
	


Assessment 2

Managing People








Student No                                Vanya Dragneva
Student No:                               2010312
Module Code:                            LCBB5004
Programme:                               Business Management, Level 5
Lecturer's Name:                       Charles Oham




Report

1. Introduction
This work will display, critically analyse and provide an evaluation of employee engagement within the firm to reach its high level of viability. In the light of the present pandemic situation and the newly adopted ways of working such as flexible working and Covid-19 safe workplace, the company has sought to enhance and maintain high employee engagement. Studies suggested by Brown et al. (2016) that this will lead to a positive impact and sustainable future for the business. Enhancing the perception of the process of worker commitment and ensuring that the right measures are established for assessing the performance of subordinates and encouraging them are essential steps for further company development and wealth fare. Inarguably, there are huge benefits as a result of the employee engagement such as better talent holding, high levels of customer satisfaction, advanced individual presentation, excellent team performance, greater business productivity and financial execution.



[bookmark: _Hlk101009059]2. Reviews the concept and drivers of worker commitment

[bookmark: _Hlk100844978]The concept of worker commitment according to Gifford J. and Young J. (2021) of the CIPD is optimistically presented during the job by eagerly participating in intelligent work, generating happy feelings, and having significant connections with other staff. Also, this is a combination of devotion to the organisation and its principles, and a determination to assist co-workers. It has to do with inspiration, and it goes beyond job satisfaction. Member of staff engagement must be voluntary, and it cannot be required as part of the job agreement. The work by May, Gilson and Harter (2004, p.29) displays that there are three general aspects of employee engagement which are physical as importing a high level of energy, emotional as involving by heart and cognitive as an example of absorbing and leading to burnout. Stated by Macey and Schneider (2008, p.9) the core elements of employee engagement are as follows:
- Intelligent commitment, or deep consideration about the job and how to improve it.
-Emotional participation, or a favourable attitude toward performing a good job.
-Taking advantage of opportunities to explore work-related ideas with co-workers is known as social engagement. 
The behaviour of the engaged employee should be demonstrated by willingness to do things better and go the extra mile, a relay in the firm, also behave respectfully and helpfully to co-workers and maintaining progress with changes in the field noted by Armstrong, M., (2014, p.194). Some of the factors that drive work motivation are the monetary rewards, however, the recognition and perceived work meaningfulness, also perceived fairness and support are prevailing. 
[bookmark: _Hlk100845862]The drivers of employee engagement stated by MacLeod D. and Clarke N. (2009, p.13) are few, however, the strongest ones are the feeling of valuation and involvement in the company. Moreover, as suggested by Armstrong, M., (2014, p.196): participating in the decision-making process and presenting their ideas makes a huge difference as well as when leaders listen to subordinator opinions and estimate their contributions. Other drivers are the opportunities that employees have for further development and the sense of company concern for their wellbeing and health. The line manager, without a doubt, plays a vital role in generating employee sentiments of engagement and value, emphasising the importance of the employee-management relationship in the workplace. The positive feeling of valuation and involvement is strongly linked to the training and career equal opportunities, honest treatment and good communication, immediate management and performance appraisal. 
Other factors that are contributing to employee engagement are assisting conduct, sportsmanship, organisational fidelity and conformity as stated by May, Gilson and Harter (2004, p.30). In addition, factors such as individual initiative, self-development and civic virtue are playing an important role in the contributing process of each employee to engage more. 
However, some factors might lead to employee disengagement and HR specialists should be aware of them such as the following:
- When during times of organisational upheaval and low performance, leadership style is not appropriate.
-Decision-making that is reactive and does not detect difficulties until it is too late.
-Unpredictable leading approach, resulting in unjust insights.
-The visibility of senior management and the quality of downward communication are both perceived to be below.
 -Lack of clarity and punctuality in communication channels
-Long-hours culture leads to a poor work-life balance.
-Because there are few prospects for leadership development, internal advancement is constrained.

3. Evaluating diagnostic tools to measure the engagement
There are existing tools for measuring the performance of the employees noted by MacLeod D. and Clarke N. (2009, p.14) such as surveys and Gallup Q12 questionaries, however, it is not clear what aspect of engagement these tools will analyse and measure. They might be displayed as a scale or percentage, that can allow the further comparison of employee engagement in different branches within the firm. 
Other tools allow the discovery of the primary determinants of engagement for a company using the analytical regression type. Once more, engagement measurement is not a precise science. Surveys might focus on the reasons that influence work commitment but others emphasise the results of employee engagement, whereas others focus on subordinary estimations (CIPD 2021:2). For smaller businesses, the expenses will be high, and the process may appear cumbersome and inconvenient, therefore others are using focus groups. Furthermore, doing a survey does not mean doing the engagement, it is only to find out how engaged people are at work as well it should be an analysis, an assessment and action noted by Armstrong, M., (2014, p.201). 
Another tool for measuring engagement is through feedback gathered by managers, supervisors, or co-workers. In this case, crucially important is to be given generously and with no biased perceptions and personal feelings, in a fully robust manner.
Noted by CIPD (2021) qualitative research and discussions can also provide significant information. Indeed, there is sometimes no substitute for in-depth, one-on-one conversations, both because we engage with people on an individual basis and because it provides a fuller grasp of the situation. Why do problems persist or do solutions work? Measurement, when done correctly, adds to this by providing a trustworthy indicator of whether the opinions of a few employees are shared by all employees, where an organisation's 'hot spots are, and how a workforce evolves. Different forms of data such as qualitative and quantitative should be used in conjunction with one another to measure the engagement and obtain its benefits as noted by Torrington D. et al, (2017, p.271).  

4. Employee value proposition (EVP)
It is made up of benefits and grants that employees receive in exchange for their job, as well as the talents and competencies they offer to the organisation. According to CIPD (2021), an EVP is made up of five essential factors: compensation, work-life balance, stability, location, and respect. It is important because is what encourages people to join the work team in the first place, and, more significantly, what drives them to stay over the long run. It's what allows you to meet your employees' wants, needs, and expectations. This is forming a part of the employer ‘s labelling tactic as it represents what benefit the employer has to offer to its workers.
A value proposition for employees has two sides: a candidate's worth such as skills, experience, personality to an employer and the other is the value that an organisation has to offer candidates as development prospects, culture, benefits, and so on. Moreover, stated by Gartner (2022) employee-centred value propositions are giving way to human-centred value propositions, which see employees as persons rather than labour.

An example of constructing an employee value proposition might be the following:
[bookmark: _Hlk100852425]"At our company, we're committed to our employees' success and assisting them in accomplishing their and firm ‘s goals...." Therefore, we are seeking team members who are enthusiastic about assisting others. Cooperation and engagement are crucially important to our team as we are building a strong inclusive working environment. We are delighted to offer all engaged employees further development opportunities and plan as the company has achieved big results. Also, we are constantly seeking talents and our workers have the unique chance to show up the best version of themselves related to achieving and sustaining the firm‘s objectives. Respect, mutual valuation and amenability are our cultural values in the company. Here everyone is given the equal and free of bias chance to prosper in their career or start a new one".

5. Strategies to raise levels of engagement
There are some organisational strategies according to Robinson (2004) that are helpful to raise employee engagement such as leaders concerned about their workers, treating them justly, inspiring them to do well, being interested in their job objectives, and providing a chance for development are samples of good line management.
-Two-way, open interaction —enables workers to express their opinions and ideas, keeping them informed about their priorities.
-Efficient collaboration among sectors, leaders, and labour groups
-Emphasising member of staff growth by offering the instruction and ensuring that all employees have equal entrance to further growth.
-Dedication to operative well-being — taking welfare and safety indeed, working to prevent accidents and responding quickly if a problem arises.
-Clear, transparent HR rules and practises - dedication to evaluations, same chances, and household approachability by senior management and line management.
-Pay and bonuses that are comparable both inside and outside the organisation.
-Employees are encouraged to appreciate and assist one another in a harmonious working atmosphere.



6. Conclusion

To summarise, people who are engaged own a deep relationship with their workplace; they are inclined and doing more to help it succeed –as a result, this brings real gains for the company and the employee. In a face-placed workplace of a global nature, employee engagement might be a crucial part of competitive lead (Erickson, 2005). The difficulty of developing the states for good behavioural member involvement will be significant, as it is with all good things. Once again, there appears to be no magic solution. The benefit of this result is that businesses that own these elements exactly right will accomplish something that rivals will battle to imitate. It is one thing to modify prices and products, but another is to create a state- and behaviour-engaged workforce.
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