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[bookmark: _Toc91092131]Introduction 
Employee engagement is defined as a human source (HR) which derives the stages of eagerness and commitment an employee finds within their job. Employee engagement will generally call up for the ultimate satisfaction a company can stand with. Employee engagement will ensure the correct conditions of all the employees within the organization to utilize their full capacity through the workflow. Employee’s engagement will enhance trust, integrity and two-way commitments and obtain communication between the employees and the organization.    
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Employee engagement is defined as a human source (HR) which derives the stages of eagerness and commitment an employee finds within their job. The employees who tend to engage and care about their work and the overall performance of the organization and seek to analyze that their efforts make a wide difference for the company's establishments. Employee’s engagement calls for the ultimate satisfaction a company can stand with. Employee morality plays a big role throughout a company's success (Rothmann, 2016). The productivity and high effective performance of an employee drives a company to an extent. Employees can drive employee engagement via positive rewards, strong communication and deliberate career growth further. The acknowledgements and appreciation should be driven to the employees, promotional offers, and grasping their ideas and thoughts to the projects and serve more chances and opportunities to them for strong employee engagement (Mone and London, 2018). Their creative existence and choice should be a key concern within the organizations to make the relationship and the future of the organization stronger. One most important survey which estimated from 2009 to 2019 which showed a medium engagement hold with 40% within the organizations. 

Engagement’s drivers seek to be the main ingredient for all the businesses therefore most often businesses don't utilize it. 
The drivers of employee engagement refer to four important key drivers for engaging for the success which includes, engaging leaders, strategic narrative(leadership), voice of employee and integrity.
1. Leadership - The company or organizational leaders should get concerned about their front-line staff. The leaders within the company or organization seek to control the overall functioning of the organization. The quality of leaders seeks to handle the ultimate engagement of the employees (Burnett and Lisk, 2019). The employee’s engagement poses to wider segments under leadership because the employees do not possess much with the high authorities or CEO. The small organization tends to seek the access of the boss and the team. The leaders under leadership have to generate four components which include trust, clarity for the purpose, structuring and aligning of systems and release of real talents. Some organizations often obtain non-engaging leaders which leads to uncertainties within the organization which ultimately gather negative impact. The leadership possesses to drive all the information and has to create a healthy communication discussion between them and the employees working within the organization which will lead to progress enhancement. The engagement of employees also requires proper direction, coaching, high objective scaling and support from the leadership which plays a key role in organizations growth. Marks and Spencer's leaders recognize the working flow of their employees without avoiding their initial skills which can drive improvements to their organization. Marks and Spencer's leaders direct with very ease and comfort so that the employees could drive better workflow with much interest (Singh, 2016). The organization leaders opt to realize the desires and needs of the employees for precise drive of performance. The leadership is the ultimate base where the employees grow and build up. 

2. Engaging line managers - The line managers also roll out the most variations in the segment of engagement. The line managers play some roles which are, 

·  Recruitment on interpersonal skills - The employees as whole pose to seek the place for a lot of responsibilities but lack skill sets. The organization recruits managers with immense interpersonal skills which do not play much roles in other major cases within the organization, therefore the organizations had to seek for exceptional technical skilled managers for their organization (Medcof, 2017) . Marks and Spencer’s had to observe closely to their recruitment process for the line magers with both interpersonal and technical skills obtained for better performance within the organization.  
· Differentiating between technical managers and people - Centered managers are important as one individual. Technical capability is also an essential to the success of the firms. The organizations should gather two separate segments between technical leaders and formal leaders. Most of the managers don't acquire interest with the skills the organization demands and lack in terms of technical competence which creates disengagement within the organization (Bhat and Bharel, 2018). Marks and spencers will have to divide the leaders’ components to act accordingly in every layer of the organization. 
· Starting from the top - The line managers had to understand the organization or companies planning, strategies and ultimately propose with the high authorities above them. The board's directors will also have to make full commitments to the managers and the employees of the organization. If the engagements lack onboard, then the tiers of the below level will drop and lack. The start of the engagement is always tended from directors of the organization. Marks and Spencer’s directors will detect with strong engagements with the layer below and the process will go on. The directors had to make engagements with the line managers and then the line managers would discuss all the information with the employees working under them. The directors should obtain standarity within the engagements for proper functioning.
· Selling the benefits - The teams or groups under non-trained personality or likely the managers tend to obtain non -healthy growth within the organizations drives high turnovers, less sales and lacks consumers ultimate satisfaction. The value starts to be possessed when the organization or the company's line managers gain enormous growth on designing and implementation of the programmers. The non-presence of stakeholders can also lack the ideas. Marks and Spencer’s line managers had to inhale the ideas of individuals and make it process and then get it into actions. 

3. Employee’s voice - The employees tend to just listen and act on what's been directed. Their voice is also an important factor within the organization which matters the most. To engage for success marks and Spencer’s had to generate mechanisms for placing essential orders to create a space for the employees to place their opinions and ideas through words which is very essential for the organization to stand strong against competitors (Eibl et al, 2020). If employees' voices are heard, then ultimately commitments from them are generated.  
4.  Integrity - The organization with the behavior values should be in a constant act which will lead to employee’s better trust and sense of integrity towards the organization. Marks and Spencer's staff had to gather relationships with strong authentic values and clear trust, promises and strong commitments and mutual respect with the employees of the organization (Soelistya et al, 2021). This will drive integrity from both employees and staff within the organization. Marks and Spencer’s had to observe the gaps causing uncertainties within the organization. 


[bookmark: _Toc91092133]  Analyzing the measure of engagement through diagnostic tools 
The engagement of an organization should obtain some strong tools to measure engagement within the organization. The tools often help the companies for mutual and to obtain strong workflow force within the organizations with effective communication and engagements. The tools to measure the employee’s engagement such as,  

 1) Employee surveys - Employee survey which is a type of survey which obtains reviews and opinions and evaluates the morale and mood of the employees, degree of engagements and monitoring achievements of employees (Shrotryia et al, 2019). Engagement survey tools for employee engagement can held through 
· Connecteam - Connecteam is a comfort employee engagement app that tends to boost streamlines communication. This helps the organization to obtain feedback from the teams and review the insights of the organization for better improvement. This develops strong engagement. Marks and Spencer’s to inhale the utilization of this app which will provide digital surveys, suggestion box, live polls, employee feedback, reminders through notifications and many more.
· Monday - These surveys are customizable and are used by small or large organizations. They obtain surveys and process it directly to the organizations sites and the answers they collect directly goes to the boards. Marks and Spencer’s should analyze such surveys for proper data structuring through visuals which will drive a lot of consumers and will straighten the engagement.   

2) HR tools - The HR tools play roles in terms of employee engagement. They tend to analyze the performance of technology for employee engagement. The tools to measure such as, 
· Employee Management of data - 
BambooHR is one the organization can obtain to collect data acquired throughout the life cycle of employees (Turner, 2020). Marks and Spencer’s can obtain to save time of their HR and to have better focus on people less on processes. 
· Management of payroll and benefits - 
ADP is defined as benefits and payrolls solutions developed to work for the employees from across different numbers of industries. Marks and Spencer’s employees should such for automatic process of updates and to obtain the employees self -service options for an ease in work.

3) Social media - Social media employee engagement conserves the employee’s engagement in making the brand's visibility on social media.
Marks and Spencer’s need to communicate with the employees about the content they want to promote or advertise through social media. The employees had to know how and where to engage and target settlement should be discussed before visualizing the brand on social media.   

4) Exit interviews - Exit interviews provide a wide image about the culture of the workplace, management solutions, day-to-day processes and morale of the employees. The exit interviews tend to help the employee to deliver encouraging feedback and exit on a positive note (Mirza, 2021). Marks and Spencer’s had to analyze the feedback from the departed employees and work on it further with the employees that exist within the organization. 

5) Take advantage of the employee lifecycle - Employee lifecycle is defined as an HR model which identifies the various stages an employee advances with an organization (Cattermole, 2019). Marks and Spencer should keep an eye on the employees' lifecycle to enhance their consistency of their series of segments which will drive one individual's career growth within the organization.
[bookmark: _Toc91092134]Employee Value Proposition of Marks and Spencer’s
 
	Compensation
	Benefits
	Career
	Work Environment
	Culture

	1. Promotions are delivered for employee satisfaction.
2. Salary gets raised per year for customer care associates and finance managers. 
3.  Provides a smooth evaluation system. 
	1. Job training is given.
2. Provides Team excursions.
3. Soft skill training enhancement
4. Provide work from home facilities.
5. Transportations is free for the employees.
6. Cafeteria is enabled within the organization.
	1. Provides strong ability to grow and develop with the career each staff and individual poses to have.
2. They had already employed over 82,000 individuals all over the world.
3. Serve high sources to analyze the career of the individuals to complete their desire they seek.  

	1. Smooth working environment among the teams. 
2. Healthy members of the organizations drive positive habits.
3. Knowledgeable colleagues keep the environment active in the organization. 
4. Well organized behaviors process a strong working environment.   
	1. Marks and Spencer provides long breaks within the workflow.
2. Recognitions are given and individuals are encouraged. 
3. They value different religions of the individuals 
4. They possess centralized organizational culture.
5. They seek engaging culture which creates suitability between the workers and the staff.




Table No. 1 – Employee value proposition of marks and Spencer’s  
(Source – learner)
[bookmark: _Toc91092135]Recommended Strategy - 
· Marks and Spencer’s had to supply convenient tools to complete the organizational works so that the employees within the organization do not suffer.  
· The company needs to remark and provide equal attention among the staff and employees, so the employees don't feel like they are ignored.
· Companies will have to provide strong training and coaching to their employees to seek better performance and utilize their skills for the advancement of the organization. 
· . Company needs to listen to their employees' desires and problems at the same time for a smooth workflow further in the future. 
· The concerned company should skill up their employees to socialize and provide soft working environments and benefits and attain interest.




        


















[bookmark: _Toc91092136]Conclusion
The above report concludes the overall analysis of the employee engagement. Employee engagement is stated as a human source (HR) which derives the stages of eagerness and commitment an employee finds within their job. It analyzed that the Employees could drive employee engagement via positive rewards, strong communication and thorough deliberate career growth further in the future. It stated the concepts and drivers of employee engagement within the organization. The drivers of employees stated as engaging leaders, strategic narrative (leadership), voice of employee and integrity. It analyzed the evaluation of employee engagement through diagnostic tools such as employee surveys, HR tools, social media integration, exit interviews and grasp of employee’s environmental life cycle. Table has been constructed with the employee value proposition for analyzing the overall employee engagement so that the organizations can develop strategies through those ideas.     
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