Assignment 2 - Managing People- Name - Iliya - Surname - Radichev- Student number : 2023563 - Module Code : LCBB5004

Assignment 2 - Managing People- Name - Iliya - Surname - Radichev- Student number : 2023563 - Module Code : LCBB5004



EMPLOYEE ENGAGEMENT PROGRAM





Name:
ID:

Executive summary
The report has discussed the concepts of employee engagement, the outcomes of applying proper strategic measures for the company as well as the drivers for proper employee engagement. The employer's participation in worker issues has a significant effect on job satisfaction; staff will become more fruitful and committed to the brand, and companies will attempt to maintain staff satisfied with their achievement and ownership of the business. The attitudes and behaviours that define a company structure are exemplified by the way work is accomplished here sometimes. Employee engagement causes and degrees are driven by the prevalent leadership and organizational practices within the organization, and both involvement and culture are impacted by the predominant managerial skills practices within the business.
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[bookmark: _Toc99126959]Introduction
Employee engagement is critical to the success of any firm. Employee engagement is defined as employees' participation in decision-making, corporate goals and objectives, including, most significantly, better performers. As a result, many of these notions of work engagement in organizational business remain critical, as many researchers have found employee participation to be critical for organizational success (Ahmed et al., 2020). The report is going to discuss the concepts of employee engagement, the outcomes of applying proper strategic measures for the company as well as the drivers for proper employee engagement. 
[bookmark: _Toc99126960]The concept of employee engagement
Employees who feel like they belong to their firm work more, stay longer and motivate others to do the same (Ahmed et al., 2020). Employee involvement affects practically every aspect of the organisation, including revenue, sales, customer experience, employee turnover, and so on. According to a study, 92 per cent of business executives believe that engaged employees work harder, improving the success of their organisations and enterprises. Participative management in the firm's aims is critical because the firm's social consequences on society are dependent on it (Gupta, 2015). To generate a job atmosphere, workers' relationships are also crucial. Employee empowerment in judgment is particularly important because of its concerns regarding employee wellbeing and organizational influences on workers' interaction, which might improve job satisfaction levels with organizational commitments. Work engagement may also be expressed through the importance of workplace happiness, which is significant because if the worker is satisfied with their job safety, he or she is more loyal and creative to the organization.
The employer's participation in worker issues has a significant effect on job satisfaction; staff will become more fruitful and committed to the brand, and companies will attempt to maintain staff satisfied with their achievement and ownership of the business, which will positively influence the firm's outcome, as workplace emotions about just the organization are important. Since other firms invest a lot of money to build a motivated workforce as well as a great workplace environment, any business's participation in the individual's affairs will make them a leader who can manage and operate with successful employee interactions (Gupta, 2015). As a firm with a varied workforce, hence a need to comprehend employee behaviours. As a result, the organization must respect workers' strengths and expertise rather than their colours and languages.

[bookmark: _Toc99126961]Drivers of employee engagement
It's essential to comprehend what inspires employees that motivates individuals to be committed to their profession to enhance employee satisfaction. However, there have been no uniform factors that influence work engagement. Several of the classic drivers of employee engagement have stayed the same as technologies as well as other innovative programs have changed the way employees work (Kang and Sung, 2017). However, a scientific approach to managing people and job involvement necessitates a more practical approach to all these factors. The attitudes and behaviours that define a company structure are exemplified by the way work is accomplished here sometimes. Employee engagement causes and degrees are driven by the prevalent leadership and organizational practices within the organization, and both involvement and culture are impacted by the predominant managerial skills practices within the business.
If users ask executives in two separate businesses what motivates their staff to engage, they can get two very different answers. To be involved, a foundation employee, for instance, may require work that is meaningful yet linked to common goals. An unskilled worker, on the other side, may score higher on workplace health and safety and support from colleagues (Kang and Sung, 2017). Employee retention drivers were affected by the sector they work in and the coworkers they work with, just like the corporate culture. Important work is an incentive within itself for certain employees. Work significance is unique to each worker and hard to pin down, yet it is an important aspect of motivating the employees about doing their finest work. Employees that are genuinely driven by their jobs believe they are contributing to the betterment or achieving broader objectives.
Growth with changes within their work responsibilities may drive other workers. Providing a worker more flexibility in their job or focusing attention on various alternatives which are more connected with their passions can help them stay motivated. Individuals in the early phases of their professions may place a premium on good salaries and excellent executives who can assist them pursue their goals. People with strong experience may value excellent relationships with team members or flexible schedules which fit their calendars more (Kang and Sung, 2017). Connections, workplace culture, and independence will be much more important to people who have completed in different organizations or sectors than comparable colleagues.
[bookmark: _Toc99126962]Diagnostic tools to measure employee engagement
Employee engagement seems to be a major topic in business circles all around the world. Employee engagement increasingly took centre stage inside the post-pandemic period, where people are still operating online either from home. Interested workers are more willing to work harder as well as stay with such an organization for a longer period. Recognizing and rewarding motivated employees is an effective way to learn more about them. Workplace motivation is well known to be influenced by incentives and recognition (Kumar, 2021). The inverse is also true: knowing the number of employees who receive awards and recognition helps management and HR professionals determine work engagement inside their firms. If companies want to evaluate employee engagement fast and effectively, they should conduct surveys first. This not only helps with engagement evaluation but also in motivating employees and soliciting their feedback. A motivated workforce requires good two-way communication. Regularly, HR experts should send short, simple, and meaningful surveys to workers inquiring about their positions. It will help HR experts, supervisors, and the organisation determine how involved their employees are as well as comprehend the company's culture (Kumar, 2021). If the organisation is too large, it may be difficult to arrange a one-on-one meeting among the employees. In this circumstance, focus group talks could be organised. Individuals belonging to the same or different teams are tracked for this purpose. Individuals in management or HR should have a list of 5 to 8 subjects ready to question employees, such as if they consider their job is meaningful and whether they have all the resources they need to fulfil their jobs. HR practitioners and owners should communicate with their employees one-on-one. Because one-on-one meetings with management or HR are held in the real world, employees are allowed to express themselves verbally. It should be done regularly, at least once or twice a week. Workers leave for several reasons, but as a supervisor or HR professional, you need to know why they're leaving (Kumar, 2021). Employees frequently cite a lack of engagement or enthusiasm for their work as a reason for leaving the organisation. Departure and follow-up interviews inform management and HR professionals about the areas where they should concentrate their efforts to increase employee engagement. 
[bookmark: _Toc99126963]An employee value proposition
Positive management assessments are linked to the right amount of advice. Even supervisors who provide much too much information to their immediate supervisor are rated higher by the group than those who provide insufficient information. Employees thrive on criticism, which has a huge impact on engagement levels. Begin by having each employee meet with their supervisor for confirmation, and then encourage management to conduct periodic performance assessments within the department as part of an ongoing effort to increase employee engagement (Mone and London, 2018). When people have a purpose to work toward and a cause to be enthused, their productivity rises. The fundamental values, vision, and mission of their company create the foundation of its culture, which has a significant impact on employee engagement (Mone and London, 2018). Begin by putting together a quick overview of the company's core principles, and then instilling these value systems in each employee. Workers will understand the importance of the organization's core values if they benefit the company, and what is expected of each individual if this is accomplished. Hold everyone accountable and serve as a role model for the group. Failure to do so may foster a distrustful company culture, which may lead to job disengagement. 
[bookmark: _Toc99126964]Strategies to raise levels of engagement
These variables are fluid and subject to change and evolve, hence why tracking work engagement is critical for keeping on top of the employees' demands. In the first several months on the job, they will never alienate a worker faster. Users can show new workers that they also have a position in the characteristics of an organization by delivering successful onboarding. This mostly prepares individuals for achievement in their new position, but it also communicates their importance to the company's objectives. Enhancing employee engagement necessitates acquisition from all members of the management team, as well as an effective engaged workforce, necessitates meticulous preparation. Do not let business stop; a strongly engaged staff will maximize profits, efficiency, and employee retention (Nur, Achmad and Wahdiyat, 2021).
However, there seem to be several low-lift worker involvement and empowerment that can be implemented right now to see real outcomes. Workforce engagement is frequently misinterpreted as a euphemism for work satisfaction. Despite the indication that the two ideas were linked, work engagement is far more complex because it is affected by a range of elements such as geography, environment, and personal differences. Employees who believe their professions are producing results are 20 per cent more likely to stay in the same position for a year. Workers will be more motivated and employers will be able to retain top talent if they are given a clear path to success (Nur, Achmad and Wahdiyat, 2021). Not just anyone, but organisations that invest in their employees' personal development, whether financially or otherwise, demonstrate that they value them beyond their work. The awareness that their abilities are valued by the company motivates employees. Furthermore, regardless of the type of business they serve, the marketplace is constantly changing, and professional learning is required to be current and accurate (Osborne and Hammoud, 2017).
The main motivator for workers to look for a new employee is "professional progression chances." Employees are more productive as well as involved in the company if they have the opportunity to expand their level of expertise, learn from their colleagues, and participate in formal training programmes. This may even deter employees from looking for employment somewhere (Osborne and Hammoud, 2017). Excessive tasks, the procedures and waste the company money. Workers, on the other hand, find it aggravating. Employees turn on cruise management in the context of the additional steps, which effectively means they aren't engaged with their tasks. Employee engagement is virtually always boosted by flexible work hours and virtual office alternatives (Risley, 2020). This level of adaptability satisfies workers' desire for a work-life balance. Workers expect their employers to help them balance work and personal obligations, according to 87 per cent of respondents. It's predicted that a company's level of involvement is accounted for by 14 per cent of how they evaluate their bosses. Give business leadership and intermediate executives the tools that really ought to interact with others and inspire their subordinates, in addition to maintaining that leadership is engaged. To better prepare executives for particular duties, offer training programmes and career development workshops (Risley, 2020). Management should function as either a mentor for its reporting, providing motivation, suggestions for improvement, and development routes in conjunction to achieve the intended outcomes.

[bookmark: _Toc99126965]Conclusion
It can be concluded that employee involvement is important to a company's success. Employee engagement is described as employees' involvement in decision-making, business goals and objectives, and, most importantly, improved performance. As a result, many of these concepts of job engagement in organizational business remain important, as numerous researches have discovered that employee participation is vital for organizational success. The principles of employee engagement, the effects of implementing the right strategic measures for the organization, and the reasons for effective employee engagement will be discussed in this study.
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