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[bookmark: _Toc90304821]Introduction 
Employee engagement amidst remote working trends is a matter of immense importance as effective strategies and tactics in place facilitate in nurturing a harmonious work culture and low rate of employee turnover. Present report, considering scenario of pandemic, has proceeded to encircle drivers and components of employee engagement. Attempt of this study is leading to the construction of an employee value proposition model in context of Vodafone Group Plc. 
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Fundamentals of employee engagement in contemporary scenario of Vodafone 
Employee engagement is highly acclaimed as an approach to the workplace, culminating in incorporation of right and justified working conditions for all. Taylor (2010) explained that employee engagement in workplace contributes to success of business by an elevated feeling of employee wellbeing. Fostering a work culture, where each employee feels equally valued and respected through organisational strategies has an incremental impact on productivity and overall growth. As per latest data, Vodafone Group, a British multinational telecommunication company has kept technological advancements at the nucleus of organisation for making practice of employee engagement activities (VODAFONE, 2021). Vodafone Group strongly believes that employees are not only members of this telecommunication organisation, but they are revered members of their community. Vodafone Americas Foundation is striving to bring about visible changes in community and society through employee engagement (VODAFONE, 2021). In addition to that, Vodafone Group is also offering scopes to their employees all over world to make independent decisions that are altruistic in nature and can support local communities. Therefore, establishing charitable trust is a new platform, discovered by this stated organisation for employee engagement in modern business context. 
Drivers of employee engagement 
Employee engagement reflects an organization's ability to value its employee base and to honour them for staying competitive and productive in market at the same time. According to Adisa et al. (2021), at the outset of pandemic, exponential technology was the only respite for leading and small organisations to avoid lurking threats of operational disruption. Transformation in work culture is accelerated by Covid pandemic and made sustainable changes in behavioural, organisational and cultural levels. Taylor and Woodhams (2012) traced out that being an emotional bond between organisation and employees, employee engagement is influenced by different drivers. These drivers include leadership, involvement in decision making, career growth, recognition, employee empowerment, benefits and fulfilling work relationships. Borgström and Campbell Lindén (2021) identified that a modern approach is required in current workplace scenario, infused by more flexibility and benefits for all in a personalized way. For instance, Vodafone Group their commitment to inclusion is opening new frontiers of employee engagement, which is embedded in their organisational culture. Orchestrating workplace transition to a new culture and better working conditions can be regarded as an exclusive strategy of Vodafone Group, incited by engagement drivers. 
Application of drivers in Vodafone for better employee engagement 
Employee benefits and recognition of their hard work and ceaseless efforts act as intrinsic motivation that gives rise to a degree of employee engagement and satisfaction. As per data, Vodafone Group along with paid sick leaves and high remuneration also prioritise mental health of employees and consequently work life balance and flexible shifts are offered (VODAFONE, 2020). Besides that, pension scheme designed by this stated organisation guarantees a secure life of employees after their superannuation from organisation. In terms of saving billions of families, Vodafone Group is always a way ahead and currently has included maternity policy in their organisational scheme through which for a minimum of 16 weeks of pregnancy, women workers would be given full payment (VODAFONE, 2019). Detailed discussion on policies and practices of Vodafone, it is to be mentioned that employee engagement is not a mere agenda to this MNC. Besides, principles of employee engagement run in the heart of its business operation, boosting efficiency and productivity in long run. 
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Employee engagement and its relation to HRM practices 
People management and harnessing a balance within organisational sphere is a primary duty of an HR manager. Torrington et al. (2014) emphasised that engagement and commitment of workers towards their organisation are recognised and determined by human resource management segment of an organisation and it brings out enormous value to overall operation. This author further illustrated that foremost area that an HR manager positively impacts is "cultural fit". For instance, during hiring of an employee, HR managers make attempts to endow an individual with core values of organisation, in terms of averting chances of jeopardising it in future. Recognising performance of individuals is another important responsibility of an HRM department that adds real value to societal and business junctures. 
Taking lead in maintaining regular performance related documents can facilitate in measuring employee performance. It is to be assessed that HRM department of a firm can organise employee engagement surveys for better retention of employees. Armstrong and Taylor (2017) found that HRM sector is also accountable for building a culture of praise and recognition that wholeheartedly accepts all individuals and values their efforts without discrimination. Training, guidance and coaching are different functions of HR that are allied with performance management and higher retention of workers in a company. For instance, on job and off job training sessions with proven tools allow HR managers to mobilise energy and efficiency of individuals for the purpose of business welfare. Gauging this inextricable connection between HRM and employee engagement, it is to be asserted that both are concomitant in nature and influence each other in varied ways. 
Identification of diagnostic tools of engagement 
Being dependent on HR functions, approaches of organisation related to attracting, selecting, developing and retaining can also act as tools of measuring employee engagement. Aktar and Pangil (2017) claimed that organisations that are willing to invest their money and effort on employee engagement practices in greater magnitude are required to innovate HR strategies. Vodafone Group along with its modified people management strategies can shift its focus in the application of different diagnostic tools for better employee engagement. As per recent data, regular pulse surveys were conducted in Vodafone Group during the pandemic as Covid pandemic and remote working was perceived to be completely new to employees (VODAFONE, 2020). Pulse survey refers to a set of questions that are presented in format of a questionnaire, sent to employees to acknowledge their opinions regarding job and communication. It is to be deduced from this data, pulse survey in Vodafone Group is a progressive way of keeping employees connected during crucial times. 
Vodafone authorities also added that they had shifted to remote working years ago; though this time they felt sceptical about success and overall effectiveness of this mode of work. This initiative of measuring employee engagement can be served as an instance that creativity and productivity can be undoubtedly sparked without a physical office premise. Sedlak (2020) found out that email rating and usage of eNPS are core metrics of engagement measurement. For instance, eNPS is also utilised in Vodafone Group for gauging satisfaction and engagement rate of employees. NPS stands for Net Promoter Score is a metric used for measuring loyalty of employees and their experience with employers. Using this metric, individuals can be given ranks and excellent employee benefits practices can be undertaken by assessing derived scores. Unlike qualitative measurement, NPS offer a clear insight through numerical outputs. 
In case of a virtual environment, during remote working, online feedback or virtual meetings can be solemnised for gauging verbal as well as no verbal cues. Chen and Neo (2019) noted that in market research, focus groups are leveraged for taking grasp on likes and dislikes of consumers. Similarly, in case of employee engagement, a focus group can be created by internal newsletters. For instance, important and efficient employees can be chosen from different segments across a company. Vodafone Group being a leading multinational firm through internal newsletter can form a focus group by selecting marketing, finance, sales and Customer relationship heads of every subsidiary. Each focus group can be enquired or can be encouraged to take part in surveys for a wider outlook. In addition to that, maintaining an employee retention rate sheet every year can be a crucial indicator of employee engagement. 
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Figure 1: Employee Value Proposition Model for Vodafone
(Source: Created by Author)
Employee value proposition is often perceived as employer branding though both the two aspects are almost similar. Matthews (2018) defined an employee value proposition as a set of offerings that strike a balance between rewards and benefits. This author referred to employee value proposition as a magnet for fetching talented and highly skilled individuals. In essence, employee value proposition can be mentioned as a tool exploited by HRM sector of an organisation for inducing better outputs. Bogićević-Milikić (2019) clarified that attracting best talent is an arduous task for all organisations and also abounds with different challenges.  In view of discussion related to employee engagement drivers and key metrics of engagement measurement, an EVP model is constructed. Vodafone Group has its own employee value proposition model, while innovative practices are also traced out in organisational framework. This proposed model is constructed to keep pace with modern age demands and changing demographics of labour market. For instance, employees throughout month invest their complete effort and creative talents to produce breakthroughs in organisational and business levels. 
It is the rewards and proper value of their efforts that can stimulate a sense of commitment towards organisation them. Mishchuk et al. (2020) outlined that money and financial resources are keys to the sustenance of employees' lives and act as a driving force of their creative faculties. Timely salary as per proposed employee value proposition model can serve as an extrinsic motivator that reflects care of an employer towards employees. On contrary, timely salary on account of employees would shed the financial burden and they would be more dedicated and focused towards their work. Along with that, increment in thrice a year and incentives would become instrumental for reduction of absenteeism and employees would be able to upgrade their lifestyle and living conditions as per their rising pay scale. Bryson and Dale-Olsen (2017) recognised that sick leaves are creating wonder in workplace by reducing rate of employee turnover and increasing their full time presence in office premises. This author elaborated that health is undisputedly a prerequisite for productivity and efficiency of an employee. 
Paid sick leaves would reduce such worries related to no payment during critical hours. In addition to that, flexibility in work shifts and remote working facilities would compel individuals to give their best effort within comfort of home. Like other organisations, Vodafone Group is also working with workers of different generations. Especially, generation Z and millennials tend to be highly career-centric. Therefore, training, mentoring, coaching and internship programmes would hone their existing potentials and pave way for future prosperity. 
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In view of above discussion, it is to be stated that motivation in both intrinsic and extrinsic forms are vital for employees. Companies with engaged, more focused and dedicated employees can excel in business market. In case of Vodafone Group, it is recommended that prior to setting metrics for engagement measurement and incorporation of value proposition model, rate of absenteeism is required to be measured. Absenteeism rates and causes of absence would lead this stated firm to make use of NPS or pulse surveys. Besides that, in terms of adopting proposed value proposition model for Vodafone Group, operational management and HRM department would have to make use of Maslow's hierarchy of needs theory. This theoretical perspective must have to be aligned with current market practices and demands to keep it relevant. Financial, self-actualization and psychological requirements would have to be given utmost priority during EVP development and its utilisation. 
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Employee engagement serves as a ladder that assists an organisation to ascend to a higher position. This report has portrayed importance of employee engagement practices in context of Vodafone Group, while HRM and its different functions are closely linked to it. Drivers of employee engagement are analysed that have led to move towards measurement of this component. Varied metrics and indicators of employee engagement are also included and a proposed employee value proposition model is developed. In nutshell, principal purpose of this study is to ensure a superior level of employee engagement in different organisations and use contexts of Vodafone Group as instances. 
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