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Introduction

The report will investigate the idea that workplace involvement may lead to greater performance and employee well-being. The chosen firm, RBL, has not sought to assess employee engagement in the past, but given the present epidemic and the new ways of working that have been implemented in the organisation, there is fear that a low level of employee engagement may have an influence on corporate sustainability. It examines the notion of employee engagement and the factors that influence it, as well as diagnostic techniques for measuring engagement. Creates an employee value proposition based on ideas and analyses, including methods for increasing levels of engagement.

Drivers of employee engagement at The Royal British Legion Report

The Royal British Legion has not sought to assess employee engagement in the past, but she is worried that a low level of employee engagement may have an influence on corporate survival in light of the present epidemic and the new ways of working that have been implemented in the organisation. The idea that workplace engagement may lead to greater performance and employee well-being is on the table. It examines the notion and drivers of employee engagement in the workplace. The organisational structure enables us to function in the most effective manner for achieving our strategic goals, managing risks, and guaranteeing compliance. RBL's hybrid working philosophy contains our perspectives, concepts, and principles on what it means to work from home or from RBL sites such as our offices, regional hubs, or the NMA. A Ways of Working Group meets on a regular basis to ensure that we are always updating and evolving with guidance and direction on hybrid working to meet the current and future needs of the business and our workers. (RBL website)
Engaged employees, according to Wylie, Pete (2021, RBL), equal a productive workforce. The Employee Engagement Task Force was established in 2011 and has remained at the forefront of fostering employee engagement and exchanging best practises. According to the research, there is no "one-size-fits-all" approach or one master model for successful employee engagement. It contains many of the critical components that contribute to successful employee engagement. We strive for visible, empowering leadership that provides a compelling strategic story about the organisation, where it has come from, and where it is headed. Employees are recognised as important to the solution both internally and outside, and there is employee voice throughout the organisation for reinforcing and questioning perspectives. There is organisational integrity — the principles shown on the wall are mirrored in daily actions. Engaging managers who concentrate their employees and offer them breadth, respect their people as individuals, and coach and extend their talents is one that worries us.
Face-to-face contact and meetings, according to RBL, strengthen workplace relationships. Being in the same physical location over a lengthy period of time creates unforeseen opportunities for curiosity, creativity, and invention. Team cohesion needs both physical and virtual environments in order to develop and thrive. Relationships across teams help us achieve our cultural goal of growing better together, which requires both face-to-face and virtual engagement.

At RBL, the goals of reward and pay are to recruit, retain, and encourage employees. Total reward refers to all aspects of work that workers appreciate, including financial and non-financial incentives, in addition to the overall salary and benefits package. It includes all financial arrangements given to workers, such as cash salary and the broader benefits package (e.g., pensions, paid leave), non-monetary awards (Study Leave), and benefits (e.g., training opportunities and family friendly benefits).

The personal development review, or PDR, is an annual practise that occurs between October 1 and September 30 of each year. PDRs provide an opportunity for employees and managers to engage a "two-way" conversation on growth, performance, and career objectives. RBL recognises the importance of providing you with opportunities to broaden your knowledge and skill set. Our in-house and online courses, as well as external learning opportunities, allow you to reinforce your existing knowledge, learn something new for your career progression, and fill any knowledge gaps. We use a mixed approach to learning, viewing it as something that happens as part of our day-to-day work, developing new skills and cooperating with others on organisational tasks, rather than as a formal course in a classroom or an e-learning package.

Diagnostic tools to measure engagement

RBL seeks to manage people in order to maximise your team's effect in reaching our goal, while also bringing our vision and values to life.
Organizational structures, according to Rees, Gary, and Smith, Paul E. (2021), have changed away from traditional forms and toward more 'virtual' and 'networked' forms, resulting in increasingly complicated configurational designs. It is critical to comprehend how the company interacts with its surroundings and how the surroundings affect the organisation. While an organisation may be considered as an entity or a unit, it must interact with something else, whether it be consumers, suppliers, shareholders, or other stakeholders, establishing what is known as a "open system." Strategy Rolls-Royce describes itself as a global firm that provides integrated power and propulsion systems for aircraft, marine, energy, and off-highway applications. The company's aim is to be the global leader in high-performance power systems, with outstanding client connections and long-term solutions provided by our engineering experience, global reach, and deep industry understanding.
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Strategic focus on distinctive, mission-critical power solutions with significant entry barriers in our target markets. Utilize world-class technical, operational, and customer service excellence to increase market share, capture long-term aftermarket value, and generate profitable growth. This is supported by a commitment to growing our people and culture in a secure and ethical setting. (Rees, G., Smith, P.,2021)
In agreement with Armstrong, Michael (2020, p203) Professionalism in human resources, like in other disciplines, can be described broadly as the behaviour of persons who provide advice and services that require competence and who fulfil recognised or widely accepted norms of behaviour. Professional work is often differentiated by its connection to a framework of core principles that represent the deft application of specialised education, training, and experience. It is accompanied with a sense of accountability and acceptance of accepted norms. HR practitioners who are members of the Chartered Institute of Personnel and Development (the CIPD) must adhere to the criteria set by that organisation. People are said to be acting 'professionally' when they execute their jobs properly and with integrity. The CIPD recommends the following professional approach. 
Managers should use interpersonal skills to motivate their teams, handle operational concerns affecting people, treat employees fairly and with regard, communicate information, provide performance evaluation, coach employees, respond to recommendations, and deal with problems involved. Working at maximum capacity High-performance working, according to Combs et al. (2006), is the total of a company's systems, practises, and standards that enable people to perform to their greatest capacity. Employee involvement and flexible working arrangements were given as examples of such systems that have a direct influence on working approaches and so flow through to job design. High-performance work practises, according to Sung and Ashton (2005), are a collection of 35 complementing work behaviours that include three primary areas: Self-directed teams, quality circles, and sharing/access to corporate information are examples of high employee engagement work practises. Human resource strategies include complex recruiting processes, performance evaluations, mentorship, and job redesign. Various cash benefits, family-friendly rules, work rotation, and flexible hours are examples of reward and commitment methods. High-performance work design necessitates management defining what it demands in terms of effective production processes and the outcomes expected from their implementation. It entails implementing a high-performance work system and multiskilling — job demarcation lines are erased as much as feasible, and individuals are encouraged and trained to learn new abilities. Self-managed teams are formed, with complete responsibility for work planning, management, and monitoring. (Armstrong, Michael (2020, p362)

Employee value proposition

RBL develops an employee value proposition based on the ideas and analyses of staff surveys, which includes measures to increase levels of engagement. To engage personnel and retain professional performance, I want to develop a reward site and a new flexible style of working for the organisation. Employees would be encouraged to broaden their skill set through frequent personal development plans, secondment postings, and acting up cover.
It is concerned with the elements that impact the establishment of "good jobs," resulting in job satisfaction, emotions of well-being, and increased levels of motivation, engagement, and performance. The phrase "job quality" has recently emerged as a method of expanding on older concepts such as "quality of working life" and "meaningful work." (Armstrong, Michael (2020, p369)
According to the CIPD (2018: 18), "good-quality employment allow individuals to develop and use their talents and give some degree of challenge appropriate with the needs of the work and the individual's capabilities." Similarly, good-quality occupations provide options for task choice and control in terms of both tasks and work structure. Another important aspect of work quality is the amount to which employees' voices are heard and represented, as well as their ability to participate in pertinent decision making.' According to the CIPD (2018), there are six important characteristics of job quality.
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(Armstrong, Michael (2020, p370)
Wage amount, kind of payment (for example, fixed salary, performance pay), and non-wage fringe benefits (such as employer-provided pension and health insurance) are all objective components of pay and other rewards (such as satisfaction with pay). Work intrinsic features include objective factors (such as skills, autonomy, control, variety, and work effort) as well as subjective aspects (such as meaningfulness, fulfilment, social support and powerfulness). Employment terms include both objective (such as contractual stability and opportunity for training, growth, and advancement) and subjective characteristics (such as perception of job security). Physical and psychosocial dangers are included in health and safety. Job-life balance includes aspects such as working time duration, scheduling, and flexibility, as well as work intensity. Employee consultation, trade union representation, and employee engagement in decision making are all examples of representation and voice. (Armstrong, Michael (2020, p371)
Conclusion

To conclude RBL develops an employee value proposition based on the ideas and analyses of staff surveys, which includes measures to increase levels of engagement. Human resource professionals provide advise, help, and services in all areas of human resource management. The role may be mostly transactional, dealing with basic HR issues like hiring and selection, or it could be predominantly transformational, working strategically to make significant changes in how the organisation operates or how its people are treated. This will maximise their impact and potential in supporting the Legion and its people in achieving our purpose whilst bringing our values to life. A significant part of our efforts towards being an excellent place to work is our ongoing commitment to the professional progression and personal development of our employees. 
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Figure 38.2 Model of the performance management system in Astra-Zeneca
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Figure 38.3 Model of the performance management system in Centrica
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Figure 38.4 Model of the performance management system in Halifax Bank
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Figure 38.5 Model of the performance management system in Pfizer Inc
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Figure 38.1 The performance management cycle

PLAN
Performanco and
development agreement
1. Define role
performance objectives
. Agree development plan

Review MONITOR
Joint analysis Manage performance
of performance throughout the year

1. Review porformance  performanco

continuous feedback

2. Assess rate) performance

4. Deal with under-performers

» Figure 38.1 details




image2.png
Figure 22.1 Model of job quality
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