UNIVERSITY OF WALES
Trinity Saint David
London


MODULE CODE/ COD Y MODIWL: LCBB5004
Module: Managing People
Assessment 2

Module Lecturer: Zainab Atta
Student name: Neno Dinev
Student ID: 1917135





Contents
Introduction	1
The concept and drivers of employee engagement	2
Evaluate diagnostic tools to measure the engagement	4
An employee value proposition	5
Strategies to raise levels of employee engagement	6
Conclusion	8
Reference	9

[bookmark: _Toc90811003]Introduction
The Company just recognized that talent is critical to success and that each business need only one strategic resource. By implementing adequate employee involvement, the organization has successfully transitioned from a strategic partner to a strategic partner. It has attempted to transition from transactional to strategic, with the function head now serving as a critical member of the executive team. The company understands the critical nature of engaging and inspiring its employees. However, what is less well-known is that workers desire to be a part of something greater than themselves.
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Work environments that foster employee engagement are those that provide the right incentives, keep employees dedicated to their organization's aims and ideals, enhance their health and motivate them to help expand the firm. (Organizational Commitment: Definition, benefits, and How to Improve It | QuestionPro, 2021). Employee commitment is founded on trust, competence, devotion to different areas, and communication between the organization and its employees... If done correctly, it increases a company's chances for long-term success while simultaneously benefiting the bottom line on an individual and corporate level. It is quantifiable. It ranges from low to high. It has the potential to be cultivated and extended greatly; it also has the potential to be destroyed and abandoned (TAYLOR & WOODHAMS, 2012). 
Providing security and value for work: There is a direct correlation between an employee's well-being and their devotion to their employer. Even if employees are naïve to workplace safety, they are motivated to ensure that their position is secure, which necessitates them devoting their whole focus to professional growth. As workers' productivity would suffer as a result of fear of being discarded. Uncertainty in the job market often fosters competition among employees to retain their position.
Self-reliance: This driver was particularly essential in motivating employees to perform at their best. The polar opposite of micromanagement, work control enables people to select how to do their duties more effectively. When employees have the opportunity to manage and use their abilities, they are significantly more likely to get interested in the firm and its goal (Byrne, 2015).
Skills: This sometimes overlooked (but critical) factor has to do with how relaxed employees are at work. For workers to be productive, they need to be able to put in the physical, mental, and analytical effort. To do this, it is critical that you have access to the equipment necessary to perform your work effectively, easily, and correctly.
Appreciation and compensation dependent on results: All of these elements are critical for employee engagement in corporate operations and operations. To accomplish its objectives, the company should take into account certain aspects of employee obligations (O'Brien, 2016). The firm will strive to achieve the productivity threshold by increasing salaries and benefits and incentivizing labour and tasks, hence increasing employee engagement.
Cooperation connections: This driver applies to relationships between employees and coworkers. If team members have mutual esteem for one another, the result is strong bonds of confidence. When colleagues collaborate, coworker relationships are critical and may be fostered through an overly friendly work environment.
Equity: Participation is influenced by more than simply colleague relationships. Additionally, it is critical to understand how employees (and others) feel about their firm. Driving factors include how employees feel about the job they are expected to complete, how much they are paid, and what their supervisors and colleagues think of them. Members bear in mind that workers constantly compare their working circumstances to those of others, which means that realistic expectations are critical, as is a clear reward system.
Return: Adequate and constructive feedback enables employees to determine whether or not their objectives have been met when they are most effective, and how they might improve. Constructive criticism not only influences commitment but also has the potential to strengthen relationships between employees and managers.
Support for the goal: Will employees be equipped with the tools necessary to attain their goals? Or do distractions and a lack of assistance obstruct the achievement of major milestones? The evaluation of target assistance, which determines when employees provide the aid they need to succeed in their jobs, handles these issues and others similar to them (TAYLOR, 2010).
Availability for leader: This conductor evaluates its representatives' accessibility, exposure, and easy accessibility. When employees perceive that leadership is not linked to or accessible to them, they begin to question the purpose and decision-making of high-level corporations (Runion, 2012).
Overview: Having a sense of purpose at work is a critical aspect of employee involvement. When the safety of this driver is at stake, staff believes it is worthwhile to report to work. This also implies that they possess a feeling of purpose. Typically, it derives its significance from factors such as position, pays, or authority.
Growth of the profession: This is a result of the fact that managers and executives that promote employee progress are rewarded with promotion chances. Along with providing the appropriate tools, it is critical to empower teams to capitalize on these opportunities.
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The organization may assess the employees' attitude and degree of commitment in a variety of ways. Any technique for evaluating staff commitment may be employed as a satisfying method, a satisfaction method, or a multidimensional way for quantifying human or employee efficiency. The firm will use these ways to gauge employee commitment and sentiments about the organization.
Pulse Surveys: Regular, brief inspections are an effective approach to maintain a constant workplace pulse. This does not have to be a tough procedure. You just want to discuss how individuals feel at work regularly and what (if anything) will change from 5 to 10. This comprehensive approach to staff surveys might assist you in initiating pulse testing. If you need assistance (Hedstrom, 2018).
1-On-1s: Another excellent technique to determine commitment is to communicate with employees personally. It is an excellent method to have a true knowledge of what is going on with each team member that daily hourly meetings are scheduled for casual talk. The advantage of this feedback procedure is that it enables you to get further insight into the issue at hand since it is a private, secure dialogue. The difficulty for managers is to alleviate this worry to relax.
Stay/Exit interviews: Structured interviews with personnel are an excellent method of gathering feedback and determining what motivates and disincentivizes people to participate. While departure interviews are quite popular in most firms, a better interview to do more regularly is one in which you ask employees who are pleased with work what motivates them to persist (Armstrong &Taylor, 2017). Exit interviews are excellent, but you may be too late for them. Ideally, you use both in your business. To find out what you might have done better to boost your level of commitment, and the purpose of a stay interview is to find out what you're doing well (and what you could improve on).
NPS: The Net Promoter (NPS) workforce rating is one of the most accurate and simple techniques to measure employee contribution to the firm. It is a straightforward subject that puts one's allegiance to the test. While it is true that workers are content with their jobs, would they prefer to propose that the company is a good place to work? Are you prepared to advocate the products/services you offer? Those who discussed the value of the net promoter for employees may find it intriguing. [image: ]
Figure: Marking process for expressing company review (Novak, 2015)
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In return for the knowledge, abilities, and experience that the employee brings to the table, the individual's value proposition is referred to (EVP). Employee Values and Purpose (EVP) is defined by an executive vice president (EVP). This section discusses the primary reasons why individuals feel proud and motivated, such as inspiring vision or a distinctive society. Integral to all areas of a firm, a strong EVP assists in retaining top employees and attracting the finest external talent. Employee evaluation plans are business schedules designed to retain employees and demonstrate their value to the organization (Torrington, et al., 2014). To attract new personnel, a strong EVS would provide the organization with a competitive edge. To maintain a successful employment business's competitive edge, it may add value to employee profiles and include all advantages into the company's EVP. And In light of the current pandemic and contemporary organizational practices, there is concern that employees' low level of involvement may jeopardize enterprises' existence (Maylett, 2017). The Corporation has no intention of quantifying historical employee engagement. However, the firm is now considering this, and the efforts it is taking are intended to demonstrate the employee's value proposition. These stages are as follows:
Working from home: WFH indicates that an employee does not work from his or her place of employment, apartment, or home. Numerous businesses have a work-from-home or remote working policy that encourages employees to work entirely or in part from home (Working remotely: how to make it work for you., 2021). WFH employees often have a better work-life balance, often even more so since they spend less time in the office and can complete tasks quicker in a focused atmosphere. And this enhances employee interest in the organization; they are more motivated to work on the challenge, which improves the EVP.
Flexible working time: Flexible hours, also known as flexibility or a flexible employment day, refer to a workday that starts and ends later than the standard 9 a.m. At 5:00 p.m. As a general rule, workers are encouraged to start their tasks earlier or later than anticipated because of the flexibility of working hours (Burdin and Pérotin, 2016). And this is advantageous for the employee amid a pandemic.
Job design/restructuring roles: Jobs are reorganized as your supervisor modifies the nature and scope of your employment (Job Description & Job Specification - Definition, Purpose, PPT, 2021). This may include lateral consolidation, in which current job descriptions are revised to accommodate some new functions performed at the same level as existing positions. This assists the employee in remaining interested in their job and avoiding boredom.
Making the workplace “Covid-19 safe”: As a consequence of the pandemic, we witnessed a significant rise in the number of people working from home. However, certain employees are required to work in the office, and the firm is responsible for providing a suitable work environment for these employees. As a result, people are not frightened to report to work during this epidemic.
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Conscious and periodic contact: As businesses develop, the bonds that unite colleagues may deteriorate and weaken, resulting in departments working independently before it is too late and workers being isolated from their colleagues. Human resources are likely to take on the role of corporate communicators in the absence of a dedicated internal communication team (possibly with help from your marketing team). With remote teams or those working from a distance, managers are more aware of your communications; encourage them to use the digital medium of their choice; and arrange regular checks with their direct reports and management colleagues to ensure they're on the same page.
Specify and share the intent of the organization: When a company's purpose and objective are not only stated openly but also lived," by top management, employees can more completely embrace their mission and understand how duties and activities are aligned with their ultimate priorities (Maegaard, 2019). Then, challenge top management to demonstrate progress in this area: does the business continue to justify its specified aim, or does it cease to exist? How is this transformation required? How do individuals contribute their ideas and emotions to the organization? Then examine your own human resources policies and procedures.
Empower the employees: It's acceptable that some CEOs engage in micromanagement during times of crisis, or that team members are hesitant or unable of responding to demanding deadlines. Micromanagement, on the other hand, undermines employee involvement. The staff's enthusiasm and inventiveness are constantly rectified, while negative feedback is minimal. Managers that act as impediments to action may suffocate processes. Inevitably, both retention and recruitment will be affected. Alternatively, your workers would be motivated, encouraged, and confident enough to work independently while yet relying on you for advice (Lauritsen, 2020). As an HR professional, speak with the supervisor in issue if you see micromanagement at work. Assist them in identifying their organizational styles and developing a strategy for increasing employee trust and authority.
Recognize good work: Does your business publicly and voluntarily acknowledge and thank its employees regularly? Even if a handful of your executives and managers express appreciation for their employees' efforts, there is always more that can be done - at all levels of a business. Creating digital avenues for employees to express gratitude for going the extra mile – Totem is an excellent example – or instituting an incentive-based scheme or awards program are excellent methods to foster a culture of public appreciation and acknowledgement.







[bookmark: _Toc90811008]Conclusion
Ultimately, an organization's objective is to attract the finest in the industry and people by establishing a competitive advantage over its competitors. A solid employee value proposition also boosts morale, as recruits feel as though they own the firm, as the company owns them. The management must then keep an eye on the strategy to acquire new high-energy staff for the benefit of the workforce. This section discusses the ideas and factors that influence employee engagement. And to quantify their success, the organization must include engagement diagnostic tools. For a strong employee value proposition, these are the required steps and prerequisites.
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