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[bookmark: _Toc102049960]Introduction 
Employees are the most crucial asset of an organization as the performance and contribution delivered by the employees determine whether an organization will flourish or not. Employees of an organization put their effort as investment and in return, they expect an environment or working atmosphere that can encourage them to work. But most organization fails to acknowledge this fact and doesn't emphasize its significance of it. Thus, companies report that only a few of the employees are being engaged with the organization which causes multiple issues like high employee turnover, low motivated workers, low profitability, stressful environment etc. (Armstrong and Taylor, 2020). Hence, employee engagement has become one of the most crucial concepts in terms of managing human resources (Kew and Stredwick, 2016). This report is aimed to study some of the core concepts of employee engagement from the perspectives of Morrison's which is the fourth largest retailing supermarket chain in the UK. Along with the concepts of employee engagement, the key drivers and employee engagement measurement tools will be reviewed. Finally, some of the strategies will be suggested for Morrison's that can enhance the overall employee engagement activities within the company. 
[bookmark: _Toc102049961]Discussing Core concepts and models of employee engagement 
An employee engagement model is simply a plan for determining what motivates and inspires employees in the workplace (Anitha, 2017). To assist firms in creating their system for enhancing employee involvement, each model makes use of the principles of organizational psychology. There are several ideas and methods of employee engagement, as well as hundreds of successful programs. Based on the specifics of a company, the best business model can be determined. In the following, we will discuss two popular models of engagement theories for employees which are the Kahn model and the Zinger model.
[bookmark: _Toc102049962]The Kahn Model
A researcher and psychologist named William Kahn developed a model for employee engagement that can be broken down into three main categories: physical, cognitive, and emotional (Rheem, 2019).
[bookmark: _Toc101883714]Figure 1 Kahn's Employee Engagement Model (Source: Author)

· Physical: This refers to the amount of effort that people put into their work, both physical and mental. Employees described themselves as 'flying around' while at work and had a strong sense of personal attachment during that time. Kahn made the connection between enhanced self-confidence and the ability to exert energy and stamina at work.
· Cognitive: This degree of engagement requires employees to know what their employer's long-term goals and plans are, as well as what they need to do to contribute as much as possible to those goals and strategies. Furthermore, Kahn emphasized the importance of meaning in the workplace, arguing that a higher level of education fosters innovation and the ability to make well-informed decisions.
· Emotional: It's built on the emotional connection that employees have with their boss. The organization must learn how to foster a feeling of community among its employees so that they may put their faith in and support the company's core values and mission. For Kahn, good interpersonal ties, group dynamics, and management styles are all aspects of creating an environment where employees can feel safe and secure in their work.
Kahn correlated three psychological variables which are safety, meaning, energy and resources to the three aspects of participation in his work including physical, cognitive and emotional. According to him, people would feel safer in their responsibilities if they were engaged across all three dimensions (Saks, 2019). They would also be more confident in their efforts because they would know they were supported.
[bookmark: _Toc102049963]The Zinger Model
David Zinger, a management consultant, is the man behind this next form of employee involvement model named ‘the Zinger model’. The model includes employee psychology, support, engagement, and burnout of employees and emphasizes the need of building strong bonds among employees, as well as between them and the company, its clients, and the larger community in which they live and work (Kusuma and Madasu, 2017).
The ten bricks that make up the Zinger pyramid represent the theory's ten levels of employee engagement. This framework is built on four-employee demands known as "the employee essentials," which include the want for relevance, enhanced well-being, enlivened vitality, and leveraged strengths (Sengupta and Sengupta, 2018). To keep employees happy and engaged, this foundational row provides meaningful work and an opportunity to show off their talents. Three bricks make up the second row, "uniting the organization." At this stage, you can cultivate connections, gain acclaim, and master key moments. Workers should be able to build connections with one another and with their work, as well as a sense of belonging and pride in their profession. There are two sections under the heading "improving performance" in the third row: improving performance and making progress along the path. The main block, which is the ultimate aim of obtaining outcomes, is built on the foundation of these three rows, which together form the main categories of employee engagement. Using the Zinger model, firms and their leaders can achieve long-term employee engagement by integrating a variety of components.[bookmark: _Toc101883715]Figure 2: The Zinger Model (Source: Author)

[bookmark: _Toc102049964]Discussing the drivers of engaging employees 
The following are some of the drivers that determine the employee engagement process:
· Work-life Balance: More people are likely to join a company if it offers them a work-life balance as well as a degree of freedom (Shaik and Makhecha, 2019). About two-thirds of job seekers say that finding a work-life balance is vital in their search. In the Great Resignation, employees have been quitting their jobs because of a lack of work-life balance, therefore emphasizing work-life balance at an organization is essential for employee engagement and retention.
· Transparency: Around 70% of employees reported that they engage most when they receive regular updates and other key information from senior management on the company's planning, strategy and other initiatives (Reitsma, 2020). All organizational members including top executives, board members, senior leadership, and other stakeholders should stay on the same page and successfully communicate with the staff for this to succeed. People are more willing to talk about disagreements and concerns when organizations foster an environment that values transparency and openness. 
· Company Culture: Employees' everyday life and levels of engagement are greatly influenced by the company's culture. More than 77% of employees believe that having close relationships with co-workers is a necessary condition for engagement, while 82% of employees say they have at least one friend in the workplace (Reitsma, 2020). Company culture can be preserved through virtual team-building exercises, leadership involvement, and social gatherings, even in distant or hybrid workplaces.
· Diversity & Inclusion: It's not enough to just hire a diverse workforce to create a more dynamic workplace. Companies need to ensure that their employees feel at ease and welcomed in the workplace. On top of that, HR is responsible for implementing diversity and inclusion programs that are in sync with their workplace culture.
· Feedback: The importance of feedback as the driver of employee engagement is often ignored. A boost to one's self-esteem and confidence in one's work comes from receiving feedback from superiors or the organization as a whole (Shaik and Makhecha, 2019). People who receive positive feedback and recognition are more likely to produce their best work for the company as a whole, which in turn has a positive impact on their performance.
[bookmark: _Toc102049965]Evaluating popular employee engagement measurement tools 
To boost employee engagement, managers of an organization need to know whether they are engaging employees effectively or not and where they can improve. The first step in improving employee engagement plan is to learn how to track and measure it. Some of the popular means of measuring employees are stated below: 
· Annual Engagement Surveys: Companies prepare questionnaires that are used as a way to measure employee satisfaction annually. They are a good approach to gaining a macro, data-driven picture of staff engagement (Baran and Sypniewska, 2020). Additionally, annual surveys give a baseline from which a company may gauge the success of its efforts to improve employee engagement. Employees may need as much as 20 minutes to accomplish these lengthy tasks.
· Pulse Survey: It is one type of small survey that is delivered more regularly and used to gain a real-time snapshot of how employees feel. It can be conducted on a monthly, quarterly or weekly basis. To get a complete picture of the employees' level of involvement managers need to ask precise questions about their motivations. A better understanding of the existing workforce's level of involvement can help managers prioritize their efforts towards them (Brown, 2020).  
· Employee Net Promoter Score: ENPS is based on Net Promoter Score (NPS), which was designed to assess consumer loyalty and is used to measure employee satisfaction. To evaluate how many employees are attached to a company can be found by calculating the ENPS. Employees are asked to give ratings of 1 to 10 regarding the company’s culture, recommendations, remuneration etc.  
· Individual Meeting: Employee engagement can also be measured through one-on-one sessions with employees. Regular, unstructured conversations with the staff give HR managers a better understanding of how things are going. Workers are more willing to provide thorough input on potential difficulties during these hour-long meetings because they occur in person and because the environment is safe and confidential. 
· Exit Surveys: Employees who are about to leave an organization are asked to complete an exit survey. Exit surveys are a wonderful source of candid information because these employees don't feel threatened by speaking badly about their work experience in the company (Baran and Sypniewska, 2020). Customized messages and questions are designed to retrieve engagement information from them.
[bookmark: _Toc102049966]Suggesting some strategies that can enhance employee engagement 
The following are some of the strategies that Morrison’s can implement that can signify their employee value proposition and raise employee engagement: 
· Setting Clear Goals and Expectations: Morrison’s should implement the SMART goal which is a useful tool for goal planning because they allow managers to get input from others and keep everyone moving forward towards a unified direction. The managers should make goals visible, provide a timeline, and clearly define what constitutes a victory or failure that can encourage retail team members.
· Creating Recognition and Reward-based Culture: Employees may feel underappreciated and that can lead to bad morale, low productivity, and poor customer service if they don't receive acknowledgement hence creating a culture of reward and appreciation is crucial in this regard. Morrison’s can design effective Recognition and Reward programs that can raise their engagement levels. 
· Incorporating Future Development Plans: Employees should be given an ample number of opportunities that can drive them to put their best effort into achieving company goals and hence Morrison’s should come up with innovative and lucrative career growth opportunities. These opportunities will encourage employees to thrive for the best and ensure a boost in the company’s performance outcomes.
[bookmark: _Toc102049967]Conclusion 
The engagement of employees is essential for business success. An organization's culture, productivity, and work environment are all driven by the employee engagement process. It is considerably more likely that a company's innovative and motivated asset will be its engaged workforce. Throughout the report, several factors of employee engagement have been discussed. The leading retailing giant Morrison should embrace the strategies mentioned to strengthen their workforce and ensure improvement in the employee engagement process. 
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