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[bookmark: _heading=h.30j0zll]Introduction
In HR fundamental employee engagement is a concept that mainly discusses the level of enthusiasm, positivity, and dedication an individual feels for his/her job role in an association. An engaged employee is said that they are highly motivated towards the work they perform and it is a critical aspect of the company. It is been observed by the researchers that engaged employees are highly proactive towards the job they possess and are more productive and perform simultaneously. Marks and Spencer delivers hassle-free convenience and easy returns and online delivery is also paperless (M&S, 2022).     
In the present assignment review the key drivers of the employee within the Marks and Spencer (M&S) which aims at the productive nature of the workers. On the other hand, an evaluation of diagnostic tools in order to measure the engagement of an employee with the implementation of a value proposition is presented.   
[bookmark: _heading=h.1fob9te]Main Body
[bookmark: _heading=h.3znysh7]Concept of employee engagement
Employee engagement is a development and an interaction with the overall performance of the M&S in order to achieve the outcomes as well as to stay focused on the mission and vision of the organization (Buil, Martínez and Matute, 2019). Employee engagement is basically trust, integrity, and commitment between both sides within an employee and an organization. The concept of employee engagement is the aim that increases the chances of success of the business contributing to the individual as well as productivity of M&S simultaneously. There are various key drivers of employee engagement in an organization some of them are mentioned.  
Reward and recognition is a process where every individual of M&S is acknowledged and praised on the basis of performance in an extrinsic as well as intrinsic manner. It is present in a workplace where there is proper appreciation and acknowledgment of efforts that are made by an employee within Marks and Spencer (Yacine, 2021). This involves regular and accurate monetary compensation with team celebration if the milestone is served within an M&S. 
It is been analyzed from research that reward and recognition are crucial within M&S as it leads to an increase in productivity and also stimulates a spirit of teamwork which eventually acts as a catalyst to gain high employee performance. 
Concrete communication aims at being specific, clear, and precise rather than passing on general information about the tasks within M&S. Concrete communication implies a particular and structural manner which results in bossing the confidence of an employee as well as strengths the performance and manifest which stresses upon using clear and image building words (McCabe and O'Bryant, 2019). The aim of the utilization of facts and figures is basically to distribute informative solutions to the quarries within Marks and Spencer.
In modern-day concrete communication stresses upon using words appropriately and the language basically carries connotative as well as denotative meanings so as to form positive expression in the firm.    
Training and development enhance the skills and knowledge of an employee and helps the organization to gain as well as retain top-notch talent which eventually increases job satisfaction and increases morale within an employee and in M&S. On the other hand training and development is necessary as it helps to improve productivity and through which it is easy to earn profit rates for the organization as a whole (Parke, et al. 2018).  
Through training processes, future leaders are been developed which can be vital for the business to optimize growth and evolution. In addition to this leadership, talent can also acquire new recruitments and HR managers can also appoint present employees to the post of managerial candidates (Motyka, 2018). Another benefit of training and development is it empowers each and every individual within the workplace which enhances trust and as a result of this employee can feel greater confidence and value which influence them to make their own decisions independently. 
Individual performance-related pay is a method that provides every employee with monetary rewards in the form of increasing the basic pay or even cash bonuses which happen on the basis of performance mainly in the form of agreed objectives (Riyanto, Endri and Herlisha, 2021).  It has numerous objectives, for instance, it increases focus as well as commitment in order to gain corporate objectives and it also motivates the employees to work hard as the reward is directly associated with the performance of the employees.  
The purpose of performance-related pay (PRP) is basically to develop an effective as well as a positive culture that reinforces the existing work culture. It rewards an employee on the basis of the contribution he/she has made to achieve success at the organizational level (Linggiallo, et al. 2021). Performance-related pay helps the M&S recruit and retain high-quality staffers and manage productivity among the co-workers within an organization.     
Management by objectives (MBO) is basically an approach that aims at improving the performance by objectives that are been clearly defined and are agreed upon by both staff members and management. As per this particular theory if the goals and actions are cleared it directly encourages the participation and employees to stay committed and also set goals according to the requirements of the project (Siswanto, Maulidiyah and Masyhuri, 2021). This process clearly identifies the objectives and outlines them according to the necessity. MBO leads to increase positive interaction amongst every employee and aims at tailoring goals which eventually brings a sense of importance and also brings loyalty within the association.     
There are also certain specific critics of this theory who states that it emphasizes the mindset of the employee to achieve the goals by any means possible which intern will directly cause the overall performance of the M&S (Empowerment, 2018).
[bookmark: _heading=h.2et92p0]Evaluation of diagnostics tools to measure the engagement
This is an effective measure in order to monitor and measure the performance of M&S through employee surveys, total quality management, appraisals, etc., are a few of them. 
Employee surveys this is one of the most commonly utilized tools in order to ask for feedback from an employee and also increase the participation of every employee which allows more honest responses for the personnel (Satata, 2021). Managers can get a pulse on employee engagement by asking a set of questions such as if the employee is ready to give his/her best effort at work each and every day if the employee is satisfied with the work culture of M&S and the link between the goals of the company and work.
Total Quality Management (TQM) is the procedure of detecting the errors and then reducing the same and streamlining supply chain management within the M&S. It also facilitates the amenities of the firm and on that basis help to track the experience of the customers which ultimately ensures that employees are productive; it then aims to hold upon the entire quality of the finished product or services (Puspitasari and Darwin, 2021). 
It is the structure's procedure that emphasizes improving the outputs of the M&S which also involves commodities as well as amenities via continual improvement of the internal and external process of the practices been measured within M&S (Stirpe, Profili and Sammarra, 2022). It emphasizes making a decision that is fact-based utilizing performance metrics that monitor the procedures and allowing to possess an effective level of communication which is encouraged for the aim of maintaining the morale of the employees as well as their involvement for work based tasks.    
Performance appraisals are suggested as daily reviewing of the job performance of the staff members and the contribution which has been made to the firm. Organizations use performance appraisals in order to determine the role of each of the staffers in optimizing the growth of the company (Smith, et al. 2022). It is one of the best tools which is been used to review, reward and retain the performance and encourage the high-achieving workers. To obtain direct reports the most commonly utilized is top-down reviews it helps out the employees who believe that the culture of the company is dissatisfying.   
Continuous professional and personal development programs emphasize professionals contributing to lifelong learning initiatives which help to develop professional qualities and facilitate improvement in pursuing knowledge, expertise, and practice which ultimately leads to encouragement and empowerment. Hence it can help to develop the entire process of development and provide a clear pathway for entire organizations as a whole (POTOLEA and TOMA, 2022).  
In accordance with this personal development, the procedure focuses on emphasizing the activities which develop individual potential and abilities to develop and focus upon personal enhancement with living a quality of life simultaneously (Soyer, Balkin and Amar, 2021). Personal development procedures pertain and help to realize the dreams as well as aspirations of the individual which as a result can upskill and provide the ability to thrive in any situation.    
Staff and manager meetings help to create weekly systems of creating and building a positive and influence work culture which helps to keep seniors executives if the firm and staff members to neglect gap and eradicate the communication crack which might present and result in improper performance of the association (Motyka, 2018). Meeting with staff members and leaders also helps to improve solving issues and allows offering positive and essential suggestions to brainstorm potential answers to the problems. Staff and manager meetings provide clarity while having proper discussions about the work. It provides a prominent focus on daily meetings and projects which need to be effectively managed and helps to spend less time deciding how and what to address in the particular project which makes it easy to focus directly on the work and helps to make it a priority. 
[bookmark: _heading=h.tyjcwt]An employee value proposition
Employee value proposition (EVP) is a unique set of benefits that are received by an employee in return for the expertise, abilities as well as experience that they bring to the particular association. It is the positive impact of employee employment which helps to improve the performance of workers and association. It has been proven important because it retains and recruits the best individual in the firm which benefits the organization in long term.  
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Figure 1: Employee value proposition
(Source: Created by author)
Figure 1 explains the important concept of the employee value proposition which highlights the main functions of engagement of employees which involves benefits, career, compensation benefits, culture and work environment. 
Benefits are referred to as providing employees with placement opportunities after recognizing their strengths and weakness to perform tasks which takes place in M&S (Allcoat and von Mühlenen, 2018). Benefits are evaluating affirmative perquisites and optimizing value which eventually outlines the policies and programs of M&S which help them to develop as a whole.   
 In accordance with this, a career plan aids development and training programs that provide advancement opportunities as well as growth procurement initiatives for every employee in the M&S. Compensation measures upon the base pay of the newly hired employees and optimizes their short-term incentives and long-term incentives. On the other hand, performance-related pay is another approach in M&S that provides benefits to an employee at work with a premium pay wage on the basis of the hard work and potential; of an employee (Butt, et al. 2019). 
Culture is the fourth stage of the employee value proposition which determines the values and beliefs of the association after analyzing employee engagement at M&S. The culture emphasizes active participation by interacting with the employees and asking queries about project related which as a result maintains the reputation of the M&S (Motyka, 2018). Work environment statutes upon challenges occur during handling of various activities and tackling the entire group of individuals within M&S. The work environment is the performance standards that help arrange sites, space and schedules according to the needs and requirements.               
[bookmark: _heading=h.3dy6vkm]Conclusion
It can be concluded from the above assignment that the main concept and drives of employee engagement are analyzed on the basis of various key influencing factors for instance providing reward and recognition to the employees and possessing concrete communication with the team members and individual performance-related pay is also one of the key features which are considered as crucial within an M&S.  In addition to this, evaluation of diagnostic tools is represented which helps to measure the total quality management as well as performance appraisals for continuous professional and personal development programs. On the other hand, an employee value proposition is also analyzed in the assignment including the use of appropriate strategy which helps to raise levels of engagement. 
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