to providing the employees with the working conditions that can allow them to work as advocates for the goodwill of the company. This is also evident from the scenario of the companies such as Tesco that has redesigned their operational activity, in the midst of the Covid-19 pandemic that has allowed their employees to continue with their store operations during the lockdown driven by the Coronavirus pandemic (Tesco PLC, 2020). 
Self-determination theory 
The self-determination theory also strengthens the employee engagement process where the autonomy, mastery and relatedness are main needs that are required to be fulfilled by an individual. When an individual is provided with the resource and support to fulfil all these needs, they are more likely to remain engaged with the organization (Armstrong, 2017). Hence, for the employees of the companies such as Tesco, the self-determination and the key concepts can be implemented by providing the employees with resources to keep them engaged. However, the quotient of reward is also required to be considered by the managers as the reward is one such element, which is more likely to motivate the employees towards fulfilling their goals. 
Work and reward
This is also one of the core concepts that are followed by most of the companies that are operating with the global business environment (Bass, 2015). And this concept also relates the working conditions of the employees as the main influencers to ensure their engagement. Moreover, the concept of reward is an Omni-present factor as the reward always allows an employee to remain focused and at the same time remain motivated to work for the organization. On the other hand, this concept also allows the companies such as since during the earlier months of the Covid-19 pandemic, the HR redesigned the past strategies for working environment and the HR of the company also ensured that the employees are rewarded for their work during the pandemic. 
Employee engagement main drivers 
Main components 
The employees are driven by the organizational practice that not only views them as resources but also considers their inclusion in all the activities of the company (George, 2011). The main drivers that are therefore observed for the companies such as; Tesco would include; ensuring that the employees are involved in the decision-making of the company. However, the managers such as the line managers of the companies such as Tesco are also required to focus on listening to the employees and their views so that the employees of the company can be considered for career development with the organization (Tesco PLC, 2020). 
Considering main driving factors for engaging employees 
· The manager work as the main channel of communication within the organizational hierarchy and due to this reason, the managers are required to focus on good and affective line management process (Gratton, 2014). But, for the companies such as Tesco, the line managers must always focus of co-operation for the employees working at all levels of the company. 
· The policies also tend to work as the driving factors for the employees since the employees are provided with the scope and opportunity to bring development to their career in accordance to the policies that are put into place by the company such as Tesco. Although, the employees are still required to be promised with benefits to ensure that they are showing their skills (Tesco PLC, 2020). 
Measuring engagement by evaluating diagnostic tools
Evaluating diagnostic tools 
Tool-1 
The Ultech model of engagement is focused at measuring the length and extent of employee’s engagement by considering the factors such as vigor that specifies the energy resilience and effort given by the employees. The quotient of dedication within the diagnostic tool is also related to understanding the pride, inspiration and enthusiasm of the employees. This is followed by absorption, where the employees and their concentration in their work are measured. However, this tool for diagnosis shows little or no focus on reward and this component is more likely to disengage the employees (Armstrong, 2017). Nonetheless, the Ultech approach as the employee engagement diagnostic tool is also affective in a sense that this allows the manager of the companies such as Tesco to understand the focus that has been shown by their employees when they are delegated with any sort of task. For instance, the Ultech approach also considers the effort and resilience of the employees and on the basis of this aspect, the employees and their efforts are graded by the managers. So, this is also affective for the professionals of Tesco such as the store managers, to give promotion to an entry level employee of the store, hence, proving to be an effective tool for the managers. 
Tool-2 
CIPD considers the observational process as one of the most effective tools that is used by the managers of the companies such as Tesco. This is because the managers are working in cooperation with the employees and they are also involved in monitoring the work that is carried on by the employees of the company (CIPD, 2020). Moreover, CIPD also tends to focus on the aspects where the employees and their outlook toward the coworkers and supporting them to fulfill the goals of the company are also considered to be a strong tool for evaluation. Moreover, employees and their will to continue with the company, long term commitment with the organization and the extrinsic motivation is also seen as one of the main tools for the managers to evaluate the employees and their attitude towards the organization. Hence, the CIPD tool for employee motivation mainly considers the employee motivation as an umbrella term and makes the inclusion of the employees and their attitude towards the organization (CIPD, 2020). Nonetheless, the quotient of policies and the policy implementation is a major factor that is also required to be considered by the companies such as Tesco, since the company has redesigned the working process due to the Covid-19 pandemic and hence, the managers are now required to consider different tools such as; the use of digital technology to monitor the employees and their work (Bass, 2015). Moreover, a significant focus has to be given on the employees that are working on projects where the team members will measure the effort of each other. 

Employee value proposition 
· Compensation: This is the first component within the employee proposition, and this includes; providing the employees with salary, promising pay raise, ensuring bonuses and also providing fair working conditions along with benefits. For the employees of Tesco this is directed to motivate them to work. 
· Benefits: This is the second value proposition and centers on the aspects that are additional drivers of motivation. For the employees of Tesco, the employees are required to be provided with time off and they must be also provided with necessary benefits. 
· Career: The third element within the employee value proposition and this is also seen as important as this promises the employees with the long-term support that the company can provide them to build their career (Taylor et al, 2012). This mainly emphasizes on the aspects such as; promotion; that would always motivate the employees in an intrinsic manner. This is followed by education and training and coaching, that allows the employees learn by being assigned at different departments of the company Tesco. This is also an effective way to retain the employee with a longer time with the company. 
· Culture: This is the third aspect within the employee value proposition that centers on communicating the aspects of the company with the employees such as; the mission of the organization, the values that the company practices and the teamwork and atmosphere that will be provided to the employees. For Tesco this is invested more on safe working conditions for the employees during the Covid-19 pandemic (Tesco PLC, 2020). 
Strategy to enhance level of engagement of the employees  
Communicate and ensure wellbeing 
Regular communication 
The employees are required to be communicated with on a regular basis and this also needs to be deliberate since the managers are also considered as leaders that are capable to provide the employees with the direction that they require (Armstrong, 2017). Moreover, this is also important for the companies such as Tesco and their managers to ensure that the employee are well informed on the working process and directives and the employees are continuously informed on the new policies that are adapted by the organization (Tesco PLC, 2020). However, this is also an effective engagement strategy that helps the employees to learn new tools that are required to be used by the managers to provide the employee with necessary guidance so that they can remain focused. 
Wellbeing 
This is the strategy that allows the managers to understand the problems that are faced by the employees and also provides the managers with the scope to make personal relation with them (Bass, 2015). For the companies such as Tesco; for example; the managers are focusing more on communicating with the employees to ensure that they are following the current Covid-19 testing policies of the company. 
Invite response and delegating goals 
Invite response 
The employees can be competently engaged by this strategy as the employees are consistently working to achieve the goals of the organization and allowing them with the scope to provide feedback for their work allows the companies such as Tesco to portray the fact that the employees are a significant part of the organizational hierarchy. Hence, this strategy is also considered to be a value proposition for the companies (George, 2011). 
Delegating goals
The goals of the company are also required to be delegated among the employees as this strategy allows the managers to clarify the effort that they are expecting from the employees. Further the goals are delegated; the easier it is for the employees to carry out their tasks, hence, employees will remain deeply engaged with the organization (Gratton, 2014). This is also evident from the working process of Tesco, where the employees are engaged by providing employee with safe working environment due to Coronavirus and the workplace redesign (Tesco PLC, 2020). 


 

Conclusion 
This part of the assessment has provided an extensive evaluation of the business environment of the company Tesco and the process of working that is adapted by the HR professionals of these companies. The effect of the company and their business resourcing strategies has been also included within the analysis which relates to the internal and external factors and their effect on the business operations. The main concepts and principle of business has been also discussed within the report which triggers the working process of the HRM and the influence of different external and external factors that directly affects the employee engagement strategies of the companies such as Tesco. 
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