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Introduction
Employee engagement is a word used to describe how deeply an individual feels a part of a company. In today's competitive environment, employee engagement has identified as a prominent driver of corporate success. The retention of talent, consumer loyalty, and the improvement of organisational performance and shareholder value are all facilitated by highly engaged. Work engagement is one of the top five global corporate strategy for executives throughout the globe, according to a survey. Employee engagement, efficiency, and commitment are directly linked to employee engagement, as is customer satisfaction, the company's reputation, and total shareholder value. More and more businesses are looking to human resources to set policy for employee satisfaction and dedication in order to gain a competitive edge. Engagement and productivity may be influenced by social cohesiveness, feeling inspired by one's supervisor, data sharing, similar objectives and vision, interaction, and trust, among other aspects (Blokdyk, 2018). When employees feel appreciated and respected, they would like to feel like they're making a difference. They also want to know that their ideas are being taken into account. Employees that have a high level of engagement are more productive and devoted to their employers. In this report, we will answer all of these questions.
Task 1
Employee engagement has been defined in a variety of ways by researchers and consultancy businesses. The different degrees of employee involvement have been classified into several groups. Employee engagement and work satisfaction are related ideas, but they are not identical. When it comes to job satisfaction, the employee's personal well-being is more important than their ability to contribute to the success of the company. Employee engagement is defined in a variety of ways, from the simple to the complex (Blokdyk, 2018). There are a lot of descriptions here that focus on an employee's dedication to the company or the beneficial behaviours that come with being a committed employee; There is a psychological and emotional link between workers and their workplaces, which is called employee engagement. Engagement in the workplace is defined as a feeling of involvement, enthusiasm, and dedication on the part of an individual or group. Engaged personnel are those who are willing and able to contribute to the success of the firm; The degree to which an employee feels emotionally invested in their company is known as "employee engagement (Blokdyk, 2019).
Research on employee engagement categorises workers depending on their degree of involvement, although various language has been used to do so by different organisations. Disgruntled employees lack a meaningful commitment to their work and prefer to perform the minimal necessary to keep their employment. Employee disengagement may manifest itself in many ways, including a sudden 9-to-5 work ethic, a lack of interest in socialising outside the workplace, or an inability to connect with others. Whenever a person who is usually gregarious and energetic seems to have gone silent and has nothing good to say, it's easy to detect. It's possible that they're resentful of their work, and their negative attitudes toward their co-workers reflect this (Blokdyk, 2018).
· However, six factors have been shown to have the biggest influence on employee engagement:
· Its company's management are dedicated to making it a desirable place to work for their employees.
· The organization's leaders should be trusted to determine the proper path.
· Confidence in the future of the organisation.
· Knowing where I stand in relation to the organization's long-term goals.
· The organization's executives place a high emphasis on human capital.
· The company invests in the success of its personnel (Blokdyk, 2019).
When workers have a good connection with their immediate supervisors or managers, they are more likely to be engaged in their work. Employee engagement has been linked to the following behaviours of a worker's immediate supervisors:
· Clear expectations, resources, ability to contribute, and whether the worker is a good match for the business are only few of the factors that affect an employee's well-being and ability to thrive in a given workplace environment (e.g., by getting feedback about work and opportunities to learn).
· The supervisor-employee relationship is one of mutual respect and trust.
· Equipment is available for employees to do their duties effectively.
· Employees have the authority they need to do their duties effectively.
· Employees are allowed to make their own choices about their jobs (Blokdyk, 2018).
As a result, work engagement is affected by a wide range of variables, including workplace culture and organisational communication as well as management styles. It is crucial for HR leaders and experts to work together to ensure that the company's employee engagement efforts succeed. HR must lead the way in designing, measuring, and evaluating enable positive processes and regulations that help recruit and retain individuals with the skills and competencies essential for growth and long-term success (Lambru, 2012).
Mid-level managers play an important role in fostering employee engagement by building trustworthy relationships with their subordinates as well as articulating corporate values and establishing expectations for the daily work. When it comes to retaining and attracting top talent, studies have shown that employees quit their bosses, not their firms. As a result, middle managers must have greater responsibility, be educated for their enlarged positions, and be engaged in strategic choices. In order to hold managers responsible for the degree of employee engagement, executives and HR professionals should:
· Don't forget to provide your supervisors and staff what they need to get the job done well!
· Managers should be given new and intriguing responsibilities on a regular basis.
· Managers should be given the power they need.
· Accelerate your leadership development efforts.
· Persuade top-level executives to share the company's vision and goal with their subordinates (Blokdyk, 2019).
Task 2
Many companies use workforce surveys to monitor employee engagement as well as to examine the link between employee engagement and performance results. " By analysing the findings of polls like this, it is possible to determine which forms of involvement are succeeding. Employee engagement may be measured via questionnaires, but employers should be aware that these surveys are different from others (Lambru, 2012).
The greatest outcomes can only be achieved if an overarching plan for employee engagement is implemented. Before conducting an engagement survey, an employee engagement plan must be developed. The five components of a successful plan are as follows:
· The method via which the plan will be disseminated.
· How we're going to figure out where to focus our efforts.
· Progress will be measured based on what specific outcomes?
· When and how the survey findings will be addressed.
· The long-term viability of the engagement approach (Blokdyk, 2018).
Because of this, the emphasis of engagement surveys is distinct from other forms of employee engagement survey. Whereas questionnaires of employees' opinions, behaviours, and preconceptions of their company are used to evaluate if they are aligned with the organisation or its divisions, surveys of workers' involvement are used to assess workers' dedication, encouragement, objective, and enthusiasm for their work and the organisation. A worker culture research assesses workers' points of view (Blokdyk, 2019). Take this into consideration while constructing surveys for employees' involvement:
· Include questions that might be asked once a year or more regularly throughout the course of your research. 
· Pay attention to your actions. If you want to get to the bottom of what's going on in the workplace, you need to ask the right questions.
· Be wary of questions that might be seen as inflammatory or otherwise misleading. "Do you look forward to returning to work on Mondays?" is an example of this. get a "no" from even the most committed employees.
· Ensure that the survey is not too lengthy. Participants may verify their answers just to complete the survey as fast as possible, which might lead to biassed results from surveys that are too lengthy (Blokdyk, 2018).
· In the event that a vendor approaches to you with a "typical" list of questions, you may want to customise those questions to reflect the specific requirements of your business.
· Consider what you're expressing about the organization's ideals by sending the questionnaire. Employees can tell a lot about a business by the kind of questions it asks.
· Ask for a few written critiques of your work. Open-ended questions at the conclusion of surveys may be used by certain organisations to highlight topics they didn't cover in the survey and that they may wish to explore in the future..
· Think about doing a variety of surveys, each with a distinct question set. "Pulse" surveys, for example, are short, more-frequent surveys that focus on a particular topic or are presented to a specific group of employees, and they may be conducted between yearly surveys. Alternatively, conduct separate polls for executives and staff, or for certain business divisions or nations (Blokdyk, 2018).
Survey results should be evaluated in bulk and decomposed for each business segment after an employee satisfaction survey has indeed been done in order to enable specific employees to make adjustments that really improve engagement levels. Others propose that managers should share survey findings with their staff and develop action plans in response. Employees' performance assessments might include engagement objectives, which would help the firm set involvement goals from the top to bottom and the bottom up (Maderas, 2021).
As a consequence of these common mistakes, many companies lose out on the opportunity to learn more about the fundamental causes of low engagement ratings or unfavourable comments by relying only on surveys. In order to stay clear of these blunders, businesses should:
· Staff should be trained by management that the survey is an organisational, not a PR, effort.
· Create a survey team to get everyone on board.
· Convene a discussion or focus group to learn more about the weight given to the various survey questions.
· To guarantee that improvements are done based on the employee input, include the whole management team in the action-planning process.
· Open-ended survey responses should be grouped by topic and classified at the workgroup level to guarantee the privacy of survey input (Parreira & North-West University. Potchefstroom Campus, 2007).
Task 3
A company's Employee Value Proposition (EVP) is often characterised as a package of financial and non-financial advantages delivered to its workers in exchange for the knowledge, talents, and experiences they bring to the table and the work they do on behalf of the business. This notion, on the other hand, is a little stale. With the Employee Value Proposition, employers help their workers develop and grow at work by providing them with a network of support, acknowledgment, and beliefs (Blokdyk, 2018).	Here are six ways to establish a terrific executive vice president:
· Analyse the present offerings of the business.
· As a starting point, speak with current or former co-workers.
· Define the EVP's most important components.
· Prepare a description of the advantages that employees will get from working with the company.
· The company must utilise the most efficient channels to promote the EV
· Check out the findings (Blokdyk, 2019).
Analyse the present offerings of the business
The foundations of EVP development should be laid down from the outset. The business must determine what it is and is not right now. There should be no ambiguity in the leadership's stance. List all the EVP components mentioned in this section for management to use as a guide. Each item on the EVP checklist must be completed in order to establish the current degree to which the organisation provides that particular service or product. It's critical to remain impartial throughout this process. So it's important to get feedback from workers on how effectively these goals are being achieved (Blokdyk, 2018). 
As a starting point, speak with current or former co-workers
It is critical to have a clear understanding of what the firm can and cannot provide before beginning to craft an EVP. Surveys of existing and new workers should be used to get input from focus groups. Employee surveys should include former workers as well as current ones, and the firm should learn what it might have done to keep them on board. This should be followed by the firm doing a background check on any potential new hires. Finding out what drives top performers and incorporating that information into a stronger job offer for future hires are two important tasks for the business (Lambru, 2012).
Define the EVP's most important components
In the next step, the results will be evaluated and a new employee value proposition will be developed (Maderas, 2021). This is how you attract and keep the best employees. From there, researchers may answer queries such as:
· For whom am I looking to fill my open positions, and what compensation and benefits package should I offer?
· What is my ideal candidate looking for in terms of career advancement?
· What type of work environment is best for my intended audience?
· What kind of work atmosphere would be perfect for the individual I'm trying to attract?
In addition, the EVP should be divided into sections according to the various job functions and responsibilities. As an example, consider the following:
· EVP for fresh grads looking for an entry-level employment will emphasise topics like career advancement, a pleasant workplace, a great employee experience, and employee benefits.
· Career stability, childcare assistance, and work-life balance will be highlighted in the EVP for professionals who aren't fresh out of college.
· Candidates must be able to immediately grasp and connect to the company's offerings after they've been identified (Blokdyk, 2018).
Prepare a description of the advantages that employees will get from working with the company
Writing an effective employee value proposition statement requires first figuring out what sets your firm apart from the competition and then determining what kind of employee experience you can provide. It is essential that the EVP statement be succinct, original, and motivational in nature. Only in this manner will the organisation be able to recruit and keep the best employees. The EVP should also be connected with the aspirations of workers and the organisation (Blokdyk, 2019).
The company must utilise the most efficient channels to promote the EVP
Get the word out by using the many internal and external communication channels you presently use in your company. Your EVP may be promoted via internal communication channels like as blogs, email, town hall meetings, and brochures. Your company's employee culture and, by consequence, your employee value proposition are directly impacted by how you interact with your workers (Blokdyk, 2018).
Outside of your company's walls, you may spread the word about your EVP through social media, such as LinkedIn and your company's website. Use the social media channels of your brand ambassadors to boost the employment brand. To assist you market your EVP throughout the applicant experience, there are a variety of communication options accessible (Blokdyk, 2019).
The most important thing is to make sure it's part of your overall company messaging and employer branding strategy.
Check out the findings
Your new EVP must first be tested on key employees. This is the first phase in the evaluation process. Inquire about measures like these:
· Job-related social media postings get more attention.
· Applications have risen.
· Passive candidates' answers have increased.
· Attrition is decreasing.
At the very least, examine your EVP once a year. Even if your present EVP is exceptional, new ideas are constantly needed to keep it running. People's expectations vary over time (Lambru, 2012).
It's important to conduct focus groups with employees to have a better understanding of their needs. To guarantee that the correct people are attracted and retained, your EVP has to be up to snuff (Maderas, 2021).
Conclusion
A competent EVP will set the organisation apart from the competition in the fight to acquire top personnel. Employees nowadays are looking for a fantastic place to work and a wonderful working experience. Organizations who understand this and use it to their advantage in the hunt for top talent will have an advantage over their competitors.
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