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[bookmark: _GoBack]Good evening( or good morning), my report focuses on the HR function of a selected organisation and identifies employee engagement as the priority area for improvement. The report outlines the organization's current state, including its size, geographical location, and workforce demographics, and examines the HR function's operation and position within the organisation. It identifies the current weaknesses in the organisation regarding employee engagement, including low employee morale, lack of communication, and inadequate training and development opportunities.
The report discusses the impact of these deficiencies on the organisation's performance and effectiveness, including high turnover rates, decreased productivity, and low job satisfaction. Additionally, it highlights the benefits of improving employee engagement, such as increased employee retention, improved job satisfaction, and enhanced productivity.
To address the identified weaknesses, the report offers recommendations for improving employee engagement, such as implementing regular employee surveys, providing training and development opportunities, and improving communication channels. The recommendations consider the organisation's needs and challenges, including available resources and ethical issues.

1.0 Introduction Human Resource Management (HRM) is a vital organizational function that focuses on managing employees and fostering a positive work environment. One crucial aspect is identifying priority areas for improvement to ensure organizational effectiveness and employee satisfaction. This report examines Employee Engagement in KRNG Corporation, a large multinational manufacturing company, and provides recommendations for improvement.

2.0 Organizational Overview KRNG Manufacturing, based in the United Kingdom, employs 600 diverse individuals, with the majority located at the headquarters and production facility in Birmingham. The company produces specialized machinery for various sectors, including aerospace, automotive, and construction. The HRM function is led by the HR Director, who reports to the CEO. The five-member HR team manages HR operations across the organization. The company emphasizes diversity and inclusion and has implemented various HR policies and initiatives.

3.0 Main Discussion 
3.1 Priority Area for Improvement KRNG faces significant employee engagement issues, negatively impacting overall performance and effectiveness. A survey revealed that only 48% of employees feel engaged in the organization's daily operations. To remain competitive, KRNG must address this issue to maintain high productivity.

3.2 Current Weaknesses The organization experiences several weaknesses in employee engagement, including a lack of clarity and communication of goals, objectives, and vision, leading to employee disconnection. A lack of formal communication channels hinders employees' ability to engage with management and provide feedback. The decentralized organizational structure contributes to this issue. There is also a lack of employee recognition programs and professional development opportunities, impacting employee morale, motivation, and retention.

3.3 Impact on the Organization Low employee engagement results in reduced productivity and performance, high employee turnover, a negative workplace culture and energy, and a lack of innovation and creativity. For instance, the sales and marketing department has seen disinterested sales representatives not meeting their targets, leading to a reduction in revenue.

3.4 Benefits of Improving Employee Engagement Improving employee engagement can result in increased employee retention and productivity, better customer satisfaction, and an enhanced organizational reputation. For example, the organization could improve engagement and retention by implementing regular training programs and providing opportunities for employees to learn and develop new skills.

4.0 Recommendations 
4.1 Clear communication of organizational goals and objectives. KRNG should ensure employees are aware of and understand the organization's goals, objectives, and vision by providing regular updates and encouraging open communication.

4.2 Establish formal communication channels. The organization should create formal communication channels, such as town hall meetings and regular check-ins, to facilitate employee feedback and interaction with management.

4.3 Implement employee recognition programs. KRNG should develop a framework for recognizing employee contributions and achievements, making them feel valued and appreciated.

4.4 Provide professional development opportunities. The organization should tailor its training programs to individual employee needs and interests to enhance engagement and fulfillment in their roles.

4.5 Encourage innovation and creativity. KRNG should create an environment that encourages employees to share ideas and suggest improvements to current processes, fostering growth and development.

5.0 Conclusion Improving employee engagement is crucial for KRNG Corporation's success. By addressing the identified weaknesses and implementing the recommendations provided, the organization can enhance engagement, increase productivity and satisfaction, and maintain a competitive edge in the market.
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