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[bookmark: _Toc100739538]Introduction 
Employee engagement can be referred to as the commitment to the values and goals of an organization, which impacts their productivity and motivated them to contribute to the progress of the organization. Employee engagement is crucial for an organization as it helps to create a better work culture, increases productivity and impacts the overall profitability of the company (Men et al., 2020). A low level of employee engagement might impact the viability of the company; the impacts of employee engagement will be addressed in this report. The drivers of employee engagement will be addressed in this report along with the tools used to diagnose and measure engagement. Finally, a value proposition will be created for employees and strategies will be provided for raising the levels of employee engagement. The clothing retailer Next Plc. will be referred to in this report. Headquarters of Next Plc. is in Leicester, United Kingdom. The company generates revenue of $5 billion and has over 40,867 employees (Zoominfo, 2022).          

[bookmark: _Toc100739539]Reviews the concept and drivers of employee engagement 
Concept of Employee Engagement
The approach of an organization in ensuring the right working conditions of an employee motivates them to perform at their optimal levels every day. Engaged employees have a higher feeling of well-being and align the values and ethics of the organization with their individual values and ethics. According to Tanwar (2017), effective employee engagement improves the profitability of the enterprise and its success and contributes to individual and organizational performance, well-being and productivity. Employee engagement can be measured and it can be nurtured to increase its levels. The understanding of an individual about their role in the organization and their ability to see where they fit in the overall objectives of the organization is known as employee engagement. Employee engagement implies portraying a combination of traits such as being committed to the organisational welfare, its values and having the willingness to assist colleagues (From the lecture notes). Understandingly, it can be assessed that focusing on employee motivation and welfare for keeping them satisfied and also committed to organisational wellbeing is important for employee engagement. 
According to Sun and Bunchapattanasakda (2019), different factors have an influence on employee engagement and they can be understood by reviewing Kahn's needs-satisfaction framework.  This framework stated that employees can be optimally engaged when three psychological needs are met by organisations. 
Drivers of Employee Engagement
The building block of employee engagement is trust, commitment, integrity and effective communication between the leadership roles of the organization and the members Next Plc. (Men et el., 2020). It can be assessed that having a clear understanding of the purpose of the organization and the methods adopted by it to reach those purposes impacts employee engagement. It provides the employees with a voice in the journey and progress of the company by providing ideas and their views that are taken into account while making decisions. The process of employee engagement also involves the individual feeling included as a dedicated member of the organization (Men et el., 2020). Accordingly, interpersonal relationships with the stakeholders and a sense of belonging within the workforce positively impact the employee engagement levels. Clear goals, empowerment, trust, constructive feedback, developing new sets of skills are effective in developing employee engagement. Accordingly, having a clear goal and purpose helps in aligning the daily activities of the employees with the fulfilment of organisational objectives and a sense of understanding helps in increasing the motivation of the workforce. Organizations that have strong employee engagement have strong values, clear trust among employees, and clearly designated roles and thus it can be considered as a key driver of employee engagement. 
Employee engagement and their belief greatly depend on the belief of the employers. According to the unitary perspective, all stakeholders have the same interest, while in the pluralist perspective, employers believe that stakeholders have a range of interests (From the lecture notes). 




[bookmark: _Toc100739540]Evaluates diagnostic tools to measure the engagement 
Understanding that employee satisfaction levels have a major role in determining employee engagement levels, assessment of employee happiness is an effective way of measuring engagement levels. Conducting regular check-ins with the employees and taking feedback and promoting open dialogue is an effective ways of measuring employee satisfaction levels (Small Business Trends, 2022). However, Byrne et al. (2016) commented that measuring employee engagement is not the same as assessing the opposite of employee burnout and therefore psychological meaningfulness also needs to be assessed. Understandingly, it can be assessed that along with the observable key performance indicators such as employee retention rate and the number of hours put in by employees, other aspects are also required to be considered. According to Brown (2020), engagement surveys for efficient identification of problem areas and strengths of the organisation in relation to their workforce are necessary for measuring engagement. 
Determination of engagement outcome is the first element that needs to be considered while measuring employee engagement levels. It refers to the survey questions that represent the feeling and behaviour of engaged employees. As per Brown (2020), engagement outcomes help organisations to identify targets that the companies should aim to attain in relation to employee engagement. The next step involved in this process of identifying the activities and attributes that employees consider being crucial for employee engagement. For instance, effective communications have been said to increase employee engagement by making the employees feel involved in the company (From the lecture notes). Conducting a driver analysis would also enable organisations to identify the key drivers which have a major impact on employee motivation. Driver analysis by involving the employees in understanding the workforce perspective would enable organisations to identify the factors that need to be improved within the workforce (Brown, 2020). 
Employee listening strategy also plays a role in engaging the employees in a decision-making process and this improves their motivation, and commitment towards the organisation (People Insight, 2022). This strategy generally includes the survey method and listening group. Surveys can help in identifying the key moments of the employee life cycle and track the employee engagement levels of the workforce. However, in the case of a questionnaire survey, objective data is collected and thus in-depth information is not obtained (Sincero, 2022). This challenge can be overcome by organising listening groups as they help in collecting qualitative feedback on significant issues that are identified in questionnaire survey analysis (People Insight, 2022).  
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Looking after the organisational culture, work environment careers growth prospects, employee benefits and compensations are different elements of EVP that companies focus on for improving employee productivity (TalentLyft, 2022). 
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Figure 1: Employee Value Proposition
(Source: TalentLyft, 2022)
Organisational Culture: NEXT PLC promotes a work environment where the contribution of each employee is valued (Next, 2021). Consequently, it can be assessed that the company maintains an inclusive work culture. However, in order to further develop the organisational culture, NEXT Plc must encourage a learning culture where employees continually improve their skills and efficiencies.  
Work Environment: NEXT Plc focuses on training the site managers and avoiding unnecessary controls and safety rules for avoiding confusion within the workforce and thus focus carefully on the wellbeing of the employees (Next, 2021). It can thus be assessed that the company maintains a safe work environment for its workforce to keep them satisfied. It can further be improved by increasing the cultural awareness of all employees for ensuring that the company can maintain a highly 
Careers Growth Prospects: As commented by Marchington and Wilkinson (2012), it has been noted that focus on learning and knowledge development is also crucial for motivating the employees and engaging them. It can be assessed that in Next PLC, investments in training and development of digital skills will increase the ability of the employees to work remotely and thereby their engagement levels and motivation would improve as well. This would also increase the employability of the employees and consequently, serve as steps of career growth. 
Employee Benefits: According to Taylor (2018), looking after employee well-being is a major role of HRM practices as a focus on employee well-being is positively correlated with employee satisfaction and motivation. In the times of COVID-19 pandemic situation, employees can be provided with options to work more flexibly and this would have a positive impact on employee wellbeing. It can be assessed that the option of remote working would enable the employees to stay safe from chances of coronavirus transmission during work and therefore look after the health of the employees. Flexible working enables employees to focus on their own well-being and this helps in keeping them satisfied and motivated at the workplace (Campbell and Rice, 2022). Therefore, Next PLC can offer the benefit of flexible working for its employees to increase their loyalty and engagement towards the organisation. 
Compensations: Taylor (2018) commented that sufficient compensations for the employees as per their contribution to the organisation would help in making the employees satisfied. 


[bookmark: _Toc100739542]Conclusion 
The report has discussed the importance of employee engagement and has concluded that in order to ensure organisational success, this element is essential. It has been noted that employee engagement improves the motivation and productivity levels of the employees. The study has concluded that the beliefs of leaders, focus on employee wellbeing, clear organisational goals and visions are some drivers of employee engagement. It has also been noted that trust and good relations among employees also promote employee engagement. The study has concluded that employee feedback and listening groups would help in measuring employee engagement and the creation of an effective employee value proposition would help improve it. The report has discussed the concept of employee engagement and has noted that in order to increase employee productivity levels, improvement in this regard is essential. 
The research has recommended Next Plc that the company should conduct frequent employee feedback questionnaires and actively listen to employee problems and mitigate them for increasing employee engagement. Furthermore, the need of becoming more flexible and offer necessary training in digital skills in times of COVID-19 has also been noted. 
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