[bookmark: _GoBack][image: ]
Student name: Mattia Bianco
Student number: 1818041
Student email: 1818041@student.uwtsd.co.uk
Subject: Managing People
Code: LCBB5004
Level: 5

Table of content:
1.0 Introduction
2.0 Employee Engagement
3.0 Measure Employee Engagement
4.0 Employee Value proposition
5.0 Conclusion
6.0 Reference List



Employee engagement
1.0 Introduction
Nowaydays people and companies work together in order to improve the society by offering and creating new goods and services. In a world where the businesses have the aim to hire an employee that is able to drive the companies’ aims, employers are required to create a Well-being strategy in order to accomplish the employees engagement satisfaction. “Well-being is one of the responsabilities of an employer that owns to its employees…For a company, Well-being is a important factor for quality, perfomance and productivity because it has an big impact o the final profit.” (Ivan,J, Robertson, JT, 2008). This strategy consists in a creation of a work-enviroment that permits to have a place work where the employees are able to work by being concentrated and focalized for the companies’ aims satisfaction, by building and improving the employee engagement. In order to create this strategy the employers have to take care to three parameters: 
· Job design: “Job design is the process of establishing employees’ roles and responsibilities and the systems and procedures that they should use or follow.” (www.cipd.co.uk, 2017). In this parameter the employer has to create a job that is able to be motivational by adding value to the employee and the organization;
· Health and Safety: “Health and safety is one of the fundamental factors for an employer whom has to guarantee the safeguard and the welfare of its employees.” (Kostantinos, I, Pouliakas, T, 2013). In this parameters the employer have to guarantee the security and the healthy of its employees thanks to the use of plocies, inspections, management or team leader supervision. Through this conduct the employer ensure that its employees are safe and at the same time that employees work better by feeling secure.
· Work-life balance: “..To have a healthy life an employee has to maintain its work balanced with its private life” (Dr. Pravan Naithani, 2010). In this factor the employer has to guarentee that its employees have time not only to work but also for other aspect of their life such as: family factors or personal interests. Through this method the employees are able to work better by having time for themselves. 
In a time where a pandemic has seriously affected people and businesses, the company has to ensure a strong employee engagement in order to keep the employees concentrate and focalize on the company’s aims and objectives achievement. This factor will permit that the company will be able to keep its stability stable.
2.0 Employee Engagement 
2.1 What is it:
“Employee engagement, referred in practise to a state in which emloyees give 100% or more to their job, is fiercely gowing in popularity among practitioners, organizational leaders and  researcher in the organizational science.” (Zinta S. Byrne, 2015). Employee engagement is the process where the companies ensure that their employees are completal capture to the work. This process takes a place through a combinations of factors such as: job values, collegues etc.. and it cannot be part of a contract but only the employee is able to offer its engagement to the company. 
2.2 Why it is so important: 
“For the companies employee engagement is fundamental in order to achieve the employees’ satisfaction and the companies’ aims and objectives. This strategy is used in order to improve the productivity and the efficiency, make more profit and give a better costumer service. Crucial it guarantee that the employee are happy in work situation or private life.” (James, N, Harter, Blacksmith, 2010). Employee engagement is an important factors for the employees’ satisfaction, indeed the employees through this process  are more motivated and focalized to thier job.
2.3 The Engagement dimensions:
An employee is engaged when develop one of the three dimension of the engagement:
1. Phisical engagement: “In this dimension the employee use its effort phisical and mental in order to achieve the company’s aims” (Paula, A, Anthony-McMann, E, 2016) . This dimension included the part phisical or mantal of the employee whom through its streng is able to make effort to its company;
2. Cognitive engagement: “By being in this level, the employee has to focalized very hard in order to learn and apprehend the work.” (Paula, A, Anthony-McMann, E, 2016). In this phase, the employee has to concentrate very hard during its work time in order to satisfy the goals;
3. Emotional engagement: “In this process that is based on emotional feeling, the employee develop relationship with its employer” (Paula, A, Anthony-McMann, E, 2016). Through this engage the employee reach an emtional relationship with its employer, it encorurage the employee to approach the value and the aims of the company.
3.0 Measure employee engagement
3.1 Why is it important 
“Employee engagement is fundamental for companies in order to success and develop. Measuring employee engagement helps the company to achieve their results.” (Alan, J, Saks, G, 2014).Employee engagement is one of the factors that make the companies achieve their aims and objectives. Businesses have to constantly measure the engagement of their employees, in order to be stable and keep its position in the market share. With the purpose of determinate the engagement level employers use tools and methods during the course of the financial year.
3.2 What are the tools and the methods:
In order to defined the engagement of their employees, employers have to use different tools and methods, which are:
· Utrecht Work Engagement Scale: Utrecht used to defined employee engagement as: “positive, fulfilling, work-related state of mind that is characterized by vigor, dedication, and absorption”. (Schaufeli et al., 2002b). Utrecht used a scale in order to evaluate the employees’ involvement. This scale is composed by three factors:
· Vigor: “This factor consists in the level of the energy and the mental pliability”. (Seppälä, P., Mauno, S., Feldt, T., 2008). In this part the employer evaluate the flexibility and the strength that the employees adapt during their work – time;
· Dedication: “This factor includes all the feelings such as: inspiration, enthusiasm, challenge etc..” (Seppälä, P., Mauno, S., Feldt, T., 2008). In this part of the evaluation the employer consider the emotions that the employees use during their work- time;
· Absorption: “This factor is characterized on the focalization of the employee in only one work.” (Seppälä, P., Mauno, S., Feldt, T., 2008). In this evaluation factor the employer values the concentration and the involvement of the employees during their work- time.
Thanks to this method the employer is able to define the engagement of its employee through a scale that generally is about 9 questions. Recently, instead, the UWES (the company that manage this method) has created a shorter version, that is a scale with three questions.
· Gallup’s Q12: “Gallup's Q employee engagement assessment is designed to uncover the things that really matter to employee engagement and business performance. It's backed by rigorous science linking it to nine integral performance outcomes.” (Susan Sorenson, 2013). By studying how to evaluate the employment engagement, Gallup has create a scale of twelve questions called also Q12, these questions are used in order to permits a better communication between the employer and its employees, and to evaluate the high team performance. The questions are:Q01. I know what is expected of me at work.
Q02. I have the materials and equipment I need to do my work right.
Q03. At work, I have the opportunity to do what I do best every day.
Q04. In the last seven days, I have received recognition or praise for doing good work.
Q05. My supervisor, or someone at work, seems to care about me as a person.
Q06. There is someone at work who encourages my development.
Q07. At work, my opinions seem to count.
Q08. The mission or purpose of my company makes me feel my job is important.
Q09. My associates or fellow employees are committed to doing quality work.
Q10. I have a best friend at work.
Q11. In the last six months, someone at work has talked to me about my progress.
Q12. This last year, I have had opportunities at work to learn and grow.







(gallup.com, 2020)

Despite some question could seems simple, different studies show us how “only a small percentage of employees strongly agree their employer or manager delivers on them.”(gallup.com, 2020). The survey is divided in four level by depending on the person develop need, “Meeting the needs in the three foundational levels creates an environment of trust and support that enables managers and employees to get the most out of the top level, personal growth.” (gallup.com, 2020) Through this separation the employers are able to stimulate and improve their employees by improving also their performance. 
· CIPD Approach: “…To understand the strengths and weaknesses of an organisation. Measuring aspects of employee engagement is an important part of this. The adage that ‘what gets measured gets attention’ holds true, and measurement can identify how different parts of the organisation compare, how motivation is changing over time and what the main factors are that motivate or demotivate people.” (CIPD, 2019). In order to define the engagement of the employees, CIPD based its approach on motivation factors. The approach consists on an identification of factors that take place inside the businesses and they are:
· Motivation: “How employee drive itself to achieve aims.” (CIPD, 2019). This factor includes how the employee is able to inspire and conduct itself in order to achieve the company’s aims and objectives.
· Organizational citizenship behaviours: “..Helping colleagues or the organization outside of what your task required.” (CIPD, 2019). Through this factor the employer is able to value how the employees behave towards the companies, by helping colleagues or by improving the company performance, when they are outside of their responsibilities.
· Organisational commitment: “Feeling attached to the organization” (CIPD, 2019). Through this factor, the employer is able to understand the loyalty and the devotion that its employees have toward the company.
· Job satisfaction: “How satisfy the employees are about their work, employment and life organizational” (CIPD, 2019). Thanks to this element, the employer is able to understand the gratification of its employees, whom, by being happy and grate, they give more to the company.
4.0 Employee Value Proposition
4.1 what it is:
“An employee value proposition (EVP) is the unique set of benefits that an employee receives in return for the skills, capabilities, and experience they bring to a company.” (michaelpage.co.uk, 2020) EVP is the core of a company and it has to be inimitable. It included the reasons why people are attracted, motivated and happy to be part of the company and drive it by achieving its aims and objectives. 
4.2 EVP:
At our company, we really try every time to do the best in what we do. We are certain of that a correct life balance, healthy work and great communication team can be inspiriting and productive. We believe that the team is essential, we trust and we help and support each other, every moment and in every exigence. In time of pandemic as this, we offer support through policy and smart-working, by respecting all of our employees by being sure that during the working-time they are always protected and secure for any adversity.
Our company is making a real difference in the real world by helping real people. By being part of us, you will help us in our operations  by keeping to help people and making a real difference inside the real world. 
Making yourself full of motivation and passion, in our company we all work together by supporting each other’s in order to achieve the same purpose. With us, you will always learn and improve your skills and knowledges through our challenging missions and tasks.  
5.0 Conclusion
In conclusion, employee engagement is an essential part of the company’s life. Through the creation of well-being strategy employer are able to institute a being relationship with its employees.  Employers have the duty to make sure that all the employees are always engage in the company’s value in order to achieve the common aims. With the intention of attain it the employers have to create a job core, missions and tasks rich of values that are able to make the employees interest, motivate and always involve on the company’s purpose. At the same time is really important that the companies make their regular control during the year in order to valuate that the employees are fully engage; in case they are not, employers have to find a solution by understanding what and how is possible raise the engagement in a manner that all the company drive together by conquering the same goals.
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