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Introduction
As a result of globalization and internalization we can see a change in the workforce, the way companies recruit as well as the way individuals choose to work.  While some companies may desire for a one size fits all HR, this is not always appropriate. In this age, the HR management is facing enormous challenges and will continue to do so as it needs to demonstrate its value at all levels within a company. The CIPD Next Generation HR Report argues that HR needs to be insights driven and requires a deep understanding of what goes on the organization, what makes it successful. Only by doing so the HR has a real share and can prove its value within the organization. (CIPD, 2015).
 A core area of HR, that has been established as a management topic is the employee engagement. It has become ‘’a focal point for executive teams, boards and investors, who often recognize its importance as an indicator of organizational health’’. (Gifford & Young, 2021).The importance and value of employee engagement is also cemented in the report hired by the government, Engaging for success. The review signals the employee engagement’s importance to businesses and promotes management practices that fosters employee engagement as a ‘better way to work that benefits individual employees, teams and whole organizations. (MacLeod & Clarke, 2009).
Aims of this report
This report aims to provide the management’s organization a clear view and a stronger understanding of the employee engagement by reviewing the concept and drivers of employee engagement. Another scope of this report is to provide insight to tools that can best be used to measure the employee’s engagement so that the company can develop and explore the outcomes of employee engagement.
Another more robust scope of this report is to construct an employee value proposition and to present strategies that will raise the levels of engagement.  
Research approach
The research approach has three stages. First there is a need to identify the question that need to be answered. Secondly, we need to target and to collect the data that offers the best answers to our questions. This will be done by collecting new data and reviewing the already existing data, as recommended by professionals and academics.
The third step is to present the learnings and figure ways to apply it into practice so that we can improve employee engagement.
Employee engagement in scientific research
Employee engagement is mostly defined as a psychological state grouped into four categories (Bailey, et al., 2015):
· Personal role engagement-if the employee is able to express himself at his job then he will feel empowered and feel connected to others.
· Work engagement-its focuses on the psychological condition experienced by the employee and it is defined by his enthusiasm to work, his commitment and also his interest in work.
· Multidimensional engagement is a definition that makes a distinction between job engagement and organization engagement
· Self-engagement with performance- how important is the high performance in the eye of the employee.
Employee engagement refers to the employee’s level of satisfaction, to how committed or motivated the employee is to their job and it does not remain constant throughout the year.
Considering the importance of engagement, we need to analyze the factors that predict engagement and what organizations can do in order to nurture engagement among their employees. 
Predictors of work engagement
On a methodical analysis on engagement Baileys work on 2017 included 155 studies that demonstrated the precursors of engagement. (Bailey , et al., 2017).
The research concluded that there are five factors that can nurture engagement among the workforce as explained below:
· Individual psychological states- there is sufficient evidence that supports the fact that one individual’s psychological state is highly corelated to employee engagement. If the individual’s belief is that he has sufficient personal resources that it is likely that his engagement is highly influenced by this factor.  Taking this into consideration we might assess that engagement is correlated to the psychological features the individual possesses and in having the right skills for the job. This is very important to be taken into consideration during the hiring process but apart from just recruiting the individuals with the right attitude for the job, the managers role is highly important when it comes to maintaining and creating the right environment.
· The Job Design Taking into consideration the JD-R model, there is a link between job resources and tools that the employee needs in order to complete his tasks and engagement. Studies have shown that the higher the superior’s support and his feedback the higher the employee’s engagement. (Bakker, et al., 2007)
· Perception of organizational and team factors- The perception of high organizational support can nurture more engagement from the employee 
· Organizational interventions- Giving your employees further training so that they are highly prepared, and they can easily approach their tasks will definitely generate more engagement. (Young & Gifford, 2021)

A series of tools that can help the company define and measure employee engagement like:
· Employee Reward and Recognition Programs is a excellent way of rewarding the engaged employees. Studies showed that employee engagement is well recognized to be influenced by recognition and awards.
· Employees Surveys- they are the best way to understand what is happening at key moments with the employees. We should aim not just for annual surveys but for pulse surveys as well. They can help the organization build up trust as well as increase communication and transparency. (Kristin, 2020). 
· Have regular one on one meetings- The human resources department as well as managers should schedule regular meetings with their staff to get their pulse on the status of the employee satisfaction. Because these meeting are held one on one, the employees find it easier to give their input and to express themselves. Also, this give the employee the confidence that his input is appreciated, and he will feel motivated.
· Conduct exit but also stay in interviews- there are several reasons for which an employee leaves the company. The human resources department needs to understand those reasons and to focus their attention on high skills people retention. Quite often, employees claim to leave an organization for reasons like lack of excitement or engagement with their work. Their managers need to understand why they are leaving and to focus on finding the best solutions so that employees feel committed and rewarded for their work. 
· Create small focus groups- Depending on the size of the company or department having one-on-one meetings with the employees can be a difficult task. If this is the case, focus groups can be very good alternative. The manager should prepare a list of questions for the employees. The employees can be organized in small groups and should be members of the same department or project. The focus questions should be on the tools the employee need to complete their tasks and whether of not their job feels meaningful to them and what can be improved.

There is research that supports the fact that there is a reciprocal relationship between engagement and performance. From the results of the cited above studies, we can conclude that there is also a general relationship between the individual as in employee and the work engagement. The organization should work on maintaining the engagement of their employees and make sure to nurture it for the future by investing in their employees and on their skills. Only by doing that will they be able to nurture that engagement for a long term because there are no quick fixes that are likely to be successful.
Research and results
Taking all these studies and research into consideration the HR department has conducted a questionnaire using the UWES questions and a couple of questions that target the recent changes the company has had since the beginning of Covid 19. According to Young and Clifford the most common used for measurement is the Utrecht Work Engagement Scale (UWES) as it is ‘precise and has the strongest predictive validity for performance’. (Young & Gifford, 2021).
The scope of the survey was to determine the level of engagement our employees have so that we can deduct what steps we need to take to future nurture their engagement.
The entire company was questioned, and the employees were asked to answer to three questions in order to assess their vigor, dedication and absorption.
The results of the Study were as follows:
Vigor. 
50% of the respondents marked a very high score on high levels of stamina and persistence in face of difficulties. 24% of the employees had a medium score and the other 26% had a low score being easily fatigued and with low levels of energy. (Schaufeli & Baker, 2004)
Dedication. 
More than 55% of the employees had a high score when it came to dedication. 26% had a medium score and another 19% had a low score meaning that they do not have a sense of dedication when it comes to their job or they do not feel any kind of pride in doing their job. (Schaufeli & Baker, 2004)
The third evaluated factor was absorption.
Again, the margins were around the same. More than 50% of the employees had a high score on absorption, 28% had a medium score and the rest of 22% had a very low score signifying a very low level of pride and meaningfulness when it comes to their work and because of this they are having no kind of troubles when it comes to detach themselves from their work. Also when working, time seems to stand still for them.. (Schaufeli & Baker, 2004)
Other issues that were queried were training, flexible work and the measure in order to make the workplace a safer place.
When asked about time management only 35% of the employees considered that their time is effectively managed and another 45% consider that their schedule could be improved. The rest of 20% are definitely not satisfied with their schedule and with their workload.

 35% of all employees consider that they could need further training in order to complete their task while the rest consider they have all the necessary tools to do their job  and all the employees feel safe when coming to work 

Conclusion 
Based on the results of this survey the company has a major issue with approximately 25% of its employees that are not happy in their current work roles and feel little to no engagement. Immediate interviews one on one are recommended as well with assessments of the situation so that the situation can be rectified. Further queries into their positions should be made as the employees had low scores on all questions on UWES scale  and they are also not happy with their schedules.

The company should focus its attention not only on those 25 % of employees that lack engagement but on also maintaining and nurturing the level of engagement the rest of the employees have. 
The time management questions revealed issues for most of the company’s employees  so there definitely have to made changes and reviews on how the company chooses to adapt to flexible time working.
The only 100% complete favorable answer was on the safety measures already taken so it is a benefit fir the company that they do feel respected in this regard.
For the future, the organization needs to adopt a strict policy of having regular one on one meeting and focus groups at regular intervals of time.  These will help  the managers and the HR departments to keep its finger on the pulse and to quickly address any kind of issues that might be detrimental to the organization and its performance.
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Annex 1
On a scale of 1 to 6 please mark how you feel about each statement.
Question 1.
1. At my work, I feel bursting with energy 
2. At my job, I feel strong and vigorous 
 3. When I get up in the morning, I feel like going to work 
4. I can continue working for very long periods at a time 
5. At my job, I am very resilient, mentally 
6. At my work I always persevere, even when things do not go well

Question 2
1. I find the work that I do full of meaning and purpose
 2. I am enthusiastic about my job
 3. My job inspires me
4. I am proud on the work that I do 
5. To me, my job is challenging 
Question 3
1. Time flies when I'm working 
2. When I am working, I forget everything else around me
 3. I feel happy when I am working intensely 
4. I am immersed in my work 
5. I get carried away when I’m working 
6. It is difficult to detach myself from my job

Please select which of the following is correct when it comes to this statement: 
Question 4
“I have all the necessary tools  in order to properly complete my tasks”
· True
· False
· More training could be performed

Question 5
Please select which of the following is correct when it comes to this statement: 
· I am happy with my schedule and the way I am able to manage my time properly
· I feel that there is more that could be done when it comes to my time management
· I feel the day doesn’t have enough hours because I have to many tasks to complete at work

Question 6
Please select which of the following is correct when it comes to this statement: 
· I feel the company did all it could to make sure my safety is protected
· I am afraid when I come into work because the company didn’t do its job
· The company could  do more things to make sure we are safe( please provide insight)







Time management 	Time is effectivelly managed	Their schedule could be improved 	Not satisfied with their schedule 	0.35	0.45	0.2	
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