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[bookmark: _Toc101369295]Introduction
RSA Insurance Group is a multinational general insurance company that offers automobile, property, liability, and insurance products. The business serves consumers in the United Kingdom, Canada, Ireland, and Scandinavia. However, the organisation has partners in over 170 countries worldwide (Willer, 2016). In addition, RSA creates insurance that includes multiple states because sometimes their customers need products with complex risks that require a mix of global expertise and local knowledge. The globally operating organisation has taken a range of measures to make a conducive workforce environment. The following new strategies include creating a flexible working routine, encouraging employees to work from home, forming a covid-19 safe environment, and rearrangement the job roles. 
This report will be focused on employee engagement in the working environment. Nevertheless, it will review the employee engagement drivers and explain how organisations like the RSA Insurance Group can use them to increase productivity. In addition, the report will discuss several measurement tools that can be used to measure the engagement of employees in organisations. Finally, the report will evaluate different measures and strategies that can be used by businesses like the RSA Insurance company to improve the level of employee engagement. 
[bookmark: _Toc101369296]The concept and drivers of employee engagement
[bookmark: _Hlk101367148]Employee engagement is the asset of the emotional and mental connection and commitment an employee feels towards his job (Sun and Bunchapattanasakda, 2019). A human resource concept describes the level of dedication and enthusiasm the employees have towards their job roles and workplace. When the level of employee engagement in an organisation is high, the level of employee performance is also high. A high level of employee engagement in the workplace promotes talent retention and lowers the amount of employee turnover. Employee engagement is one of the top engagement priorities for the RSA Group limited. 
Employee engagement is one of the key indicators that the business management can use to gauge the level of work satisfaction by the employees. Employees need a sense of belonging in their places of work that they may be enthusiastic about their job roles (Motyka, 2018). Employees who are engaged will present quality services in comparison to disengaged ones. Furthermore, this translates that when a business has a highly engaged workforce pool, the company's overall productivity will be high, helping it stand out against the competition in the market.
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To plan how to improve employee engagement in the organisation, the human resource management at the RSA Group Limited has to understand when leads to motivate the employees to be committed to their job. Drivers of employee engagement may vary from one job to the other. However, according to this case study, these are the key factors that drive employee engagement in organisations. 
Work-life balance. A healthy work balance improves employee commitment and motivation and helps retain a group of engaged employees. Work-life balance involves minimising work-related stress by establishing sustainable ways of operation and promoting general well-being of the employees (Kelliher et al., 2019). For instance, RSA Insurance Group has attempted to create an improved work balance by encouraging working from home. 
The company HR improves workplace balance by regularly reviewing the tasks assigned to the employees to ensure that all the employees are presented with achievable workloads. Other strategies to support improving the organisation's work-life balance include monitoring employee mental health, designing flexible work schedules, encouraging working smarter rather than harder, and asking the employees about their work-balance needs (Rodríguez-Sánchez et al., 2020). 
The management and leadership. The way the managers and other leaders relate with the employees in organisations determines their level of engagement with the business. When the employees feel valued by the senior leadership, they are more committed and motivated to their job roles. The RSA company has developed a clear internal communication strategy that facilitates the free flow of information in the organisation. Business managers promote employee engagement by promoting transparency with the employees so that they may feel part of the team. By engaging the employees in decision-making, the managers can help improve the feeling of belongingness of the employees to the organisation (Decuypere and Schaufeli, 2020). 
Recognition and appreciation. Recognising and appreciating the employees for showing particular behaviour or accomplishing specific tasks makes them feel valued by the business (Camps, 2021). Company managers and leaders can verbally recognise the employees' excellent performance through awards, recommendations, and certificates. Although providing monetary compensations may be an effective way of recognising the employees' performance, it can reduce the natural inclination of the employees to complete the tasks and reduce the pleasure of completing the tasks when there are no compensations. 
Opportunities to learn and grow. Despite the compensations that the employees inspect from an organisation, employees strive for personal growth and professional advancement. The RSA Insurance company values the employees as essential assets providing professional training opportunities. The business also encourages cross-departmental collaborations, allowing employees to learn from other business segments. When employees possess a high level of skills and expertise, they will become more engaged in their tasks. As a result, employees will remain in an organisation where they feel there is room for growth. Employees in an organisation are burdened with emotional, intellectual, and physical experiences. Businesses focus on personal employee development by creating intellectual balance, promoting intellectual growth through attending seminars, and creating strategies to promote the employees' physical health and well-being (Chanana, 2021). 
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[bookmark: _Hlk101366613]Measuring the employees' engagement in businesses benefits the organisation's management to design and improve strategies that are not going according to plan. In addition, measuring the employees' engagement helps facilitate continuous communication and feedback with the managers, improving trust and facilitating effective workflow in the organisation. These tools measure employee engagement in organisations (Othman et al., 2018). 
Employee engagement surveys are the most common tool used to evaluate the level of engagement in organisations. Some businesses use third-party administrators like Survey Monkey for employee engagement evaluations as the staff can give their feedback without the fear of retaliation. In addition, the employee's interaction with the management and the other employees simplifies the communications and collaboration in solving challenges (Shrotryia and Dhanda, 2019). Also, employee engagement software helps business managers gauge how the employees feel about their job roles in real-time. 
The employee net promoter score is a tool used to measure how the employees feel about an organisation and their loyalty to the business (Rajasekaran and Dinesh, 2018). While applying the tool, the detractors are employees who are unhappy, demotivated, and disengaged in their job roles. The passives are contented with the business but are not fully committed, while the promoters are highly motivated and satisfied with their job roles. While applying the strategy, the RSA Insurance company develops questions where the employees respond using qualitative data on a scale of 1-10. This method evaluates employee engagement by deducting the percentage of critics from the percentage of the promoters. The score of the passives is ignored. The employee net promoter score tool is an easy, quick and cheap way of measuring the level of employee engagement in organisations.
Exit and stay interviews are also used to determine employees' level of engagement in organisations. Exit interviews are contacted to understand how the employees feel about their previous tasks, have insights into what pushed them to exit and learn actions that can be taken by the business to improve their performance or address employee challenges. Stay interviews are an informal conversation between HR personnel and the employees to understand how they feel about the work environment, their job roles and suggestions to improve their engagement in the business (Othman et al., 2018). When the employees are questioned about their feelings about the company and job roles, they feel treasured and can present their challenges at the workplace. The RSA Insurance Company uses the employees' feedback from the exit and stays interviews to find the most effective ways to engage them. 
[bookmark: _Toc101369299]Employee value proposition and strategies to raise employees' level of engagement 
According to Mascarenhas (2019), an employee value proposition is a set of unique offerings and benefits received in return for their skills, capabilities, and outputs. The HR personnel communicates the employee value proposition to the current and potential employees to communicate the company's essence, its level of performance, and the benefits that the employees will receive for working in the organisation. The elements of the employee value proposition include benefits, compensations, culture, career, and the work environment 
Providing flextime allows employees to structure their working time like where, when, and how long they wish to work (Bouwmeester et al., 2021). 
Creating genuine connections between the management and the employees can promote employee value proposition and employee engagement. For example, the managers can schedule one-on-one check-ins weekly or monthly with employees to discuss their feelings about the business, identify challenges they face, and track the goal progress (Nikolova et al., 2019). The meetings make the employees feel they are valued by the managers and will be motivated to perform better. Once the employees realise that the business addresses their concerns, they get motivated in their tasks and will remain in the business for a long time (Bejinaru and Baesu, 2018). 
Employee engagement increases when the business design practical approaches and programmes that will help recognise and reward the top performers. Member of staff recognition and reward make the employees feel valued, motivate positive employee behaviour, and enhance team efforts. By improving the rewards and appreciation for the employees, the RSA Insurance company boost staff engagement. (Sun and Bunchapattanasakda, 2019). 
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Conclusion
Remote work eliminates many reasons to keep a company handcuffed to the stiffness of standard work time nine-to-five. This new concept is part of the right tools to ensure employees are engaged in doing their expected jobs. Therefore, these engagement strategies promise to give them more freedom to work where and when they would like. However, this flexibility is also beneficial to the employer's perspective because it will allow employers to hire workers from a much wider geographical area. Furthermore, it will also help the organisation stand out in a job market where capable employees' requests for flexible working will make employers' offers more attractive.
Nevertheless, it is essential to ensure that the borders between work life and out of work lifestyle do not become too blurred for employees regarding their working arrangements and physical working area.,hanse RSA ensures employees can completely switch off work devices or close their home offices outside working hours. Therefore, they can relax and entertain themselves in their free time. (https://www.rsainsurance.co.uk, 2021)





[bookmark: _Toc101369301]References 
Bejinaru, R. and Baesu, C. (2018). Connecting approaches of sustainable development and organisational change in business companies. The USV Annals of Economics and Public Administration, 17(2 (26)), pp.87-94.
Bouwmeester, O., Atkinson, R., Noury, L. and Ruotsalainen, R. (2021). Work-life balance policies in high performance organisations: A comparative interview study with millennials in Dutch consultancies. German Journal of Human Resource Management, 35(1), pp.6-32.
Camps, G. (2021). Recognition and appreciation. Resource: magazine van Wageningen Universiteit & Researchcentrum, 16(7), pp.15-17.
Chanana, N. (2021). Employee engagement practices during COVID‐19 lockdown. Journal of public affairs, 21(4), p.e2508.
Decuypere, A. and Schaufeli, W. (2020). Leadership and work engagement: Exploring explanatory mechanisms. German Journal of Human Resource Management, 34(1), pp.69-95.
Kelliher, C., Richardson, J. and Boiarintseva, G. (2019). All of work? All of life? Reconceptualising work‐life balance for the 21st century. Human Resource Management Journal, 29(2), pp.97-112.
Mascarenhas, B.G. (2019). Employer branding, employee value proposition, and employee experience: New approaches for people management in organisations. In Strategic Employee Communication (pp. 97-103). Palgrave Macmillan, Cham.
Motyka, B. (2018). Employee engagement and performance: a systematic literature review. International Journal of Management and Economics, 54(3), pp.227-244.
Nikolova, I., Schaufeli, W. and Notelaers, G. (2019). Engaging leader–Engaged employees? A cross-lagged study on employee engagement. European Management Journal, 37(6), pp.772-783.
Othman, A.K., Mahmud, Z., Noranee, S. and Noordin, F. (2018). Measuring employee happiness: Analysing the dimensionality of employee engagement. In International Conference on Kansei Engineering & Emotion Research (pp. 863-869). Springer, Singapore.
Rajasekaran, M.N. and Dinesh, M.N. (2018). How net promoter score relates to organisational growth. Int. J. Creat. Res. Thoughts, 6(2), pp.2320-2882.
Rodríguez-Sánchez, J.L., González-Torres, T., Montero-Navarro, A. and Gallego-Losada, R. (2020). Investing time and resources for work–life balance: The effect on talent retention. International Journal of Environmental Research and Public Health, 17(6), p.1920.
Shrotryia, V.K. and Dhanda, U. (2019). Measuring Employee Engagement: Perspectives from Literature. IUP Journal of Organizational Behavior, 18(3).
Sun, L. and Bunchapattanasakda, C., 2019. Employee engagement: A literature review. International Journal of Human Resource Studies, 9(1), pp.63-80.
Willer, J. (2016). RSA. The Lawyer, 31(15), p.13.

https://www.rsainsurance.co.uk/news-and-insights/insurance-insights/home-is-where-the-heart-is-five-top-tips-for-success-with-a-remote-workforce. (2021). Retrieved from https://www.rsainsurance.co.uk: https://www.rsainsurance.co.uk/news-and-insights/insurance-insights/home-is-where-the-heart-is-five-top-tips-for-success-with-a-remote-workforce






image1.jpg




