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1.Introduction

This report presents a critical evaluation of the priority areas of human resource management concerning employee engagement at China Securities Co., Ltd.. With its headquarters situated in Beijing and over three decades of history, China Securities is one of the oldest securities firms founded after the establishment of the new China. As a mature and sizeable organization,  China Securities Co., Ltd.has consistently been a leader in the adoption of innovative human resource management practices.
Given the company's recognition of the impact of employee engagement on productivity and performance, it is not surprising that it has made employee engagement a priority area of its human resource management. This report aims to identify the current deficiencies in employee engagement at China Securities, their effect on the organization, and the advantages of enhancing employee engagement.

2.Organizational Overview

China Securities Co., Ltd. is a securities company specializing in domestic securities brokerage, investment banking, investment research, and consulting services in China. With an average annual income of 8 billion yuan and nearly 10,000 employees, the company is divided into functional departments at the headquarters and 313 branches nationwide, based on business attributes.
The human resources management department of China Securities Co., Ltd. is a first-level department that operates at the same level as other functional and business departments and manages the overall human resources management work of the company. Some of its responsibilities, such as personnel recruitment and employee benefits, are managed by the department, while other responsibilities are assigned to relevant positions in other business departments based on their specific needs. These responsibilities, however, are still required to report to and receive approval from the human resources department. Examples of such responsibilities include performance evaluations and employee training.

3. Main Discussion:

Employee engagement is a critical aspect of human resource management that plays a vital role in shaping the overall success of an organization. At China Securities Co., Ltd., employee engagement has been recognized as a top priority area, reflecting the company's commitment to enhancing employee satisfaction and performance. However, despite the company's efforts to improve employee engagement, there are still several deficiencies that need to be addressed.

3.1 Employees lack enthusiasm for their work
On the one hand, each employee is burdened with a heavy workload that requires a significant amount of time and effort. Overtime work is a norm, and employees often feel physically exhausted and under pressure. On the other hand, since work content does not always translate into performance conversion, employees' hard work does not always result in quick or direct results, leading to low levels of job satisfaction and reduced work enthusiasm. The heavy workload and long working hours, coupled with the absence of tangible recognition and achievement, can lead to employees feeling overwhelmed and disengaged. This not only impacts their work output but also contributes to a negative work culture, making it challenging to attract and retain top talent.
3.2 Employees lack creativity in their work
Most of their time is spent focusing on their own tasks, without knowledge of other departments' work or the company's strategy. This lack of information and communication limits employees' ability to innovate and create in their work. This is a significant concern for China Securities as it hinders the organization's growth and development.

3.3 Inadequate Training
The inadequacy of training programs at China Securities has significant implications for employee engagement and organizational success. Without continuous learning opportunities, employees are less likely to remain engaged, motivated, and committed to their work. This is particularly relevant in the financial services industry, where changes in regulations, technologies, and market conditions can occur rapidly.
Moreover, the lack of training can result in skill gaps, limiting the company's ability to compete effectively and deliver high-quality services to its customers. Employees who feel unsupported and undervalued in their professional development may become disengaged, leading to low morale, high staff turnover rates, and reduced productivity levels.
3.4 Negative Impact on the Organization
The negative impact of poor employee engagement extends beyond the effects on employee morale and work satisfaction. The lack of passion and creativity among employees also leads to reduced innovation, which can hinder the company's ability to remain competitive in a constantly evolving market. With competitors constantly innovating and introducing new products and services, an engaged and creative workforce is essential for the company to stay ahead of the competition. The pressure on employees can also lead to burnout, affecting their physical and mental health, leading to absenteeism, and lower productivity levels. This, in turn, can negatively affect the company's overall performance and bottom line.
High staff turnover rates can result in the loss of valuable talent, disrupting the continuity of work and damaging team morale. Replacing employees is also costly, as it involves recruiting, hiring, and training new staff, all of which require time and resources. Additionally, high staff turnover rates can negatively impact customer experiences, leading to reduced customer satisfaction and damaging the company's reputation. This can have severe long-term implications for the company's growth and profitability, making it essential to prioritize employee engagement to mitigate such risks.
3.5 Benefits of Improving Employee Engagement
Improving employee engagement at China Securities would result in numerous benefits for the organization, including:
a.Improved Productivity: Engaged employees tend to be more productive and efficient, resulting in increased output and profitability.
b.Enhanced Customer Satisfaction: Engaged employees are more likely to provide quality customer service, leading to increased customer satisfaction and retention.
c.Positive Organizational Culture: Improving employee engagement fosters a positive organizational culture, where employees are committed, motivated, and aligned with the company's vision and values.
d.Reduced Employee Turnover: Engaged employees are more likely to stay with the company, reducing employee turnover rates and associated costs.

4. Conclusions

In summary, improving employee engagement is crucial for China Securities to improve its company's production and operation capabilities, profitability, market competitiveness, and the long-term sustainable development of the overall organization in the future. It has already affected many aspects of the company's production efficiency, work atmosphere, operating costs, and customer satisfaction. Chinese securities companies urgently need to improve employee engagement to improve the adverse impact of existing deficiencies on the company and employees. Currently, there are many shortcomings that China Securities needs to improve. Firstly, it is necessary to improve the work enthusiasm of employees, maintain their professional dedication, cultivate their work skills, reduce their work difficulty, reduce their work intensity, reduce their overtime, and make them happy to work. Secondly, China Securities needs to encourage employees' innovative spirit, improve their creativity in their work, make them dare to innovate in their work, and be willing to innovate in their work, thereby improving their sense of achievement in their work. Thirdly, China Securities needs to improve employees' communication, listen more to their voices and demands, and enhance their sense of value at work. China Securities UK has improved these shortcomings, enabling employees to maintain a dedicated work attitude for a long time, love their own work, respond to work with a proactive attitude, do not slack off on work, do not delay, have a sense of responsibility and mission, and enable employees to continuously improve and exercise their own self-discipline , and management abilities in their work. Through the improvement of employee engagement, employees can give more positive evaluations to the company in front of customers and others. Enable employees to be willing to work in the company for a long time, have a sense of mission to the work, have a high sense of belonging to the company, be willing to work together with the company, be willing to grow together with the company, and seek long-term development.

5.Suggestions
China Securities faces several challenges in improving employee engagement. Firstly, the company's communication channels with employees need improvement, particularly in terms of transparency and consistency. This is crucial as open communication channels facilitate a sense of belonging and trust, and employees who feel heard and valued are more likely to remain engaged and committed to their work. To address the current challenges faced by China Securities and enhance employee engagement, the following strategies are recommended:

5.1. Improving Training Programs
To further improve the training programs, China Securities can consider adopting a personalized approach to learning and development. This involves creating tailored training programs that cater to the unique needs of individual employees, taking into account their career aspirations, learning style, and current skillset. By offering personalized training and development opportunities, China Securities can demonstrate its commitment to supporting employees' career growth, which can increase employee engagement and loyalty.
China Securities can leverage technology to enhance its training programs. The use of online training modules, e-learning platforms, and virtual simulations can provide employees with flexible and accessible learning opportunities. These platforms can also enable employees to learn at their own pace, reducing the pressure of strict deadlines and schedules. Technology can also facilitate the tracking and assessment of employee performance, enabling the company to identify areas of improvement and tailor training programs accordingly.
5.1.1 Required resources and challenges
In order to ensure the effective implementation of the training plan, multiple resource support is involved, which poses a great challenge to the ability of the human resources department. First of all, increasing the training of employees' vocational skills requires the company to provide more capital investment. These budgets include not only the cost of hiring lecturers, but also the cost of providing learning equipment and environment, as well as reducing the work costs brought about by employees participating in training. The budget and costs of this part require the application and coordination of the human resources department. Secondly, training involves many aspects, which involves more professional institutions and personnel. How to choose training institutions and lecturers with more professional content, clearer explanations, and better arrangements is a great test for the human resources department. Third, organizing relevant training requires arranging venues, coordinating time, communicating needs, preparing materials, caring for travel, accommodation, and so on, which is also a test of the organizational ability of the human resources department. Overall, the challenges involved are based within the department. Due to the scope of human resources management, there are relatively few insurmountable difficulties in implementation.
5.2. Improvement of Human Resource Functions
To optimize the human resource functions, it is suggested to conduct regular and ad-hoc open discussions across departments and business units. These discussions can focus on identifying primary work tasks, work requirements, tasks that consume a lot of time, areas that require collaboration with other departments, and issues without solutions. By organizing these discussions, the company can gain valuable insights into the work processes and identify areas that require improvement.
The implementation of these discussions can lead to a more efficient and effective work environment. By identifying areas that require collaboration, the company can improve cross-departmental communication, leading to increased cooperation and understanding between departments. Additionally, these discussions can provide a platform for employees to express their concerns and difficulties, leading to a better understanding of their work and increasing their psychological identification with the company.
5.2.1 Why this can improve engagement
There are several reasons why organizing regular and ad-hoc open discussions can improve employee engagement. Firstly, these discussions provide an opportunity for employees to express their thoughts and concerns, thereby increasing their psychological identification and loyalty to the company. By feeling that their opinions are valued, employees are more likely to feel engaged and committed to the company.
Secondly, cross-departmental communication helps employees understand the status of other employees, leading to increased understanding and cooperation between departments. Through these discussions, employees can gain insights into the work processes of other departments, leading to increased collaboration and a more efficient work environment.
Thirdly, these discussions can help identify knowledge gaps and skill shortages in employee work, which can help human resources departments target and arrange more effective and targeted training programs to improve employee work capabilities. By identifying areas that require improvement, the company can provide better work conditions, increase work efficiency, and reduce work pressure.
Fourthly, cross-departmental communication can stimulate employee creativity by exchanging opinions between different positions and personnel. By exposing employees to different perspectives, employees can generate new ideas and approaches, leading to innovation and improved work processes.
5.2.2 Required resources and challenges
To successfully implement these discussions, several resources and challenges need to be considered. Firstly, effective mobilization is required to convince departmental leaders and all departments to participate and attach importance to the discussion activities. Clear communication of the discussion format, content, purpose, and significance to all employees is also necessary to encourage participation from as many people as possible.
During implementation, it is essential to ensure efficient execution, with a focus on guiding the direction of discussions and avoiding discussions of irrelevant content or the expression of negative emotions. Efficiency must also be maintained by ensuring all participants have a chance to speak while minimizing redundant discussions on similar topics. Also, efficient execution is crutial to guide the discussion direction and prevent irrelevant or negative topics from affecting the discussions. Efficiency should be considered to balance everyone's speaking time while reducing repeated issues. Proper follow-up is crucial, including collecting, analyzing, and summarizing core issues for solution. Coordination among relevant departments and personnel to explore solutions, and coordination and follow-up with various departments to ensure the execution of the solution is also essential.
Furthermore, challenges such as resistance to change, lack of participation, and negative emotions affecting discussions need to be addressed. By carefully considering these resources and challenges, companies can successfully implement these discussions and improve employee engagement and work efficiency.
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