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[bookmark: _Toc98352376]Introduction
This study will be focused on managing people in an organisational environment and the role of employee engagement in it. Employee engagement refers to the action by the human resource in an organisation to interact with their colleagues, superiors and subordinates, participate in decision making when needed and state their opinions and complaints whenever required (Armstrong and Taylor, 2020). This study will use the examples of H&M Company for a better understanding of the subject matters in a more realistic scenario. The various concepts and drivers of employee engagement will be reviewed and the measurement tools will be evaluated. An employee value proposition will be built for H&M Company and multiple strategies will also be suggested at the end to increase employee engagement in an organisation.
[bookmark: _Toc98352377]Reviewing the concepts and drivers of employee engagement
[bookmark: _Toc98352378]The models and concepts of employee engagement
[bookmark: _Toc98352379]The Deloitte model
Employee engagement theory focuses on five core factors to make a workplace appealing and a viable choice for the future workers in the industry. The first among them is meaningful work. Employees are much less likely to stay for the long haul if the work they are given is not meaningful to them. This will lead to demotivation even if the work pays well. Second is hands on management. Nothing is more frustrating for the employees than a management who uses abstract memos to communicate with the workers and doesn’t provide accurate guideline as to how the work is actually supposed to be done. Thirdly, a positive work environment goes a long way to ensure that the workers have the kind of environment they need to actually focus on work and provide the best value to the organization they work for. Opportunity for growth and trust in leadership are the rest of the elements that determine the future of worker motivation and employee engagement. Opportunity for growth is a strong motivator, while trust in leadership enables the workers to trust the plan set in motion by the leadership and make the best effort to achieve what is supposed to be done. 
[image: elements of employee engagement]
[bookmark: _Toc98019835]Figure 1: The Deloitte model
Source: (Owen and Yates, 2019).
The first one is meaningful work which states that employees need to be hired for the correct position, given the tools and autonomy to do their best work as part of a team, and given enough room for relaxation too. The second pillar is hands-on management which believes there should be clear and transparent goals for employees to fulfil, they should be coached, companies must invest in developing management and there should also be modern performance management systems. The positive work environment focuses on ensuring an inclusive and diverse workplace with flexibility and benefits for employees. There should be a culture of recognition and a humanistic working approach. There should also be growth opportunities at a workplace and so there should be training opportunities and talent mobility. There should be a learning culture in the organisation too. Lastly, dependable leadership should be provided where there is a unifying mission in an organisation and employees feel proud in contributing (Smith and Moore, 2017). All of these elements can turn an organisation into irresistible and make employees more engaging.
[bookmark: _Toc98352380]The AON Hewitt model
The AON Hewitt Model identifies three phenomenon that should be considered as the outcome of employee engagement. The first one is ambassadorship of the organization. This means that an engaged employee actually works like an ambassador of the organization through their communications, stories and general enthusiasm for the work they do. Furthermore, the engaged employees actually actively encourage others to bring the best out of themselves for the organization. Another phenomenon is higher staying period for the employees. Engaged employees are less likely to leave the organization for some other job. Engaged employees find meaning in their work and actively pursue to create value through their work in the organization. This is good for the organization as it reduces the costs associated with higher turnover. Finally, striving is the most valuable outcome of employee engagement program for the organization as it creates the most value through ensuring higher motivation and productivity among the employees. Engaged employees go the extra length to actually make a difference while performing tasks for the organization they are working for. 
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[bookmark: _Toc98019836]Figure 2: The AON Hewitt model
Source: (Wood and Lydia, 2020).
There are six engagement drivers such as foundational and differentiating engagement drivers that should be adjusted to achieve the desired engagement outcomes. One foundational engagement driver is the basic needs which means the employees want to be taken care of and have a suitable work-life balance. Another is company practices which include the day-to-day operation of an organization, and it should encourage employees to stay and strive. The last one is the work, which states that employees should feel challenged by the given work while also being provided with necessary resources for being able to fulfil those appropriately.
The differentiating drivers include brand, which assumes employee engagement is closely related to brand perception and positive image to people. There should also be strong and just leadership so that employees feel comfortable and driven to be actively involved in the company’s mission and corporate life. The last driver is performance reviews and here is believed that employees must be recognised for their efforts to become more interactive (Parry, 2019).

[bookmark: _Toc98352381]Drivers of employee engagement
Some of the most common drivers of employee engagement will be reviewed below:
Work environment: Positive work environment is one of the greatest drivers that inspire employees to be more open and engaging. When they feel that their words and inputs are being appreciated and they can communicate more comfortably with colleagues at all levels, employees become more engaging.
Recognition: Employee recognition can be considered another very important driver in their engagement, because if they feel rebuked for sharing their honest thoughts instead then they don’t engage with the people mush anymore. H&M has exclusive rewards and recognition programs for creative and unique ideas by employees.
Performance management: When organisations ensure that engagement is another metric for performance, the employees become more conscious about their interaction (Kew and Stredwick, 2016). Many organisations add this as a KPI and so it can be considered a very strong driver of employee engagement.
Collaboration: A collaborative and team-based working environment motivates the employees to become more interactive and communicative to others inside and outside the organisation. Collaborative working is a crucial factor when it comes to understanding what drives employee engagement and it helps them in becoming more responsible as well as understanding their role in the organisation.
[bookmark: _Toc98352382]Evaluating the diagnostic tools for measurement of employee engagement
There are many kinds of diagnostic tools for measuring the engagement of employees in an organisation, some of those will be evaluated below:
[bookmark: _Toc98352383]Frequent Employee Surveys
This is the most common tool for measuring employee engagement in an organisation by getting feedback from employees. The people working in the company directly share their opinions here and the company can get a better look at why they are not engaging enough or what they think about the current systems. Employee surveys are sometimes anxiety-inducing for them as they think their responses will be taken wrongly by superiors, resulting in them not being honest with those (Torrington, 2016). But because of this reason, the companies conduct the surveys in a way that employees can respond anonymously, protecting their privacy and increasing their comfort. A successful survey helps the organisation in understanding employee source of motivations, passions, job satisfaction levels and quality of work relationships.
[bookmark: _Toc98352384]Frequent One-On-Ones
Sometimes the employees in an organisation are offered lengthy sessions with superiors or counsellors to express their emotions and state their opinions. This makes them feel valued by the company and also makes them feel comfortable with their co-workers and superiors. H&M conducts monthly sessions like this for certain positions in the organisation, especially for design team employees.
[bookmark: _Toc98352385]Conduct Exit and Stay Interviews
Even though such interviews are not useful indirectly measuring the engagement level of employees, it certainly helps in understanding their satisfaction and dissatisfaction better. It also helps in understanding what should be improved so that the employees feel more comfortable to engage, share ideas and become creative in the company (Chan, 2019). The exit interviews help in identifying the negative points the most, because of which an employee might potentially leave a job.
[bookmark: _Toc98352386]Making Small Focus Groups
For large organisations like H&M, it is very difficult to interact with and take responsibility for every employee. In such a case, small focus groups with several employees are very useful for measuring and raising employee engagement. Such groups can be formed by members of the same department or from different departments. Several questions are asked to them and it ensures both their response and engagement.
[bookmark: _Toc98352387]Using HR tools
There are now many online and offline tools that are used to measure and monitor the engagement of employees in an organisation. Such tools are most helpful because they can track regular updates and improvements from employees and changes in their regular behaviours (Walton, Flynn and Alicia, 2017). The organisation do not need to wait for a certain period or month to calculate engagement instead it can be done regularly. Various performance management software help facilitates the more frequent conversations and feedback between managers and employees.
[bookmark: _Toc98352388]Using social media
With the increase of digital methods for every function in business, the use of social media has become important in not only advertisement but many other aspects. The companies can now measure employees’ sentiment by monitoring Glassdoor ratings and reviews, as well as similar platforms. Reviews can be collected and monitored on various social media platforms and forums or blogs can be opened for discussion regarding the organisation's conditions.
[bookmark: _Toc98352389]Constructing and employee value proposition and recommending strategies for increasing employee engagement
[bookmark: _Toc98352390]The employee value proposition for H&M
The employee value proposition helps and organisation in attracting talent and creating a better brand image in front of potential candidates (Oscar, 2021). The employer value proposition for H&M Company will be provided below:
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-The company strictly lives by its values
-The opinion of everyone in the organisation matters
-Ideas are always appreciated!
-A Diverse learning environment
-Build up a strong relationship with your teammates!
-Being yourself is genuinely supported

-Be Ambitious, be innovative!

-Enjoy a communicative workplace culture

-Develop your skills with the help of the company




Figure 3: Employee Value Proposition in H&M
Source: Author.

[bookmark: _Toc98352391]Suggested strategies to raise levels of engagement in the organisation
Some strategies to increase employee engagement in H&M Company will be suggested below:
E-mail tracking: The employees in an organisation can be tracked for their engagement with the help of monitoring their emails. It shows how the employees are engaging with the internal communications and provides an idea of their engagement level.
Employee pulse surveys: This is another way to track the employee engagement level, by conducting regular mini-surveys on employees. Such surveys are very interactive, short and can be answered in just a few minutes amidst the work (Anderson, 2020). The results can be monitored regularly for understanding employee engagement level and increasing it by implementing the necessary measures.
On-boarding program: When the employees are informed of their required engagement levels right from the very beginning, they become more aware of it. So the company can start an on-boarding program where employees will be familiarised with the people in the company, the communication process and so on.
Team-based activities: Apart from official work, team dinners, trips and rewards are also ways to make the employees more comfortable with their team members and colleagues. The healthy level of competition also ensures more dedication and the rewards help in strengthening the bond even more.
Online communication platform: Many companies have internal communication networks and platforms where employees can not only get the information needed and communicate with their co-workers at all levels, but they can also share ideas and creative content. Groups can also be made depending on backgrounds and interests for an even better bonding experience and engagement among employees.



[bookmark: _Toc98352392]Conclusion
So this study shows the various aspects related to employee engagement in an organisation and how employers can make employees more comfortable. The examples of H&M has made it even more helpful to understand the specific processes. The models and drivers have indicated how employee engagement can be maintained better and its review has shown the importance as well. The evaluation of various metrics to measures the engagement in organisations have been provided and an employee value proposition for H&M Company has also been constructed. Lastly, various strategies have been recommended using which the employee engagement level can be raised in an organisation.
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