MANAGING PEOPLE
Module code: LCBB5004




Student Name:Elena Oniga
Student ID:1905210
Lectures name:Mary March
Assessment Title:Assessment 2





















Executive Summary
This study highlights the driving factors of employee engagement that helps a business to improve their performance as a united workforce can make a revolutionary change for a business in the operating market. Hence, in this study it has been shown some value proposition factors that helps to enhance employee engagement level and thereby, performance of the firm can also be increased. There are several tools to measure the level of employee engagement that helps the business leaders to deploy effective strategy to engage their employees towards business operations.
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[bookmark: _Toc58278616]Introduction
Employee engagement is meant to help employees understand how responsible they are for their work. This employment engagement also helps to know a person's work ethic. The higher-level engagement of the employees, will better their work efficiency, which may improve the organization for future. At the same time, it can be said elsewhere that the higher the level of friendliness of the employees, the more diligent they will be for the success of their organization. It also helps to understand how responsible he is about this organization employment engagement is the engagement of employees that makes them feel about their work and builds commitment to their work.
[bookmark: _Toc58278617]Reviews on the drivers and concept of employee engagement
Employment engagement is an idea that helps to understand the relationship between an employee and an organization. In a scientific way measuring the performance of hundreds of companies across multiple industries, there are a few things that can be learned that there is a difference between employee satisfaction and well-being, but they can find the meaning of their work as a result (MEGHA, 2016). Employment engagement can be defined in terms of one's entirely enthusiastic about their work and in the same way towards organization. As a result, when an employee works with interest, it becomes a positive for the company, which increases the reputation of the company. Nowadays there is a synonym of employee engagement which is employee experience and employee satisfaction. When employees have a higher level of commitment to the organization, their ability to work becomes 20% better and the level of leaving the organization decreases by 87%. This implies that engagement is involved in the organizational workplace. Productivity increases naturally when employers are sympathetic to the organization (Gupta and Sharma 2016).
 It can be said in this Employee Engagement that a new approach has been introduced to understand the superiority of employees through work which is based on 17 employee instinct drivers such as purpose, autonomy, and shared values. The presence of work in each of these drivers means the number of other absences that affect the engagement. Every time the Employee Engagement Survey is used to, get feedback, which is being measured by the Employees but this process, does not end here. In this case, 17 experienced drivers are measured in the context of the fields of experience. There are four key areas: work experience, ownership, managers and co-workers, which are displayed by employees before each survey. Leaving this thing brings new work initiatives in the minds of the employees which is very good for the future of any organization. This method shows how much power a person has to learn something new and to implement it later (Anusha, Raman, 2017). Using this method, one can estimate how well a person can understand the good and bad of an organization. Also, understand what can be good for any organization, which will further improve the organization in the future. This data can identify the improvement of methods and help to transform them into new culturally positive ways through change.
[bookmark: _Toc58278618]Evaluation of the diagnostic tools for measurement of employee engagement
Employees who believe that management is concerned about them as a whole person – not just an employee – are more productive, more satisfied, more fulfilled. Satisfied employees mean satisfied customers, which leads to profitability.
Some tools to measure the employee engagement are as follows:

	Figure 1: Diagnostic tools for Measurement of Employee Engagement.
                                             (Source: Created by researcher)
Pulse Surveys
Short, frequent surveys are a great way to maintain the consistent pulse on the vibe in the office. There is no need to make this process complex. They have to find a regular way to ask anywhere from 5-10 questions about how people are feeling at work and what they would change. This survey invests in the employee engagement, checking the employees only once in the year or two are simply is not enough. Too much time goes by without enough opportunities to address critical issues or concerns that your employees May have (Brown, 2020). 
1-On-1s

Another great way to measure engagement is through one-on-one meeting with employees. Having regularly scheduled, hour-long meeting where you can have an informal chat with each member of your team is a great way to get the real sense of what is going on with them.
The advantage of this method of collecting feedback is that it’s is person, and because it’s a private, safe conversation, you can get much more detail about each issue. The key for managers is to remove the fear from employees so that they feel safe opening up.
Stay Interview
A stay interview is an interview between a manager and an employee that's designed to learn what keeps employees working for an organization and what aspects need improvement. The goal with the Stay Interview is to find out what you could have done better to improve engagement, and find out what you’re already doing well and what you could improve on (Roberts, 2018). 
Exit Interview
Asking the right questions via a well-designed engagement survey is important, but asking the tough questions as to why employees, particularly key performances choose to depart the company can be equally important. This valuable feedback can help identify areas of improvement to help attract and retain the best fully engaged super star employees (Spain and Groysberg, 2016).
eNPS (Employee Net Promoter Score)
Using the employee Net Promoter score (eNPS) is one of the most effective and simple ways to measure engagement. It’s one simple question that truly gauges loyalty. The concept built around the Net Promoter Score (NPS) to measure employee loyalty. It is a method of measuring how willing your employees to recommend their workplace to their family or friends (Rajasekaran and Dinesh, 2018).
Take advantage of Employee lifestyle
An employee lifestyle refers to the phases followed by employees during their holding which begins with recruiting and on-boarding followed by development, performance management, retention and off-boarding. Throughout different stages of the employee experience, they can continuously collect employee feedback and build employee engagement programs to reinforce the value proposition of the company brand and culture. As an organisation, you need to be committed to continuously improving engagement.
[bookmark: _Toc58278619]Employee value proposition
Employees value proposition (EVP) is the set of benefits that an employee gets in return for the capabilities, skills, personality, and the experience they bring to an organisation. The pandemic caused by coronavirus disease (Covid-19) has focused existing challenges to the employee value proposition and brought forth new chances and challenges for employee value propositions, due to lockdown people staying at home and detaching from their usual workstation and routine (Salau et al. 2018). During COVID-19 companies support their employees in both their mental, physical and financial welfare. Due to Covid19 companies’ point of view their EVP, will develop. The key part will still remain, senior and HR leaders need to look at what their employees now value. Since the pandemic, employees have totally different priorities and have started to take care about things such as corporate social responsibility, employee well- being and charity. Planning an EVP that is unique to the company will considerably improve the talent investment and reservation, giving the employer brand that has a border over your competitors. The complete experience working at a company and the experience is a compound of five important elements, such as work, environment, rewards, opportunity, people. EVPs are the fast important tools for attracting top talent competition is common. Work from home (WFH) during Covid19 affects the way of life and value proposition of business.
[image: ]
Figure 2: Employees value proposition
(Source: Pawar, 2020)
Nowadays WFH is already a fast - growing trend. WFH is far and flexible work is good for business and employees are less stressed, less interruption, less distraction, minimum office politics and a more personalised work environment leads to 65% of people telling they are more productive when working from home. The employee starts WFH and it benefits the business and becomes more profitable as a result, it becomes more flexible working schedule to complete. Employees get to customize their surroundings to suit their personal needs, get comfortable with their selected outfits and take care of their emotional and physical needs as they come up and save employees money in multiple ways. The main concern of work from home is they may refuse concern that an employee will not work a full shift or fully focus on the work (Pawar, 2018). One way the work from home expectation is to set productivity goals and conduct continued progress check-in. Nowadays organisations not only just choose who wants to work for them but people have as much power to choose where they want to work too. Therefore, the company needs to take care of its employees and their needs. 

Summarisation of value proposition
In the social, economic environment and health the EVP cannot help but change as the business also changes to thrive and survive. Regardless it is important to keep the top items that the talent values in the branding and communication (Pawar, 2020). Interviewing the current employees and gathering feedback from the candidates during and after interviews, will clarify which EVP items will suit the particular company and role the best. 
In the meanwhile, recall to keep the EVP current, authentic and build trust with the employee by talking about the actions they have taken to support the customers, employee and the world as they travel through the challenges and opportunities that COVID-19 presents. 
[bookmark: _Toc58278620]Strategies to improve levels of employee engagement
Strategies that can implement to increase employee engagement are:
Use right employee engagement survey
When a company asks its employees for their opinions, those employees expect action to follow. But businesses often make the mistake of using employee surveys to collect data that are irrelevant or impossible to act on. Any survey data must be specific, relevant, and actionable for any team at any organizational level. Data should also be proven to influence key performance metrics (Devendhiran and Wesley, 2017).
Offer Professional Development Opportunities and carve out career paths
Employees who feel like they are making career advancements are extra likely to hold the same job in a year. Outlining a path for growth will keep employees engaged and help you retain top talent. Not only that, but contributing financially or otherwise to your employees' individual growth shows that you value them, in addition to their work. Knowing that their talents are appreciated by the company is a motivating factor for employees. Moreover, regardless of which industry of service, the market will constantly develop professional development is key to staying up to date and relevant (Turner, 2019).  
Evaluate processes and address inefficiencies
Undue tasks slow down processes and can cost business revenue. More than that, though, it’s frustrating for employees. Monotonous extra steps prompt employees to switch on cruise control, which essentially means they’re not engaging with their work. While certain tasks can’t be eliminated, you should operate with the mindset of optimizing processes and implementing resources that enable employees to be successful in their roles (Tepayakul and Rinthaisong, 2018). Carefully analyse each team’s processes and look for ways to smooth out operations for long-term success.
Provide employees with flexibility
Flexible work schedules and remote work opportunities are almost guaranteed to increase employee engagement. This kind of flexibility caters to the elusive work-life balance employees crave. Employees expect their organizations to support them in balancing work responsibilities with personal commitments (Osborne and Hammoud, 2017). Provide employees with the ability to adjust their work hours to accommodate for after-school pick-up schedules, a fitness class they enjoy or passion projects to show that you value your team members on a personal level. That kind of respect and consideration will keep employees engaged.
[bookmark: _Toc58278621]Conclusion
There is no generally accepted definition for employee engagement. Nonetheless, there is growing consensus among the construct is distinguishable from related concepts in management such as employee commitment, organizational citizenship behaviour and job satisfaction in such a manner that employee engagement reflects the two-way exchange of effort between employees and employers, and it has stretched meaning beyond the aforementioned constructs. 
The literates indicate that employee engagement is closely linked with organizational performance outcomes. Companies with engaged employees have higher employee retention as a result of reduced turnover and reduced intention to leave the company, productivity, profitability, growth and customer satisfaction. On the other hand, companies with disengaged employees suffer from the waste of effort and bleed talent, earn less commitment from the employees, face increased absenteeism and have less customer orientation, less productivity, and reduced operating margins and net profit margins.
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