Managing People
LCBB5004
Assessment 2
Tzvetan Petrov 
[bookmark: _GoBack]1917249


Table of Contents
1. Introduction	3
2. Employee engagement concept	4
2.1 Employee engagement	4
2.2 Employee engagement’s drivers	4
3. Measuring engagement	6
4. Employee value proposition	8
4.1 Value proposition	8
4.2 Recommendations for improving levels of engagement	9
5. Conclusion	11
References	12



[bookmark: _Toc90370927]1. Introduction
Employee engagement ensures that an organization's personnel are fully committed, and there are a number of factors that contribute to this. The way they work for their organization will undoubtedly have an impact on the firm's success. Although democratic leadership includes a large number of individuals in decision-making procedures, transformational leadership are closely linked to employee involvement. It generates an appropriate kind of characteristics when workers are strongly linked and integrated with leadership. An company may provide opportunities for personal growth by providing improved learning and development opportunities. Employees become even more supportive, engaged, and involved as a result. Individuals are tied to the office environment in this scenario, and the questionnaire makes it easier to understand its own viewpoints. From the other hand, participative style is also accountable for influencing employee responsibilities. It might help you concentrate on the interconnection difficulties. The corporate values are another essential driver of performance management, and good employee engagement may be guaranteed via operational procedures.
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[bookmark: _Toc90370929]2.1 Employee engagement
Employee participation is a critical idea for every firm, and it has the potential to increase performance in a unique way. Employee participation ensures that an organization's workers work with the greatest passion and devotion. It is assumed that workers who are enthusiastic about their jobs would be able to provide greater service to the organization (Shaw, 2017). The way they work for their organization will undoubtedly have an impact on the firm's success. As a result, employee participation is essential for a business to improve its performance.
[bookmark: _Toc90370930]2.2 Employee engagement’s drivers
There are several drivers associated with concerns of employee retention and other factors. These motivations are helpful for ensuring that personnel in a company are properly engaged with one another. The primary driver of employee engagement in this environment is leadership confidence. Individuals will only join a company if they believe the bosses are encouraging (Hughes et al., 2019). Although democratic leadership includes a large number of individuals in decision-making procedures, transformational leaders are closely linked to employee participation. On the other hand, participative style is also accountable for influencing employee responsibilities. As a result, leadership positions may be applied to challenges of employee retention in this manner. Employee relationship concerns, on the other hand, are critical in a number of situations. Employees might be effective in presenting a very vital function if they are involved with leaders from varied backgrounds. It generates an appropriate kind of characteristics when workers are strongly linked and integrated with management (Kusters et al., 2017). This is how it might help you concentrate on problems associated to dynamics. As a consequence, it may be able to assist in improving employee engagement difficulties. These are the most important factors to consider when it comes to job satisfaction. Aside from that, workers have access to a variety of training and development options. As a result, when these continuous improvement possibilities are made available to workers, it may assist to improve employee retention. An company may provide opportunities for personal growth by providing improved learning and development opportunities. Employee participation might so improve over time in this manner (Levin and Levin, 2019). The business values are another major motivator of employee satisfaction. If the corporate values align with the workers' own ambitions and aspirations, it will be much easier to achieve the desired level of participation. Employees' own thoughts must constantly be nicely linked with the company's principles. This is how it may help to bring about improvements in employee participation. Finally, adequate feedback and personnel evaluation will be required. Employees may be effective in identifying the discrepancies in their productivity whenever they are given continuous feedback regarding their performance (Olander and Hurmelinna-Laukkanen, 2019). Employees become even more encouraging, engaged, and involved as a result. As a consequence, effective employee empowerment in operational procedures may be ensured. These are the major drivers that are important to make decisions associated with employee participation responsibilities.
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There are a variety of diagnostic techniques available to determine the amount of involvement, each of which may be used in a different way depending on the situation. The testing methods for monitoring employee interactions are extremely important in this situation. These diagnostics are listed in the next section.
Employee surveys: There are a variety of methods for determining employee engagement levels, including employment questionnaires. During the surveying procedure, that becomes possible to determine the effectiveness of the employees. In this situation, the workers are related to their office environment, and a survey helps to learn their own thoughts on the professional workplace in question (Psychogios and Prouska, 2019). This is how it may aid in the understanding of the many ways in which workers are involved. It demonstrates several methods of assessing the amount of participation in relation to organizational effectiveness. It is how it may assist in assessing the performance of the interaction in relation to the involvement.
HR software: Another method of determining the quality of working life is through the use of human resource software. It becomes much easier to keep track of workers' working hours, efficiency, turnover, and other aspects of their performance with the use of human resource software. As a result, it may readily aid in determining the entire amount of engagement between parties. This kind of contact may aid in the discovery of the manner in which workers connect with one another (Cerdin and Brewster, 2018). As a consequence, human resource software may assist in determining the overall level of involvement with procedures.
Exit interviews: Exit interviews are a kind of assessment that allows employers to get a better understanding of their workers' viewpoints as they prepare to leave their positions. Employers may have a better understanding of the primary reasons for leaving a given position with the use of interview sessions (Bentley and Penman, 2017). In a related vein, it may aid in the management of ideas on customer engagement and other procedures. As a result, departure interviews are considered to be a highly significant tool for assessing organizational productivity and other areas of the organization.
Employee lifecycle: It is well recognized that the employee lifetime is a critical tool for understanding the various stages of an employee's career. Employers must place a high priority on concerns related to the lifespan of their employees. Employers may simply recognize the choices regarding the employment positions based on the discussions about the workers' lifecycle that have taken place (Nahavandi, 2021). From the other hand, it may also aid in ensuring that workers are linked to one another in a productive manner. As a consequence, it may help people have a better understanding of problems associated to participation.
Productivity metrics and retention rate: It is also possible to utilize productivity indicators to evaluate how well people are doing for the company. Every one of these performance measures contribute to the ability to assess and evaluate the overall performance of the workforce. If the organization's employee retention rate is low, it may be concluded that it is successfully fostering employee satisfaction (Bentley and Penman, 2017). As a result, it may provide support for various approaches to assessing the engagement functions and roles from a variety of perspectives.
These are the techniques that are used to determine the degree of organisational commitment.
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[bookmark: _Toc90370933]4.1 Value proposition
Employee value proposition is indeed essential for a business, but it is significant in various ways for multiple companies. It is necessary for a firm to have a positive brand recognition in terms of achieving an appropriate level of employee benefit proposition. An company may establish a positive reputation for itself with the assistance of a strong brand image. As a result, this might contribute to the development of a very powerful range of image. On the other hand, the value proposal may be developed with the assistance of value engagement (Keene and Stelson, 2017). Whenever the set of moral standards are included into the operational procedures, it may aid an enterprise in the development of a productive organizational structure. This efficient working arrangement may be beneficial in managing and controlling the many tasks and responsibilities that may arise. The value offer for the workers will be significantly enhanced as a result of this strategy. There are a variety of methods and effective governance that may dramatically improve employee performance. As a result, the compensation package ensures that these governance processes are taken into consideration thoroughly. It contributes to the establishment of an appropriate amount of authority for workers, allowing them to feel that they are a part of the business (Bentley and Penman, 2017). It develops a good strategy for job orientation in order to have a beneficial influence on the performance of the organisation. The following steps may be taken to effectively build an employee value proposition in an organization:
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Figure: Employees value proposition (Nahavandi, 2021)
In addition, organizational capabilities and growth opportunities may raise the amount of value generation for the organization's workforce. When an organization is operating in the value creation phase, it has the potential to be very effective in dealing with both the capabilities of the procedures. Having strong organizational skills may aid in the creation of greater value for the organizational effectiveness if the company is well-run. In the long term, it may aid in concentrating on processes that are relevant to the workers' value proposition. It is vital to have a good social framework and atmosphere in order to provide the appropriate value for the workers (Cerdin and Brewster, 2018). Organizations must be mindful of the social structure as well as environmental challenges and factors in order to ensure the success of a customer value condition.
On the other hand, a variety of advantages and conditions are made available to workers in order to establish a favorable environment for the delivery of performance appraisal process. Employees may get the effective and essential advantages from their company when the value of the product has been properly implemented and handled. Overall, it contributes to the creation of an atmosphere that is conducive to the efficient operation of the company. Salary, incentive, as well as other rewards are additional sources of value proposition, which follows on from the previous point (Psychogios and Prouska, 2019). But that kind of value offer for the workers may readily contribute to the creation of a productive working environment for them. As a consequence, a business may administrate a flawless and appropriate value offer as a result of this process.
[bookmark: _Toc90370934]4.2 Recommendations for improving levels of engagement
There are a variety of tactics that may be used in order to address the difficulties linked with performance management. These are the strategies:
Increasing the degree of employee engagement may result in a significant improvement in an organization's overall performance. Firstly, feedback will need to be prioritized inside the business in order to be effective. The appropriate sort of debrief may help organizations prepare the way for the appropriate kind of career advancement to take place. Additionally, it might aid in increasing the degree of employee engagement inside a company's structure (Hughes et al., 2019). The company, from the other hand, will have to place a high priority on the mental wellness of its staff. The improvement in the psychological health and safety of employees will almost certainly have a favorable effect on general productivity. Employee involvement would need to be improved in order to deal with concerns such as performance appraisal and other difficulties. In this case, reward management may aid in ensuring that the staff are properly structured and well linked to one another. Consequently, these tactics will almost certainly contribute to an increase in the procedures of employee participation.


[bookmark: _Toc90370935]5. Conclusion
If the company’s products and services are in alignment with the personal ambitions and aspirations of its workers, it will be much easier to achieve the appropriate degree of employee involvement. It is assumed that workers who are enthusiastic about their jobs would be able to provide greater service to the firm as a result. When workers get continuous feedback regarding their future, they are more likely to be effective in identifying the areas where they are falling short. The effectiveness of leadership styles is strongly associated with employee engagement, in part because participative style encompasses a huge number of participants in the decision-making procedure. If the workers are involved with the managers from a variety of backgrounds, they will be more effective in providing a very crucial function in this situation. Employers may simply recognize the choices impact on the employment positions based on the discussions about the workers' lifecycle that have taken place. Employers may have a better understanding of the primary reasons for leaving a given position with the aid of interview sessions.
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