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Executive Summary
The assignment is all about concepts and key drivers of employee engagement. Evaluating the measuring tools for emloyee engagement is the main purpose of this assignment. It was stated that Tesco appreciates and congratulate their employees for their better work and sometimes offer some incentive program to engage and motivate the employees. Tesco follows an annual employee survey and creates focus small groups to measure their employee's engagement. There are eight main steps to constructing an employee value proposition. Tesco should determine its goal and implement some realistic expectations to engage employees. 
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[bookmark: _Toc102061156]Introduction 
Employee engagement refers to the passion, dedication, commitment, and creativity of an employee in their workplace. Highly engaged employees are more enthusiastic about their work and it leads to more innovation in an organisation. Engaged employees are the strength of a company as they are ready to accomplish their tasks in a short period. It helps to increase the productivity and profit of the organization. In this assignment, the concept and drivers of employee engagement will be discussed. Some diagnostic tools to measure engagement will be evaluated. In the last part, some strategies to increase employee engagement will be analysed. Tesco, a British multinational retail company was founded by Jack Cohen in 1919 (Tesco.com, 2022 ). Its headquartered in Welwyn Garden City, United Kingdom. In the financial year 2020/2021 the net revenue of Tesco is around 53 billion British pounds (Bedford, 2022).  The employee number is increased to almost 336 thousand employees in the year 2021.


[bookmark: _Toc102061157]Reviews the concept and drivers of employee engagement 
Employee engagement is the mental connection that an employee feels towards their organisation and work. Engaged employees are categorised into four levels as follows, highly engaged, moderately engaged, barely engaged and disengaged. Highly engaged employees have a very positive opinion towards their work and they love their work culture and organisation and are dedicated to their work. These employees can stay in the organisation for a longer period and they also encourage their colleagues (Choudhury and Mohanty, 2019). Moderately engaged employees have a positive view of their workplace but they always look for better improvements in their careers. Something is lacking in the organisation is that they are not fully engaged with their company. Barely engaged employees have a lack motivation for work and they do not find a purpose for their work. Disengaged employees have negative views about their organisation. They are not connected with the organisation and they play a negative impact on the organisation's growth.  According to William Kahn, there are three main dimensions of employee engagement including, physical engagement, cognitive engagement and emotional engagement. 
Physical engagement: In this dimension employees do their job with high physical effort. The employees who give their physical effort while working will be more productive and motivated to work more. For an organisation's growth, the physical engagement of an employee is the most important thing. Physically inactive employees are not able to do their work perfectly and get distracted from their actual purpose of work. 
Cognitive engagement: The employees are engaged in this level when they are aware of their employer's vision. Cognitively engaged employees can deliver the work according to the strategies of the organisation. These employees are more knowledgeable and confident during their work.
Emotional engagement: It is all about the emotional relationship between the employees and their employers. A positive emotional engagement is beneficial for both the employees and the organisation. Employees feel an emotional attachment to the organisation then they can do better work. 


After the pandemic situation economic, social and technological work cultures have been changed. In this changing condition, employee engagement is very important for any organisation. Some key drivers of employee engagement are employees' desire for purposeful work, recognition, leadership, a healthy work relationship, and empowerment. Employee engagement is driven by some factors as follows,
[bookmark: _Toc101193253][bookmark: _Toc102061158]Attitude of appreciation
An organisation can validate and show appreciation to their employees and team members for good work. Receiving good comments or appreciation from an organisation can engage an employee to work hard in future (Kolk et al., 2019). The leading retail company Tesco appreciate and congratulate its employees by organizing a team lunch or arranging an employee-of-the-month award to appreciate the most hard working one. 
[bookmark: _Toc101193255][bookmark: _Toc102061159]Offer an incentive program
Apart from celebrating the milestone, organizations should arrange an incentive program for the continuous hard work of their employees (Klopotan et al., 2018). Tesco arranges some non-financial incentive program that includes giving some extra vacation days or some flexibility in their work-life (Tesco.com, 2022).
[bookmark: _Toc101193256][bookmark: _Toc102061160]Create a comfortable workplace
Comfortable and inspiring work can engage the employees. Tesco keeps their workplace and store Covid-19 safe to engage more people.
[bookmark: _Toc101193257][bookmark: _Toc102061161]Find out the purpose of the work
Many times the employees are not aware of their purpose of work, and they are not fully engaged with their work. To engage these employees organization shall help them to find out their purpose of work. Tesco helps their employees to find out their purpose in working.
[bookmark: _Toc102061162]Evaluates diagnostic tools to measure the engagement 
In Post Covid era many employees are working from home and therefore the topic of employee engagement needs more attention. Highly engaged employees are more productive and beneficial for any organisation. Employee engagement is not about only the happiness of employees or the work quantity they deliver. It is the concept where employees are connected with the workplace
and motivated and engaged to do their work with high effort. Employees are not at the same level of engagement throughout their working period, it can fluctuate depending upon their desire for work and the external factors in the organisation. Therefore an organisation needs to measure the engagement of employees once a year or two times a year to understand their employee's engagement (Shrotryia and Dhanda, 2019). There are some techniques or tools to measure the employee engagement as follows,
Annual employee surveys: This method of survey helps to motivate employees and is an effective way to measure employee engagement. HRs and managers of an organisation send actionable and simple survey forms to their employees to understand their engagement level. The positive point of this survey is to understand their employees very well. Managers need to act according to their employee's feedback after taking surveys, because if they do not take any action then there is no purpose for the survey. Tesco every year arranges annual surveys to measure their employee’s engagement. 
Frequent 1-On-1s: Frequently HRs and managers of the organisation can arrange one to one meetings with employees. This meeting should be confidential so employees can share their original feedback. This is the positive impact of the tool. With the help of this personal meeting, organisations can understand which level of engagement their employees are. Managers can motivate the barely engaged and disengaged employees and upgrade their level of engagement to the next level. In a large organisation arranging 1-On-1s meetings is not possible, this is the main drawback of this technique. 
Conduct exit and stay interview: The employees who are not engaged with their work and do not find any purpose in their work, leave the organisation. By conducting exit and stay interviews of the employees managers can understand in which areas they have to improve to stay their employees for the long run. This tool is best to analyse the drawback of the organisation that must be improved to engage their employees. 
Make small focus group: In a large organisation arranging one to one meetings is not possible, in that case forming small focus groups and asking them about their opinion to work culture can help the managers to understand the engagement level of their employees. Tesco is a large


company, therefore they arrange small focus group meetings to know and understand the level of their employee engagement. 
Measure productivity metrics and employee retention rate: This tool can be used to measure the engagement rate of the employees. Highly engaged people have a direct impact on the production rate of the organisation. A high retention rate means the high engagement of employees. In the financial year 2020/2021 the net revenue of Tesco was around 53 billion British pounds, which has increased from the previous year which was 52 billion British pounds (Bedford, 2022).  Employee number is increased to almost 336 thousand employees in the year 2021. These data indicate that employees of Tesco are highly engaged with the organisation and they like to stay for a long term with the company. 
[bookmark: _Toc102061163]Constructs an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement 
Employee value proposition means how an organization can attract and retain skilled employees in this competitive market by maintaining a good work culture and offering some benefits to them. More benefits offered by an organisation can engage the employees and this will increase the productivity of the company (Paadi et al., 2019). An organisation become successful if it can retain more skilled and engaged employees in their company. For that, the organisation may construct an employee value proposition to make a favourable work environment for their employees. There are some key components of a successful employee value proposition like a financial benefit, fringe benefits, job security, potential career growth, good corporate work culture and more important job satisfaction. Financial benefits offered by an organisation may not only include salaries but also some bonuses or company stocks. Fringe benefits include health insurance, paid vacation leave, facility of provident funds and many more to engage employees and motivate them (Mone and London, 2018). In this current changing world, employees look for a secure job, because a stable job can reduce the stress to employees. To attract more skilled employees company should assure job security. Besides financial benefits sometimes employees want to grow in their future career path. In the organisation, there should be scope for the employees to grow higher in their careers. Good corporate culture means some benefits and good behaviour from management and other employees. Job satisfaction is the most

important thing for any employee because without proper satisfaction no one can work effectively. 
There are eight main steps to construct a strong and successful employee value proposition,
· Determine goals: The very first step is to determine or identify the goal of the organisation that they want to achieve by their employees. Tesco is a multinational retail brand and its goal is very big to expand its company throughout the world. They can provide an environment to their employees where they are motivated to innovate new things and work hard to help the company to achieve that goal.
· Foster realistic expectations: An organisation should promote realistic expectations that they can fulfil. Sometimes companies encourage some unrealistic expectations of employees that they are not able to fulfil. In that case, employees feel cheated and it harms the company. Tesco should encourage their employees to work hard to make the company successful and arrange some rewards for their hard work. They can fulfil these expectations of employees by giving them gift cards, rewards or arranging a team lunch or party.
· Empower employees: Skilled employees love to work in a breathing atmosphere where they can enhance their skills or talent. Tesco can encourage their employees for their innovative work so they can enhance and fully utilize their skills.
· Career growth: There should be the option for career growth in the organisation to engage their employees besides financial benefits. Tesco should give their employees a chance to grow in their careers by giving them promotions so that they will be motivated to work hard.
· Create a fair reward mechanism: There should be a fair reward mechanism that can be offered by an organisation to engage employees. Tesco should give rewards to the most appropriate skilled employee according to their work.
· Encourage knowledge sharing: Tesco can arrange some seminars or group discussions to share knowledge among employees that can be beneficial for employee engagement.
· Encourage work life balance: Organisations should encourage employees to maintain work life balance to avoid work pressure. Tesco should arrange some vacation plans for their employees.
· Invest in employer branding: Through advertisement, an organisation should invest in making the brand and give a positive impact on employees.
· 

[bookmark: _Toc102061164]Conclusion 
Employee engagement is important for any organisation as highly engaged employees are more dedicated to work. Employee engagement has three major dimensions physical, cognitive and emotional engagement. Some important key drivers of employee engagement are showing appreciation to employees, arranging some incentive programs to motivate them, create a comfortable workplace for better work. To measure whether employees are engaged or not some tools and techniques are used in an organisation. Tesco can use some tools such as employee surveys, one to one meetings, creating small focus groups, conduct exit or stay interviews to understand the level of engagement of their employees. Tesco should follow some steps to construct a successful employee value proposition to attract their employees for a longer period. The more skilled employees are engaged the company will grow faster. 
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