 
 
 
 
 
Module: Managing People 
Module code: LCBB5004 
Assignment Title: Assessment 2




Student Name:  MIHAELA DODOC
Student ID:  2022006













	 
Table of Contents 
Introduction	3 
“Reviews of the concept and drivers of employee engagement”	3 
“Evaluation of diagnostic tools to measure employee engagement”	4 
“Construction of an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement”	6 
Conclusion	7 
References	8 

 
 	 

[bookmark: _Toc5965]Introduction  
Employee engagement refers to the level to which the employees of an organisation are connected to the organisational objectives. It also refers to the mental and emotional connection of the workforce to their workplace. Employee engagement is an effective part of organisational development that addressed the relative figures which are job satisfaction and employee loyalty (Motyka, 2018). The aim of this report is to review the concepts and drivers of employee engagement along with the necessary diagnostic tools to measure its level. The report will further develop employee value proposition ideas to increase the level of employee engagement in the current organisation.  
[bookmark: _Toc5966]“Reviews of the concept and drivers of employee engagement”  
Covid-19 has created havoc on the overall organisational management as most of organisation needs to shift the overall management procedure. For example, the change in technological advancement and implementation of the same has created a paradigm shift in the overall concept of employee engagement. The drivers of employee engagement refer to the factors that contribute to the increased efficacy and productivity of the employees and the workforce fell more connected to the organisation (Lesener et al., 2020). The key drivers of employee engagement for the current organisation in the post-pandemic situation are as follows.  
Autonomy and flexibility  
Autonomy refers to the intrinsic freedom of the employees to do a particular share of the task. Similarly, flexibility refers to the integration of adaptability and freedom within the organisation. Autonomy and flexibility also beget a sense of trust and security in the job and the workers feel more connected to their workplace. The current organisation needs to provide autonomy and flexibility in choosing their share of work and reduce the tendency to micromanage things which may create hindrance in the path of employee engagement (Singh, 2019).  
Leadership strategies  
Effective leadership is the means of creating a sense of security and guidance which is associated with increased employee engagement. With structured and contingency leadership strategies, the current organisation would be able to create a sense of safety and connection and they would be able to work more efficiently which is responsible for increasing organisational productivity. With the shift of the operational strategies in the post-pandemic situation, leadership has become an effective component of employee engagement (Kumar and Kapoor, 2021). The availability of the leaders is not sufficient for the development of the organisational strategies, the organisation also needs to implement the integration of the leadership qualities of the individual.  
Management capacity 
Management capacity refers to the activities performed by the organisation to increase organisational productivity and get a competitive edge. Employees have been the most important part of the organisation upon who depends the productivity and brand personality. With the implementation of appropriate management capacity, the organisation would be able to focus on employee engagement. Technological advancements are an important aspect of management capabilities that helps the organisation in addressing the needs of the employees in the post-pandemic scenario (Choudhury and Mohanty, 2019).  
Organisational culture 
Organisational culture refers to the components such as the relationship between the coworkers and the support that the employees get in an organisational scenario. Effective interpersonal goals, transparency and fairness in the overall operational management and the opportunities for personal and professional development of the employees act as the backbone of the organisational culture and the current organisation needs to implement an effective organisational culture in order to boost the commitment and loyalty of the workforce towards the development of the current company (Lesener et al., 2020).  
Meaningfulness of the work 
The provided role of the employees and their workloads should be adequate in terms of the ability and experience of the workers. If these two criteria do not match, there would be psychological adversity in the workforce which would immediately affect the overall productivity and performance of the organisation (Kumar and Kapoor, 2021). On the other hand, if the work is too easy according to the abilities and experiences of the employees would feel monotonous and also leads to a decrease in productivity.  
[bookmark: _Toc5967]“Evaluation of diagnostic tools to measure employee engagement”  
In the post-pandemic scenario, most of the workforce in the organisational scenario has opted for remote working and it has created a huge impact on the employee engagement within the current company. With this huge shift, the means of measuring the level of engagement has also critically altered.  Employee engagement within an organisation could be measured by assessing other relatable factors such as retention rate of the employees, overall productivity and performance, initiative level of the workforce for particular tasks, satisfaction of the employees and the organisational loyalty and commitment. It is important to measure the organisational performance of the employees as it provides a basic idea of the strengths and loopholes presented within the operational management structure of the organisation (Ravinskaya et al., 2022). The most important diagnostic tools to measure the level of employee engagement within the current organisation are as follows.  
Employee surveys 
Employee surveys are the easiest and most convenient tool for diagnosing employee management for the current organisation. The organisational authority can conduct frequent employee surveys that contain questions related to the needs, and expectations of the employees as well as the fulfilment of the expectations while working in a certain organisation. In most cases, anonymous surveys are the most helpful as the organisation is it extracts more helpful and transparent answers from the employees (Hafner et al., 2020).  
Focus groups 
Focus groups refer to the process of recognising a particular group of employees on the basis of their workloads, departments and other working criteria and focusing on a particular need or expectation of the employees. On the other hand, creating focus groups is the process of diving into the overall needs for organisational development in small sections and then focusing on the needs so that the expectations of the employees are covered (De Wit et al., 2018).   
Exit interviews 
The reason behind employee retention is the lack of employee engagement within an organisation. Conducting exit interviews would help the organisation to understand the reasons behind the decisions of the potential workforce to leave the organisation. If there are any situations or instances that need to be changed within the organisation, it can create and implement a proper action plan that would be responsible for driving organisational employee engagement to a certain level (Bridger, 2022).  
Key performance index 
There are four prime key performance indices that describe the satisfaction of the customers, satisfaction of the employees, total revenue generated and internal process management quality. The KPIs are helpful in understanding the loopholes as well as the weaknesses of the organisation and it enables the organisation to rectify the flaws related to the employee engagement, workforce satisfaction and organisational commitment and the loyalties which will provide the organisation with an increased competitive advantage within the target market (Bridger, 2022).  
Employee satisfaction index 
The employee satisfaction index refers to an employee engagement tool that helps the organisation to comprehend the need of the employees in a certain situation. The employee satisfaction index can be considered a part of the annual survey that focuses on the broader changes regarding the betterment of the workforce. This kind of measurement tool is effective in the post-pandemic situation as the employees of the current organisation are more enthused by the restriction imposed by the legislative authority of the country and more acquitted with the virtual integration of the employees with the organisational scenario (Bridger, 2022).  
[bookmark: _Toc5968]“Construction of an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement”  
Employee based value proposition refers to the comparison of the skills and competencies of the employees of an organisation and the positions and other financial benefits that the individual receives from the organisation. In other words, an employee based value proposition refers to the mutual transfer of finances and skills between the organisation and the employee base (Stonig et al., 2022). In order to create an employee based value proposition for the current organisation, the following approaches might be considered.  
Stability of the job 
Stability of the job refers to the concept that the equilibrium of the job position and the responsibilities of an employee within the organisational scenario. The organisational authority needs to create an atmosphere or culture so that the employees would feel connected to the objective of the organisation and align them with the means of personal development. The fear of the uncertainty of the job position may hinder the employee value proposition of the current organisation (Conroy, 2022).  
Work-life balance 
In many cases, it has been noticed that the disrupted equilibrium of the work and life balance and ineffectiveness to manage the time between the personal and professional time. The organisation needs to provide flexibility and opportunities to adapt to the working situation according to their convenience. Flexible hours of work and job sharing are examples of providing workplace flexibility that would help the organisation to create an employee value proposition (Tran, 2018).  
Compensation and benefits 
Compensation and benefits act as the means of creating an external motivational aspect that helps the employees of an organisation to create a more straightforward engagement of the workforce. Compensation can be provided to the employees in the form of a payroll increase that positively affects the well-being of the employees. Benefits could be provided either in the form of individual performance related pay or group pay or internal employee promotions (Nurmi and Varis, 2021). Compensation and benefits at an individual level also assist them in providing direct and extrinsic motivation that helps in raising the productivity and the level of performance of the individuals.  
Respect and recognition 
Respect and recognition of the workforce within an organisation help the management to address two distinct factors which are workplace-related stress and the resolving of the conflicts. Respect between the employees and the organisational authorities helps the organisation to promote a culture of transparency, equality and fairness which is also associated with reducing the work related stress of the organisation (Stonig et al., 2022). Respect and recognition within the organisational scenario could be considered the primary components in building trust, efficiency transparency and safety in the current organisational scenario.  
Communication 
Communication is an important aspect of creating an interpersonal connection within organisational management. Communication within the organisational management helps in conveying a clear message and instructions that help in understanding and associating with the strategies building collaborative practices within a cooperative scenario. In most cases, the organisations use the top-down approach to communicating with their employees which affects the consistency of the workflow through effective teamwork (Nurmi and Varis, 2021). The significance of communication in creating an employee value proposition is the basic form of coordination, fluent transformation of the working capacities, raises the efficiency of the management and boosts the morale and performance orientation of the employees.  
[bookmark: _Toc5969]Conclusion  
In conclusion, the report has presented a brief discussion on the pros and cons of employee engagement along with the key factors and drivers that affect the particular concept within the current organisational scenario. The impact of the Covid-19 pandemic and the internal paradigm shift in the operational management of the business organisation have been affecting the overall concept of employee engagement. In order to create an employee value proposition, the current organisation needs to effectively implement various factors such as communication, respect, flexibility, opportunities for personal and professional development and the overall stability of the jobs. However, recognising the intrinsic abilities of the individual employees and handling them with creativity help the organisations to create an employee based benefit.  
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