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Executive Summary 
This report is based on employee engagement and the importance of evaluating the employee engagement rate. John Lewis partnership adopted different strategies for ensuring employee satisfaction and motivation during the pandemic outbreak. There are different types of employee engagement such as cognitive or emotional that is required to be improved. Different driving factors are identified in the report that is required to be improved by John Lewis to ensure high employee engagement. Different tools are required for measuring employee engagement within the organisation. Developed value proposition strategies can be adopted by John Lewis to ensure high employee engagement within the organisation.    
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[bookmark: _Toc89513482]Introduction 
People management can be defined as the process that covers the organisation, development and problem-solving ability of the employees towards achieving the common organisational goals. The purpose of managing people is to improve the productivity and efficiency of the organisation. John Lewis Partnership is selected for this report. Drivers and concepts of employee engagement will be discussed in this report. This will be followed by a discussion on diagnostic tool evaluation for determining employee engagement. The employee value proposition will be discussed in this report. John Lewis Partnership is selected for this report. It is a renowned retail brand that was founded by John Spedan Lewis in 1929 (John Lewis Partnership, 2021). 
[bookmark: _Toc89513483]Reviews the concept and drivers of employee engagement
Employee engagement is a concept of human resource management that indicates the dedication and enthusiasm of employees towards the work. High engagement of employees represents the care about the work and efficiency towards achieving organisational goals. Kahn introduced the universal definition of employee engagement. As per the definition of Kahn, employee engagement is the organisational members’ harnessing towards the work role with the emotional, cognitive, and physical roles (AKOB et al., 2020, p. 249). Cognitive engagement of employees can be described as the engagement that is concerned with the employees’ feelings and concerns about the company. Emotional engagement of employees can be described as the feeling of employees including negative and positive attitudes towards the leaders and the organisation. Physical engagement of the employees can be described as the physical energy and fitness that helps an employee to give their best efforts to the organisation. Therefore Kahn’s theory of employee engagement indicates the physical and psychological attachment of the employees towards their work role. 

Figure 1: Types of employee engagement
(Source: Created by the student M Zaharia)  
Several factors determine employee engagement within an organisation. Some drivers of employee engagement are as follow:
Autonomy: 
It is an important regulating factor of employee engagement. It helps to inspire employees to give their best efforts towards achieving organisational goals. Autonomy of employees indicates the organisational trust to its employees (Lemon and Palenchar, 2018, p. 142). This factor allows employees to make appropriate decisions for the sake of the organisation. 
Capacity: It is important for an organisation to understand the capacity of employees to reduce the intellectual, emotional and physical stress among the employees (AKOB et al., 2020, p. 249). This factor is effective for ensuring the employee satisfaction rate towards which further leads to higher employee engagement.
Feedback: Feedback is playing an important role in increasing the employee engagement rate within an organisation. Positive feedback is important for motivating and inspiring employees towards achieving common organisational goals (AKOB et al., 2020, p. 249). Negative feedback is also important for identifying required areas of improvement within an organisation. This driver is effective for keeping the track of employee performance towards achieving common organisational goals. 
Leadership: Leadership management is the most effective driver that determines the rate of employee engagement. This driver indicates the accessibility, visibility and readiness of leaders within an organisation. Effective leadership is important for guiding employees to give their best probable efforts within the business process. It is required for an organisation to provide benefits and promotional opportunities to its employees for ensuring higher employee engagement. 
Safety: Psychological safety is an important driver that is directly related to employee engagement. It is required to develop trust among the employees about the working environment within an organization (Lemon and Palenchar, 2018, p. 142). Employee engagement can be ensured by reducing the fear and scope of negative consequences. Every organisation has to provide a safe and secure working environment to ensure higher employee engagement.  
Shared values: The shared value indicates that employees have the ability to share common work principles and attitudes with their co-workers. This driving force is important for developing a feeling of mutual interest and camaraderie in success (Lemon and Palenchar, 2018, p. 142).  This driver is also important for understanding the success of alignment of employees’ values with organisational values. 
Professional development: It is important to provide the scope of growth and development to the employees within an organisation. Proper resources need to be provided for ensuring the professional development of an organisation. For ensuring the employees’ safety, this organisation develops holistic strategies for strengthening the self-ownership process.  

Figure 2: Drivers of employee engagement
(Source: Created by the student M Zaharia)  
John Lewis Partnership focuses on the health and well-being of its employees during the COVID 19 pandemic scenario. This organisation completed the risk assessment process for ensuring safety and security within the workplace (LinkedIn, 2021). This organisation develops a COVID safe working place that further helps to motivate employees to keep engaged with the organisation. For ensuring high employee engagement within the organisation, this organisation has to focus on the drivers that are discussed in the above section. It is important for allowing employees to take part in the decision-making process. This driver will help to develop a sense of importance among the employees, which further leads to better employee engagement to the company. Providing both positive and negative feedback is important for identifying strengths, weaknesses and areas of improvement. This will further help in improving the efficiency and productivity of the employees. 
According to Milliman et al. (2018, p. 56), higher employee efficiency motivates them to keep engaged and put best available efforts to gain success for the organisation. Lewis partnership has to share benefits .of success to its Semployees, which is highly required for inspiring employees to give more effort in next time. This organisation has to improve leadership approaches for motivating employees. Providing training to the employees is an effective way to ensure the scope of professional development. Higher growth opportunity provides a sense of financial security within an organisation that is beneficial for higher employee engagement. Maintaining a healthy and safe working environment is important for reducing the mental and physical stress of employees. Hence, employees feel secure within the workplace, which further leads to the best effort within the business growth and developmental process.             
[bookmark: _Toc89513484]Evaluate diagnostic tools to measure the engagement 
Measurement of employee engagement is an important factor for analysing the overall performance of an organisation. This process is highly required for determining the strengths, weaknesses and required areas of improvement (Shrotryia and Dhanda, 2019, p. 2). There are different tools available that can be used for understanding the employee engagement rate within an organisation.

Figure 3: Different employee engagement evaluation tools 
(Source: Created by the student M Zaharia)  
Employee recognition or reward programs can be an effective tool for evaluating employee engagement. Reward or recognition has a direct impact on controlling employee engagement. If an organisation failed to give recognition to its employees, it will lose employee engagement. HRs and managers can easily measure employee engagement with the help of this tool. During the COVID 19 pandemic situation, recognition can be an effective way to motivate employees for working with the organisation, which further leads to the development of high employee engagement (Shrotryia and Dhanda, 2019, p. 2). John Lewis Partnership can use this tool for understanding the satisfaction rate during the pandemic situation (John Lewis Partnership, 2021). This organisation ensures the safety and security of the employees during the pandemic outbreak. Hence, a reward and recognition program will be effective for this company to understand the employee satisfaction rate.      
The employee survey is another effective tool that can be used for analysing employee engagement. Conducting a survey is a quick and easy way to determine employee engagement within an organisation (Shuck et al., 2017, p. 263). This tool is not only effective for evaluating employee engagement, but this tool is also effective for motivating employees and keeping them engaged to share innovative ideas. This tool can be described as two-way communication, which helps in engaging and encouraging the workforce. The managers can apply this tool by sending an actionable but simple survey to employees for understanding their experience about the work. A survey tool can be utilised for understanding the temperament of an organisation. Alignment, future orientation and satisfactions are three important metrics that can be considered during the development of the questionnaire. John Lewis can use this tool for motivating employees during a pandemic situation. Democratic leadership approach is considered in this organisation, which will allow the employees to share their opinion and thoughts about the working progress and condition within an organisation (LinkedIn, (2021). Hence, this process can be effective to understand the effectiveness of COVID safe working environment development and offering flexible working time.    
One-to-one meetings can be used as another tool for understanding the employees’ point of view about the work. HR managers can organise one-to-one meetings for understanding employee engagement by sharing knowledge and information with them (Motyka, 2018, p. 227). This will provide an opportunity for an organisation to understand the employee satisfaction rate, which is further effective for understanding the scope of employee engagements. Measuring productivity and retention rates can be used as another tool for evaluating the customer engagement rate. For example, John Lewis partnership has around 80% employee retention rate that indicates the higher employee engagement. In 2020, this organisation has 80,800 employees, which have increased by 80,900 in 2021 (Statista, 2021). This evidence indicates the high employee engagement during the COVID 19 pandemic outbreak. Hence, organisational policies such as COVID safe working place development, a flexible hour of working and restructuring the roles and job designs are successfully implemented to keep the employees satisfied.         
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Figure 4: Numbers of employees in John Lewis partnership from 2009 to 2021 
(Source: Statista, 2021)         
[bookmark: _Toc89513485]Constructs an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement 
Employee value proposition (EVP) can be defined as the unique benefit sets that can provide an opportunity to the employees for receiving capabilities, experience and skills for the organisation (Ariyanto and Kustini, 2021, p. 113). This tool can be used by John Lewis partnership for understanding the organisational essence and uniqueness for motivating employees. This tool is effective for increasing employees retention and engagement rate within an organisation. Compensation, benefits, career and culture are different factors that are required to be considered for developing a value proposition of employees. 

	Components
	 Strategies  

	Compensation
	Salary
	Salary structure is important for keeping the employees engaged with the organisational process.  

	
	Pay raise
	Pay hikes can be effective for motivating employees to keep engaged with the organisation (Pawar, 2018, p. 93). 

	Benefits
	Health care
	Health benefits are an important factor to ensure high employee engagement within the organisation. Health insurance and vaccine facilities can be effective for an organisation to support the employees to keep safe and secure (Pawar, 2018, p. 93). 

	
	Remote work
	During the COVID-19 pandemic situation, it is important to provide remote work opportunities to the employees.

	Career
	Promotion
	Promotional opportunity is an effective tool for an organisation to keep the employees motivated and engaged to give better performance towards achieving common organisational goals (Pawar, 2018, p. 93).  

	
	Training
	Training to the employees is an effective tool for providing opportunities to increase knowledge and skills. It is further effective for increasing employee engagement within an organisation. 

	Culture
	Mission and values
	Organisational values and missions need to be transparently shared with the employees.   

	
	Working environment
	During a pandemic situation, a safe, hygienic working environment with flexible working hours is effective for keeping employees motivated and engaged.   

	
	Teamwork
	Collaboration and cooperation within the team need to be maintained to increase productivity and efficiency.  


Table 1: Employee value proposition for John Lewis partnership
(Source: Created by the student M Zaharia)  
[bookmark: _Toc89513486]Conclusion
From the above study, it can be concluded that employee engagement is an important factor that determines the success of an organisation. Employee engagement indicates the success of organisational policies to keep the employees engaged. Feedback, capacity, leadership style, safety, professional development and shared values are driving factors that determine the level of employee engagement within an organisation. During the pandemic outbreak, John Lewis provides a flexible and safe working environment is important for motivating employees and keeping them engaged.  
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