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[bookmark: _Toc101913397]Introduction
The level of employee dedication, commitment, and enthusiasm is developed by developing insight into employee engagement. Engaged employees perform better by their own will and show a sense of care and responsibility towards their Job roles (Chandani et al., 2016). This report is formulated to determine the employee engagement level and determine the efficiency of the measures through the employee value propositions of Tesco plc. The different drivers and value proposition strategies of engagement within employees help organisational leaders and managers identify organisations’ strong points and weaknesses regarding overall wellbeing.
[bookmark: _Toc101913398]The concept and drivers of employee engagement
One of the current HR concepts the Employee engagement which defines the level of dedication, commitment, and enthusiasm an employee feels and depicts towards his job role. Employees, who are engaged, perform better by their own will and show a sense of care and responsibility towards their Job roles (Widyawati, 2020). He does not only care for salary or mere remuneration but also feels linked with the overall organisational well-being through their performances
Employee engagement can be nurtured through different methods such as by notifying all the employees of the organisational expectations or offering the promotion, financial appreciation, or rewards for better efforts. Employers need to notify the employees about the company's performance in the market and gather regular employee feedback (Beutell and O'Hare, 2018). This makes the employees feel that they are integral parts of the organisation. Employees should be included while making strategic decisions and their opinions should be analysed as well to make them more connected with the organisation (Torrington et al., 2020).
When different scientific tools are used to identify the employee engagement level from a pool of employees, some insights regarding employee engagement can be developed (Armstrong and Taylor, 2020). There is a significant difference between employee engagement and employee satisfaction and this is identified by determining the drivers which help employees identify the meaning of their jobs.
All of these drivers measure the existence or absence of organisational quality that will impact employee engagement. Whenever employee engagement is measured, to generate feedback, these drivers are identified as fundamental components for measuring (Chandani et al., 2016). Ensuring their drivers within employees will help organisational leaders identify organisations’ strong points and weaknesses regarding the employee engagement level. The various influencing drivers of employee engagement are described below;
Autonomy: Autonomy inspires employees to perform their best at work. Autonomy means employees have the freedom of making decisions and they are trusted to identify the best out of their jobs (Widyawati, 2020). If the employees are assigned to determine the areas where they would like to exercise their expertise, they feel more associated with the organisational mission and vision.
Capacity: Capacity is not always considered a driver but this denotes the level of comfort among the employees as they complete their assigned tasks (Armstrong and Taylor, 2020). Employees should be able to invest their knowledge, skills, and emotional energy as they step into their work: 
Colleague Relationships: This employee engagement driver denotes the communication proximity of the employees with their colleagues and subordinates. If employees can respect other team members, they aspire to become associated with trust and integrity (Torrington, 2014). When the tasks are collaborative and team tasks are heeded to respond to the communication gaps.
Fairness: Employee engagement does not only affect employee engagement and includes the feeling or attitudes of the employees regarding the way they are treated by subordinates and employees (Widyawati, 2020). This driver includes different notifies like their feeling towards compensation packages, or how employees measure the level of respect they desire from their employers.
Feedback: Getting proper and supportive employee feedback after meetings helps the managers or employees to understand the expectations of employees regarding the measures to improve the performance of the employees (Armstrong and Taylor, 2020).
Objective supports:  It is needed to determine the availability of all the resources that an employee needs to accomplish a task (Yaneva, 2018). This can be ensured by providing a questionnaire and gathering information on what add-ons will increase the performance level of the employees.
Availability of leaders: This driver, measures the availability, accessibility approachability, and visibility of leaders within an organisation (Chandani et al., 2016). Employees might question the organisational decisions if they do not feel connected with the vision of the leaders. 
Meaning: One of the most interesting drivers of employee engagement is determining the meaning. Through this driver, employees occupy themselves with the work as they feel that the works give them value, sense of purpose, and scope for self-development (Yaneva, 2018). Employees also try to find value from employment status, workforce influence, or compensation measures.
[bookmark: _Toc101913399]The evaluation of the diagnostic tools to measure the engagement
Tesco plc nurtures their employees in a manner so that they can be developed as assets for the company. The management must understand that engagement for employees is not mere happiness level or employee output (Chandani et al., 2016). Rather employee engagement is an organisational concept used to determine commitment level, employee motivation, and connection related to the job role. As a result, the HR division must determine the engagement level among employees. There are some tools available in Tesco plc to evaluate employee engagement.
Employee Surveys: The most common tool to measure employee engagement is the survey method (Torrington, 2014). Using this method, the attitude and employee feelings are understood by getting feedback. Surveys are effective when they have gathered anonymously which improves the performance level. If the employees get a chance to express their feelings without providing their names, they will provide honest answers (Beutell and O'Hare, 2018). Companies should hire third-party surveyors to reliably conduct the surveys and employees will provide opinions without any hesitation or fear. The job satisfaction level, quality of employee relationships, passions, and motivation can be understood with the help of a good server technique (Torrington et al., 2020).
HR Tools: Though surveys are good options to evaluate engagement on yearly basis, they do not provide ongoing, real-time, or holistic feedback. As a result, for supplementing the periodic surveys, the company applies different software programs for examining employee engagement throughout the year. Performance management software like a 360-degree review or peer review systems are used in modern HR platforms for gathering feedback on employee motivation and satisfaction (Widyawati, 2020). Moreover, all of these data can be stored in one place and sorted according to the needs. This method requires better conversation among employees and managers which in turn states that all employees work together and remain focused on achieving organisational goals (Torrington et al., 2020).
Social Media: The increased use of social media has created a new tool for measuring employee satisfaction. Nowadays, social media platforms are used to connect with people informally. Employees often share different personal views and opinions on different matters on this platform (Armstrong and Taylor, 2020). These often describe the mentality or emotional sentiments of the employees. Again, the Glass-door rating can be used to monitor the employee performance by engaging in informal communications with the employees. 
Exit interviews: A well-structured survey can assess the right answers from the employees but still, employee engagement cannot be evaluated properly. Thus it is necessary to identify answers regarding the departure or resignation of the key performers within the organisation (Yaneva, 2018). This provides better insights for the managers to determine the key improvement areas to hold the motivation level for the employees. As a result, HR experts suggest organising an exit interview for the employees who want to quit their jobs in the last week of work. This often gathers honest views from the employees as they can express themselves without the fear of any punishment (Torrington, 2014).
Focus Group Discussions: If an organisation have a huge employee base like Tesco plc, it is quite tough to conduct a one-on-one survey or interview session for the employees (Beutell and O'Hare, 2018). To resolve this issue, employers can formulate focus groups. These groups can be both homogeneous and heterogeneous. The managers or researchers should be ready with a set of questions related to employee engagements in their team experiences (Widyawati, 2020). Employees are usually asked if they are provided with all the necessary resources and how they feel while working within the organisation. The focus group discussions often improve team relations and improve collective productivity.
Evaluating Retention rates and Productivity Metrics: Retention rates denote the period till which employees are satisfied with the work process or organisational elements (Chandani et al., 2016). Productivity metrics determine the contribution of employees to the company and indirectly outline the level of employee engagement for the employees. 
Thus, all of the above tools help to determine employee engagement in different manners. To measure this concept from different points of view companies must apply different tools to understand the necessity of time to gain better information on measuring employee engagement.
[bookmark: _Toc101913400]The construction of an employee value proposition from the ideas and analysis previously covered
Tesco plc is a grocery and retail merchandiser operating in different parts of the UK. It is the third-largest retailer in the world. The company could perform quite well during the pandemic situation, due to the needs of the customers. However, the pandemic situation has changed the traditional method of working by incorporating technological instruments (Chandani et al., 2016).  To respond to the changing needs of the workforce, the management has taken some measures for the welfare of the employees and customers including flexible working arrangements, work-from-home for women, position restructuring, job redesigning, and keeping the workplace safe from the effects of viruses infections (Torrington et al., 2020).
The company needs to determine the employee satisfaction level and determine the efficiency of these measures. The pandemic situation has created turbulence in the retention rate or turnover rate of the employees (Beutell and O'Hare, 2018). Thus it is necessary to properly measure employee engagement because low employee engagement with reducing employee morale and the reliability of the company will be affected as well. By maintaining the following steps, an employee value proposition can be created to measure the previous company strategies (Torrington, 2014).
The HR of Tesco will have to implement six steps to build a superior employee value proposition (EVP) for the company (Widyawati, 2020). The strategies for raising levels of engagement can be implemented through the following strategic steps.
Assessing the current offerings: At the very first steps, all the financial and non-financial benefits must be assessed (Widyawati, 2020). The different motivating factors must be included. All of the offerings must be listed and employees will be asked to rate the acceptance of each measure through a six-point Liker scale.
Interview: Here, both the current and past employees will be interviewed. The different measures discussed in the previous section like surveys, exit interviews, and focus group discussions. Past employees determine the key improvement areas that hold the motivation level for the employees. Following these areas, new employees must be hired (Torrington, 2014).
Determine the EVP components: depending on the research interview and current offerings, the new EVP components are to be selected for getting the best performers (Yadav, 2020). The EVP must be different for roles at different managerial levels. The EVP for the fresh employees can include a flexible office environment and employee perks and career development or training options. Similarly, the value proposition will vary in the case of gender-based segments.
Writing EVP: As the different components to respond to the changing needs and satisfaction are determined, it is time for creating a strong statement of a value proposition (Armstrong and Taylor, 2020). The EVP statement must be inspirational, clear, and unique which will easily attract new employees within the company.
Promote EVP through different channels: The formulated measures must be properly communicated to the employees and applicants (Widyawati, 2020). The communication channels must be selected and these channels can be different recruitment blogs, company websites, newsletters, internal communication tools, and social media. Formulating personalized news feeds for certain employee groups will motivate employees of Tesco. For example, for the sales representatives, The EVP must be communicated through online job portals.
Review the results: The last step in building a superior employee value proposition is measuring the previous steps to understand how employees are responding to the improved EVP components (Yadav, 2020). Different metrics can be checked in case of measuring EVP for sales representatives in Tesco like engagement in job-related posts on social media, responses of past employees, and the rates of new applications. 
[bookmark: _Toc101913401]Conclusion
The Covid-19 situation has changed the traditional method of the work process by developing a virtual and flexible workforce.  In Tesco plc, managers respond to the changing needs of the employees, by developing flexible working arrangements, work-from-home for women, and position restructuring. The drivers of Employee engagement depict differences between employee engagement and employee satisfaction (Torrington, 2014). Overall, employee engagement in Tesco will be nurtured through different methods such as by notifying all the employees of the organisational expectations or offering the promotion, financial appreciation, or rewards for better efforts.
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