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[bookmark: _Toc88511789]Introduction
The present study will attempt to measure and determine the employee engagement of the Royal Dutch Shell in the past and in recent times with the onset of COVID-19. Along with the facilities of working from home and ensuring flexible hours the study will highlight other strategies that can be implemented by the organisation to enhance the growth and expansion of the organisation. The study will define and address the concepts as well as the drivers that are closely associated with employee engagement of Royal Dutch Shell. Further, the report will provide an evaluation of the tools that are effective in measuring the engagement of employees. The study ends with shedding light on the construction of employee value proposition and other related concepts. 
[bookmark: _Toc88511790]The concept and drivers of employee engagement
The concept of engagement of employees can be defined by analysing and estimating the extent to which the workers of the organisation feel motivated and invested by the assigned work. The levels of satisfaction and productivity of the employees of the organisation can be reached and enhanced when the employees are more engaged and efficient in delivering their performance and achieving the set objectives of the organisation. The key drivers of employee engagement involve including meaningful work and ensuring the career growth of the workers (Osborne and Hammound, 2017). Employee engagement in Royal Dutch Shell can be achieved by creating a sense of belongingness and fulfilling the work relationships within the business organisation. The engagement of employees highlights and sheds light on the concept of human resources and is essentially involved in describing and assessing the levels of dedication and enthusiasm that an employee feels about his/her job (Mazzettiet al., 2019). The engaged employees are determined and focused to deliver care concerning their and performance and feel that their hard work is capable of bringing a difference in the growth and expansion of the organisation. The four divers that are associated with the engagement of employees in the Royal Dutch Shell include the concepts of strategic narrative that focuses on leadership, engaging leaders, as well as integrity and voice of the employee. The organisation should be efficient in providing executive and participation among the employees and align the goals of the employees with the goals of the business. Employee engagement in recent times keeping in mind the effects of COVID-19 should serve an essential purpose for any organisation as it is useful for the retention of employees in the long run and improving the quality of work that is delivered by the organisation and gain higher levels of efficiency and productivity (Shell, 2021). This model ensures in implementing strategies that ensure in the creation of better work and customer relationships and reduce the turnovers of the employees of the organisation. Employee engagement in Shell can be influenced by the communication adopted by the organisation and the managerial styles that are implemented to gain the respect and trust of the employees of the organisation (Ahuja et al., 2019). The leadership skills and the reputation of the Royal Dutch Shell also plays a significant role in determining and estimating employee engagement. With the onset of a pandemic, the strategy of employee engagement should analyse and estimate the existing problems and make use of appropriate strategies to work with the employees of the company to bring out the most effective solutions and apply the modifications and changes to foster enhancing the satisfaction of the employees of the organisation. Opportunities provided for growth and development of skills are important drivers of employee engagement and serve meaningfulness to the working conditions of the Shell. Royal Dutch Shell should work for having active engagement and make sure that the workers of the company are passionate about their job role and are committed to fulfilling and achieving the mission and goals of the organisation (Manzie, 2018). The Shell in recent times in the COVID situation should understand that the employees are essential for the organisation as they ensure strategies that are appropriate and sufficient for driving revenue. The workers should be provided with proper guidance and tools and treated with respect and care to make sure that the sales and the profit margins of the organisation are increased and maximised.
[bookmark: _Toc88511791]Evaluation of diagnostic tools to measure the engagement
Employee engagement in Royal Dutch Shell can be measured and evaluated by conducting surveys and feedback forms that are given to the employees of the organisation. The survey will help Shell to identify and assess the problems that are taking place within the organisation and will be effective for the company to retain its employees and take appropriate measures in time. The interviews and the annual surveys are the most widely used method to get feedback for estimating the attitudes and feelings of the employees towards an organisation. The survey can be conducted by thinking about the purpose of the organisation and crafting questions accordingly that hold the interest of Shell. Further, the company should be successful in getting everyone involved and providing the employees of the organisation sufficient time to answer the questions. The employees of the Royal Dutch Shell should be encouraged to do better and once the survey is conducted the results should be analysed and the most appropriate strategies should be implemented by the organisation to meet the basic requirements of the employees (Yakovlevichaet al., 2019). The engagement survey must be able to accomplish the components that are in close relation with the satisfaction of the employees, alignment and the future desires and goals of the Shell. The key findings of the survey must be shared with employees and the company must ensure open discussion and involvement in making plans and acting on the plans to be successful and efficient in communicating the actions daily. The Royal Dutch Shell can enhance the levels of efficiency by conducting the surveys anonymously which will further increase the rates of participation. Anonymous surveys will create opportunities for collecting honest responses from the employees. The organisation needs to track the employees to critically evaluate and determine whether the workers of the company are happy with the policies and programs of the company and how long they are willing to stay in the company. The online company rates and turnover rates of the employees can serve as key determinants to measure the engagement of the employees (Jiang and Shen, 2018). The shell can measure employee engagement by estimating the referrals and rates of replenishment. Other than surveys the authorities of the organisation can involve in having informal and informal chats with the members of different teams. This method in the contemporary situation may be more beneficial for the company as it requires less time and the company will be able to receive minute details about the problems faced by the workers of the company. The shell can measure employee engagement by reviewing the performance of the employees and by conducting department meetings at regular intervals (Riksenet al., 2020). Employee engagement can be measured as well as nurtured by the organisation by setting employment rewards and programs for recognising the skilful and potential employees of the organisation. Interviews should be conducted that focus and highlight the exist and stay of the employees. Measuring the productivity metrics may be useful for Shell to estimate employee engagement. Engagement outcomes must be analysed and determined by the company along with identifying what is useful and important for the employees of the company. The Royal Dutch Shell can measure the engagement of the employees by creating and developing a listening strategy that is continuous and effective. The absenteeism rate of the employee and the score of the employer net promoter are among other significant and effective measures to understand and regulate employee engagement (Baehre et al., 2021). 
[bookmark: _Toc88511792]Construction of an employee value proposition
The employee value proposition encompasses and highlights everything the employers of the company are performing and determining to attract the employees and successfully retain them in the pandemic situation (Monteiro et al., 2020). The primary focus of the proposition of Shell is to shed light on the benefits and the perks that an individual will receive as an employer of the organisation and the unique value that will be provided by the company to the workers. With the onset of COVID-19, the value proposition can be stated by identifying the main problem of the employees and describing the benefits that are offered by the Royal Dutch Shell and why they are considered valuable. The shell must be able to differentiate itself from others and highlight what makes them the most preferred provider. The employees made me feel valued by offering packages that ensure good compensation and provide work that is meaningful and serves the purpose of developing the personal growth of the employees. The achievements of the workers should be celebrated and the company should engage in providing performance pay and bonuses (Spisakova, 2019). The construction of the proposition is the most significant and crucial part of the process of recruitment and it tells why an individual should be applying for the particular job profile and why it is the most appropriate for them. The companies possessing a good employee value proposition have high rates of retention among the employees with good quality and skills (Antony, 2018). The value proposition of the Royal Dutch Shell can be assessed by determining what the organisation offers in recent times and the impact of the offers on the employees. The shell can construct the value proposition by conducting interviews of the existing and the old employees of the company. The key components and related concepts of the employee value proposition should be clearly defined and stated by the organisation (Wessel et al., 2021). The value proposition can be further provided to the employees in written form and be promoted and acknowledged through the right channels. The results must be examined and critically evaluated by the organisation. The company can sure good employee value proposition by engaging in actions that are successful in generating the maximum returns and should be contributing in building around traits and attributes that are capable of attracting, retaining and engaging talent that is appropriate and effective for the organisation. The value proposition must be consistent in creating and developing the strategies and objectives of the Shell. This model should be capable of demonstrating the uniqueness of the employee value proposition and driving the strategy of the business organisation straightforwardly. The employee value proposition can be brought into effect by aligning with the values and the vision of the company and being successful in enhancing the culture of the organisation (Carliniet al., 2019). The Royal Dutch Shell should be honest in its approach and not engage in falsely advertising to the employees of the organisation. In recent times, the company should be efficient in linking the strategies to the plans in the workforce and ensure that the most relevant employees are hired by the organisation and effective measures are undertaken to attract and retain them. The organisation must be capable of adopting and implementing plans that are innovative and attractive to drive a competitive advantage in the market (Wang, 2019). The right way to communicate the value proposition is by applying consistent internal communication with the employees and making the most appropriate use of newsletters, blogs of the company and emails to create awareness of the attractive offers that the company is willing to pay for the employers. The main aim of this strategy is to create and develop a brand that is favoured by most of the employers within the Shell. 
[bookmark: _Toc88511793]Conclusion
The study has provided a detailed analysis of the new approaches and methods that need to be adopted by the Royal Dutch Shell to overcome the challenges of the pandemic. The study has addressed the strategies that need to be implemented by the chief executive of the organisation. The study has provided a detailed analysis of the concept of employee engagement and how it influences the growth of Shell. The report has critically evaluated the different diagnostic tools for estimating engagement. Lastly, the study has analysed and assessed the strategies that are essential for the construction of the value proposition. 
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