






MANAGING PEOPLE ASSESSMENT 2

Student name: Elena Oniga

Student number: 1905210

Module title: Managing People 

Assignment title: Assessment 2

Module lecturer’s name: Mary March


Executive summary
During Covid-19, it is difficult to gain a high level of employee engagement for the new normal conditions especially for a company that is not concerned about employee engagement previously. This paper deals with the strategies required to achieve a high level of employees' engagement. According to the study, the internal factors of human resource practices such as organizational culture and confliction among employee has impacted on employee engagement. On the other hand, there are several external factors like the law on employee gathering in office premises that effected the human resource practices. Job autonomy which creates better career opportunities, and makes a responsible team of employees is one of the best drivers of employee engagement. Such engagement can be measured with social media, online Engagement Survey which support remote working conditions. The development of an employee value proposition is helpful for the chief executive to deliver the offerings and strategies implemented to increase employee engagement in the Covid-19 pandemic. This is expected that the employees feel motivated when they see that the employer is trying to create a safe and flexible working environment for them during this hard time. The employer also needs to document the future requirement that must be achieved in the future by reviewing and updating the EVP.


Table of Contents
Introduction	4
Explanation of employee engagement	4
Evaluation of diagnostic tools to measure the engagement	6
Analysis of employee value propositions and strategies to raise the level of engagement	8
Conclusion	10
References	12



[bookmark: _Toc75781022]Introduction
Employee engagement has occurred when employees become committed and passionate about their jobs. A high level of employee engagement also increases their performance and hence the overall productivity of organizations too (Osborne, and Hammoud, 2017). There are two different types of employees' engagement which are job engagement, which is when an employee feels the job is interesting. On the other hand, organization engagement is established when an employee is attracted to the values of his/her organization. This paper tries to explain the concept and drivers of such engagements with the help of diagnostic tool as per the strategies and measurements provided by the chief executive in the case study.
[bookmark: _Toc75781023]Explanation of employee engagement
Concept
Employee engagement can be thought of as a relationship between employees and the organization. The growth of this concept is referred to as passion, involvement, energy and enthusiasm. However, many scholars have defined it as active commitment, identification and satisfaction (Eldor, and Vigoda-Gadot, 2017). There is a difference in engagement of individual employees as positive attitude process differently as per organizational goals and human resource management. For example, previously the organization did not attend any measure for employee engagement. Though, the current pandemic situation and recent workshop help the chief executive to understand how employee engagement can drive performance. Now she knows that a safe working environment, flexible timing, effective job design and remote working conditions can help the employees as well as the organization.
Human resource (HR) processes help to improve employee engagement by implementing such strategies that increase job satisfaction. According to the Self-Determination Theory or SDT, personal engagement and disagreement are related. Business leaders apply SDT to ensure that employees are not hiding their emotions and help them to control their behaviour (Osborne, and Hammoud, 2017). In remote working, employees might face complexities to develop fundamental requirements such as internet connectivity and office ergonomics at home. Thus, leadership, organizational culture, reward, recognition, empowerment and job-life balance has a high impact on employee engagement. All of these are the internal business environment that influenced the HR management process and employee engagement. However, external factors like demography such as gender and culture also impacted employee engagement and the HR process differently. Another external factor is technology, for example, advanced technical requirements at home increase complexities to work from home during Covid-19 (Noe et al. 2017). Local and national laws also impacted on HR process, and employee engagement. For example, workers who are attending the office must maintain a gap of 2-meters with each other else the employer is responsible to provide the necessary equipment to work from home (assets.publishing.service.gov.uk, 2020).
Drivers
There are several drivers of employee engagement that can be applied in this case as well. For example, engaging managers can drive the employees' engagement as engaging managers can treat the employees individually. That means, solving problems of the employees for remote working so they can feel valued. The chief executive can provide a desktop to the employees so they can work from home. Generally, employees become more engaging when they can practice their choices, or/and skills and feel that their opinions are valued by the upper management (Antony, 2018). Rewards are a common method to increase their engagement. Though, money reward is hard to provide by the organization in these adverse socio-economic conditions. That is why; recognition and appreciation together with effective communication and listening to the employee are some of the effective methods for positive employee engagement. 
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Drivers of employee engagement
(Source: Antony, 2018)
Job autonomy in providing a chance to thrive for the employees for which they need support from the employers. Job autonomy does not provide the chance to apply employees' skills to the tasks that are given to employees but also help to increase career opportunities for them. Now, employees will get better career opportunity when they involved in different tasks as it enhances their experience. Employees who get such opportunities are more likely to develop organizational engagement. Employees feel more responsible about the outcome of their work (Zhang et al. 2017). That is why; they welcome feedbacks on their jobs so they can make their work more effective which eventually improve their performance and productivity. Thus, these factors drive employee engagement as the factors give them competitive growth in their professional life.
[bookmark: _Toc75781024]Evaluation of diagnostic tools to measure the engagement
Many tools can be used to measure employee engagement but the chief executive needs to select only those which supports the current pandemic condition. The present situation of pandemic demands remote working which makes social media an appropriate tool to measure employee engagement.
Social media
Almost every employee in an organization uses some sort of social media platforms which make it a perfect tool to evaluate employee engagement without physical contact with them. Monitoring social media profiles of employees such as Facebook, and Instagram can provide valuable information about the employee. For example, comments, and sharing of the employees help to understand what are the external and internal factors that drive their level of engagement individually. However, internal factors can be measured more effective with the help of the official intranet or website. The type of social engagement that is experienced and enjoyed by the employees can understand from social media (Shuck et al. 2017).
HR software
HR software is mainly used to support the working process of HR managers but it can be used to enhance employee engagement too. Even HR applications become more effective in this hard time as continuous employee surveys are not possible in remote working conditions. The technology used in HR applications like Zoho, HRIS and CIPHR can automatically present the level of engagement and satisfaction by online tracking employees’ activities over the years, or over a long period or for a particular time (getapp.co.uk, 2021). Online platforms also help in filling the gap of offline employee survey as it provides more frequent conversations between the employees and employers. For this feature of HR application, feedback can easily provide which helps to improve employees’ performance.
IES engagement model
IES engagement model is developed by the Institute for Employment Studies (IES) which is an international centre to research and consults on HR issues. The IES Engagement Model helps to identify the relationship between beings involved, engagement and feel valued. The tool is used to conduct an attitude survey and then the data of the survey can provide as an input to get organization-specific data. For three decades, this model is used by organizations in several industries such as service, manufacturing, public, professional, and even governmental agencies. The findings from this tool recommend that there are many drivers which are common irrespective of the industries though there are variabilities. For example, two-way communication, development focus, employee-wellbeing, quality of line management, and internal co-operation (Robinson et al. 2021).
Engagement survey
This is one of the most common tools used by employers though it might not appropriate in the Covid-19 situation as most of the employees are working from home. Still, it is useful to get feedback from the employees who are attending the office. For example, employees can suggest strategies to make the office safe for Covid-19. The employees can suggest what are the flexible time for them and the employer can go for the timings suggested by most of the employees. On the other hand, it is not necessary to conduct an offline survey, the employer can conduct an online survey through survey monkey, or Google forms. Achieving engagement is not a simple task for every company especially for a company that never focused on engagement. Now, engagement survey data could help this organization to improve average results and achieve a high level of employee engagement in the future (Schneider et al. 2018).

Figure 2: Employee engagement tools
(Source: Created by Researcher)
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Employee value proposition (EVP) is the set of benefits that employees might get as per their experience and skills. EVP motivates the employees to work even in the hard situation of the Covid-19 pandemic. Before creating an EVP, the employer needs to think about the reasons that can attract new candidates, retaining the existing employees and cause of leaving. The uniqueness of the company that the employees are valuing the most can be understood through an EVP (michaelpage.co.uk, 2021). The steps and strategies to create this EVP are given below: 
Offers and key components of the EVP
The major offers that the company can provide right now are: 
· Working from home: Covid-19 spread through social interaction and spreading can be stopped if the employees can have worked from home. For this, the company can provide internet and computers to support in working from home environment.
· Flexible working time: All of the employees do not have to work in strict office time that means they can avoid traditional 9 to 5 jobs. However, some of them required to do so as per the work requirement. Most of the employees can work according to their timings but ensured that they can finish their tasks within a given deadline. This will attract millennials (90%), women (80%), men (52%), and overall 70% of employees in the UK (Burnford, 2019).
· New job design: The company is restructuring the roles of employees to support remote working. For example, they do not have to report through a lengthy communication channel. The roles are divided according to the level. The recent graduates are more focused on a friendly working environment, and career growth. On the other hand, old employees are more attracted towards work-life balance, and career stability. The managers will respond to share company news and keep them updated through the intranet so the employees feel valued.
· Safe working environment: There are no doubts that many employees need to come to the office as they cannot support others from home. For example, cleaning and technical staffs. Though, the company needs to take measurements for their safety. The safety measures are: 
· 50 to 70% attendance as per requirement
· Sanitiser in every occupied desk
· Sanitiser sprayed after employees left the office premises
· Employees without a mask on their face cannot enter the office premises
· Employees must wash their hand using sanitiser every one hour and before getting their meals
· Employees need to maintain a 2-meter distance from each other at any time that means while they are sitting on their desks or talking with each other in a standing position which might occur for many reasons like when they get commands or instructions, attend a meeting and training
· Employees can communicate through video conferencing especially those who are working remotely (cipd.co.uk, 2021)
· Employees required to show test report and get vaccinated before joining
Interview
An online interview is required to gain knowledge from the employees about what they are thinking about the current offerings. They might suggest other offerings like a salary increase. Though, the company needs to communicate the current economic situation and covey them about the next increment on their salary.

Documenting the EVP
The expectations of employees and the company must be documented. This will help to understand which expectations are met and which needs to be met in the future. An example of such expectations is given below.

Figure 3: Expectations
(Source: Created by Researcher)
Expected outcomes
From the current offerings and key components of the EVP, it is expected that the employees will like to give extra effort. That means higher productivity in lesser time which provide competitive advantages. The safe environment spread a message that the company is concerned about health. They start believing in the company and hence a sense of responsibility helps them to make things better. This is also expected that employees motivate and support each other in their work. Employees who support each other are creating a motivating working environment (Barton, 2016).
Reviewing results
At last, the employer required to review the outcomes of the EVP and ensure the expected outcomes are achieved. Moreover, it is necessary to update it from time to time. 
[bookmark: _Toc75781026]Conclusion
From the above analysis, it is clear that a high level of employee engagement means, the employees put prudent effort into whatever they are doing in the organization. The main concept of employee engagement is creating a positive relationship between employees, the organization and their works. Job autonomy is one of the most effective drivers of employee engagement as it creates a sense of responsibilities among employees for which they become experienced and create better job opportunities for them. Such employees took feedback positively and improve their skills with support from their employers. There are different types of tools to measure employee engagement such as social media, HR software, IES engagement model, and Engagement Survey. An Employee Value Proposition can be developed to improve employee engagement by meeting the expectations of both employees and employers.
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