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ASSESMENT 2

Executive Summary
Employee engagement plays a crucial role in the growth and sustenance of an organisation. The report aims to provide a critical understanding on the aspect of employee engagement. It also sheds light on the various drivers of employee engagement. The study further intends to provide a detailed analysis on the fact that how an organisation is influenced by external and internal factors. 

Table of Contents
Introduction	3
Evaluation of concept and drivers of employee engagement	3
Analysis of diagnostic tools to measure the engagement	5
Designing of an employee value proposition from ideas and analysis	7
Conclusion	9
Reference List	10



[bookmark: _Toc56011988]Introduction 
Employee engagement is considered as the emotional investment of workers in a business organisation. Engaged workers intend to ensure the identification of the goals of the organisation and align their goals accordingly. It is regarded as a business consideration identified in terms of passion that workers contribute to their work and motivation to perform their work well. The purpose of this report is to evaluate the concept and drivers of employee engagement. It also sheds light on various tools that help in ensuring the measurement of employee engagement, respectively. The report further ascertains the construction of an employee value proposition from ideas and analysis and strategies that can be aligned to enhance employee engagement.
[bookmark: _Toc56011989]Evaluation of concept and drivers of employee engagement
Employees are involved in their workplace at three significant levels, which are physically, emotionally, as well as cognitively. On the contrary, there can be circumstances where workers can be disengaged or dissatisfied at fewer levels. Mone et al. (2018) noted that workers who are highly engaged are often individuals embracing high energy and maintaining close relationships with their colleagues, respectively. They also intend to be curious by nature and seek new patterns through which their existing skill sets can be broadened. Other than this, workers are identified to appreciate the work culture that aims to enable engagement. This means that organisations that ensure prioritising engagement are likely to attract as well as retain talents. The employee engagement aspect is also considered as an organisation-wide collaborative function. 


Drivers of employee engagement

Figure 1: Drivers of employee engagement
(Source: Influenced by Matthews, 2018)
Seamless onboarding
Employee engagement begins when workers are recruited, and at the same time, the process of onboarding begins. Bridger (2018) stated that even before the process of hiring workers, candidates are required to be provided with a glimpse of communication culture within the business organisation. In accordance with the case study, the process of onboarding provides workers with an idea of whether they would like to continue in the organisation for the long term, thereby increasing flexibility during the time of the pandemic. One of the significant processes in ensuring employee engagement is to provide them enough time to master their job before they intend to hit the floor. 
Access to productive and time management
In accordance with the case study, it can be determined that flexible working time can be regarded as a significant tool to ensure employee engagement. Getha-Taylor (2018) stated that a slew of activities that are unplanned and workplace distractions intends to reduce overall productivity of workers. Time management is further considered as the inherent skills, but in a dynamic work environment such as Associated British Food Plc, the most efficient workers are identified to require time management tools. Tools that seek to enable employee engagement can help business organisations to improve output of workers in a significant manner even during the outbreak of the Covid-19 pandemic.
Workplace wellness initiatives
Stress is regarded as a significant challenge in the workplace than is visible. Haski-Leventhal et al. (2020) noted that workplace wellness initiatives aim to reflect workers that their managers and supervisors care for them. Making the workplace “Covid-19 safe” can ensure to assist in keeping the employees safe and stay fit. The HR teams within a company are required to adhere to strict compliance rules while receiving and using the data. Further, employees are also required to opt-out of the workplace wellness initiative programs if they are not comfortable sharing health data with their workers.
[bookmark: _Toc56011990]Analysis of diagnostic tools to measure the engagement

Figure 2: Diagnostic tools to measure the engagement
(Source: Influenced by Hollebeek et al. 2018)
Performing drivers analysis 
Driver analysis is a potential diagnostic tool that helps in ensuring measurement of employee engagement in an organisation. Chapter (2020) contradicted that driver's analysis performance establishes a significant impact on addressing the aspects of employee management in a business organisation. As per the case study, a drivers analysis can help in discovering workers who rate an employee engagement driver as a favorable one and, at the same time, is likely to be more engaged. In addition to this, the best strategy can be regarded as the aspect that helps in determining what are the factors that intend to drive engagement in an organisation. In accordance with the case study, business organisations such as Associated British Food Plc are required to identify weak areas. It is also significant to ensure the implementation of programs that are targeted at improving those drivers, respectively.
Employee engagement surveys
Employee engagement surveys are crucial as it provides workers with a venue for open feedback (Shrm, 2020). It is further considered as an opportunity that helps in the establishment of two-way communication. This tool also helps in involving workers in the process of development by providing them with a direct voice to the management team. In accordance with the case study, in this current situation, employee engagement can help the business organisation determine whether the measures taken after the pandemic outbreak are effective. Other than this, it can help business organisations such as Associated British Foods Plc establish a sync between what top management intends to offer and what is expected by the workers and vice versa.  
Usage of the sales force
Usage of the sales force can be regarded as a key diagnostic tool that helps in ensuring employee engagement (Engageforsuccess, 2020). In addition to this, the salesforce tool can help in tracking the operations of workers on a daily/weekly/monthly basis. In accordance with the case study, it can be stated that the usage of a sales force is significant after the outbreak of Covid-19. It would help identify areas where workers are distracted and, at the same time, not engaged. Once this is done, leaders and supervisors can communicate with workers directly in finding out what is going on and how the issues can be mitigated.   
Stay and exit interviews
Stay, and exit interviews can be regarded as a significant tool that can help in the process of employee engagement. Hodges  and Crabtree (2020) asserted that structured interviews could be regarded as a significant way of collecting feedback along with finding out what makes employees engaged. It also helps in determining what are the aspects that intend to hold them back from being engaged. In accordance with the case study, exit interviews after the outbreak of Covid-19 can be significant to ensure improvement of engagement and, at the same time, determine what are the areas that require to be addressed.  
[bookmark: _Toc56011991]Designing of an employee value proposition from ideas and analysis 
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Figure 3:  Employee value proposition
(Source: Inspired by Davies, 2020)

Financial rewards
Financial rewards can be considered as a significant strategy with respect to employee value propositions. Bailey (2016) asserted that financial rewards regarding employee value proposition assist in addressing the expectation of workers from overall evaluation and the systems of compensation. In accordance with the case study, it can be determined that the provision of covering financial offerings during the outbreak of Covid-19 can help in ensuring engagement as well as the satisfaction of workers in a significant manner. It primarily includes compensation rewards such as pay rise, salaries, the bonus along with stock options.  
Financial rewards further act as one of the key motivators for the workplace as well as ensures employee engagement. Ruck et al. (2017) stated that stock options aim to encourage staff members and workers to operate more like business partners and tailor personal rewards to ensure financial success. Moreover, it can be observed that when workers are provided with the financial stake, they work in a more harder and smarter manner. 
Employee benefits
Employee benefits are considered as defined as the non-cash, indirect as well as cash compensation that is paid to a worker above and beyond the regular wages or salaries. Marchington et al. (2016) contradicted that a strong and solid package of employee benefits can aid a business organisation to attract as well as retain talents. These can also help the business organisations such as Associated British Food Plc to differentiate the business from competitors. In accordance with the case study, offering benefits to employees during this time of pandemic can help the company to show that it is concerned about the future and overall health of workers.  
In addition to this, incorporation of Kahn’s employee engagement theory in the operation of the business can also ensure proper satisfaction as well as engagement of workers. Kahn states that engagement tends to occur when an individual is enabled to “harness their full selves”. Other than this, during the time of Covid-19, this can help in the establishment of “psychological safety” for workers (Hbr, 2020). In accordance with the case study, apart from the measures that were taken, the company can include health insurance as well as paid leaves as a part of their employee benefits.
Development of career
The development of a career can be regarded as a significant aspect that is required to be taken into consideration. Bennett et al. (2020) asserted that workers intend to see the growth and development their job ensures to offer. It also helps business enterprises to determine how the organisation can contribute to their career development in a significant manner. In accordance with the case study, the workers within the company can be provided with technical training as well as career guidance so that they can deal with challenges posed due to Covid-19. This in turn can also act as a key driver for employee engagement and determine the value of employee proposition.  
In addition to this, offering a clear career development and growth plan in an organisation can be regarded as the difference between hiring and losing quality talented workers. Smith and Bititci (2017) stated that career development enables workers to learn precise and better aspects of their work, along with improving their capabilities. It further helps them to ensure the management of their time efficiently and ensure that usage workers increase over time. Career development can also help employers to increase their productivity along with financial returns by investing in their workers via the process of career development. 
Promotion of a significant organisational culture
The promotion of organisational culture is considered significant as it aims to convey the goals and objectives of a business organisation. Seymour and Geldenhuys (2018) asserted that organisational culture, by its nature, aims to ensure that the purpose of its members is aligned with the objectives of a business. In accordance with the case study, it can be identified that promoting a "Covid-19 Safe" workplace is regarded as a powerful way in conveying the goals as well as objectives of a business. This can also help in ascertaining employee engagement and enhance their productivity, respectively.
Incorporation of “Hofstede's cultural dimensions theory” can help in ensuring cross-cultural communication within the organisation. It sheds light on the impact of society’s culture on the values of its members, respectively. As per the case study, the application of this framework during the outbreak of the Covid-19 pandemic can help in ensuring workers are provided with flexible working hours along with work from home facilities. Effective communication systems can be considered significant at this time. This framework can help in adding towards a positive employee experience as well as engagement. It would also help in structuring and restructuring of the workplace. 
[bookmark: _Toc56011992]Conclusion 
In order to conclude this report, it can be stated that employee engagement is crucial for retaining valuable talents at a time of crisis. Employees who are engaged and motivated are likely to remain committed to their employers. It can be further stated that engaged workers intend to commit to the goal and objective of the firm. The employee engagement aspect is also considered as an organisation-wide collaborative function. Other than this, strategies of employee engagement have been proven as a crucial aspect in order to improve the productivity and efficiency of workers. Therefore, it can be concluded that engaged employees are more focused as well as motivated as compared to their disengaged counterparts. 
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