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Introduction
Clothing and apparel have always been a massive industry in the United Kingdom. Once, 80% of the British exports had accounted for wool only. Currently, United Kingdom’s Fashion industry has nearly £26 billion, apart from having 800,000 people employed, making it the largest creativity sector in the UK. Alone, fashion and textile exports are approximately worth more than £6.5 billion (Szydlowska & K, 2020). This apart from exporting British fashion products and items to other countries. Ever after multinationals adopted conglomerates and invested tons in millennials fashion, the foreign direct investment has quite risen. Marks and Spencer’s Group Public Limited Company (generally shortened to M&S) is one of the biggest and most famous British originated multinational fashion retailers, with their main headquarters present in London, Britain. It has a specialty in selling products such as innerwear, clothes, accessories, shoes, home goods, and food items, generally from its tag. The main aim of this report is to critically explore how different employee engagement techniques can increase the motivation level of their employees. 
[bookmark: _Toc102846709]Background of Marks and Spencer’s market share
Like any other fashion retailer, Marks and Spencer have a ton of competitors in the market, especially in the United Kingdom.  An increased number of competitors require the brand to stay on top of its game and use its competitive advantage, timelessness and rich history. A few of their top competitors are Macy’s, Primark, Zara, Next and Debenhams. Primark has its headquarters in London, which gives it a pretty tough competition in price and variety (Kwiatkowska & A, 2018). As for Debenhams, it has one-third of the employees that M&S has, with 214.2,000 Twitter followers, as opposed to M&S, which has 623.6,000 followers. Debenhams has 12.7% of engagement on their social media profiles, whereas M&S has 22.61% engagement, most of which is on their Instagram and Twitter profiles. Even Marks and Spencer’s have 1.5,000 stores, whereas Debenhams has 183 only in total.
It has an official listing on London’s Stock Exchange while being an integral of the Index of FTSE 250. Earlier it was part of the FTSE 100 Index since it was created in 2019. Marks and Spencer were founded in 1884, in Leeds, by two partners, called Thomas Spencer and Michael Marks. Currently, only the UK has more than 1,000 shops, out of which 615 of them exclusively sell food items, and by their advertising and promotions, they can market their high-class and luxurious range of food and drinks. Also, by its joint venture with Ocado, they deliver a food delivery online service. 
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M&S feels as though their employees’ well-being remains to be quite a significant aspect of employee engagement, which leads to economic success. Hence their wellness program tries to make a dedicated and vigorous staff which seems to be interested in its society. To increase engagement, M&S improved the essentials in the program that employees recommended, such as a calendar of events such as the annual weight loss challenge and the BIKE 24 charity challenge and a triage physiotherapy month that beat NHS 3-month waiting times. Turnover has dropped to a low of 0.50 per cent since its launch in February 2013 (Esoimeme & E.E, 2020). Within just a month, sick days decreased by 7%. Over 13,000 M&S employees have used the company's wellness website, planahealth.com. M&S Wellbeing, however, has gone worldwide, offering locally tailored solutions such as a Greek EAP course and a Wellbeing portal.
Understanding whatever inspires people and causes them to be genuinely committed to their job is critical to improving employee engagement. However, there are no uniform factors that influence employee engagement. These might fluctuate from one company to another and sometimes even across various categories of staff in the same company. Drivers can also alter over time or due to outside influences (such as an economic depression or a public health crisis). Returning to basics and understanding the characteristics that allow individuals to focus and accomplish their best work is especially important during economic growth, social, and technological development (Joshi, et al., 2022). Marks and Spencer can adopt several different employee engagement techniques to boost the involvement of employees within the working contribution, positively contributing to the success of the business organisation. 
The attitudes and practices that build an organisation’s culture define "how tasks are accomplished here." Employee engagement motivations and levels are heavily driven by organisational culture, including participation and customs influenced by leadership and management techniques. Workers' freedom to speak out or express fresh ideas may be engagement drivers for a company recognised for creativity. Conversely, an operationally efficient corporate culture may involve cooperation or implementation. This will help Marks and Spencer attract more and more innovative ideas for the company’s potential success. If individuals asked administrators across two different businesses what motivates their staff to participate, one could get two other answers. To be involved, a nonprofit employee, for example, may require work that is meaningful and linked to community goals. On the other hand, a clothing line worker may prioritise workplace safety and connections with coworkers. Like the corporate culture at Marks and Spencer, employee engagement drivers are impacted by the industry and colleagues with whom they work. Employees may have varied possibilities to get more involved with their job depending on the sector (Gupta & R, 2021). Some of M&S’s workers Participating in industry conventions, trade fairs, and webinars might help them improve their skills, make new contacts, and expose their knowledge in bigger circles.
Such initiatives might vary by sector, yet they all help drive workers to understand further, demonstrate their abilities, or strengthen connections with their coworkers, which all significantly influence employee engagement. An individual’s job function has a substantial impact on what inspires them. Meaningful work is an incentive in and of itself for certain employees. Job meaning is unique to each individual and hard to measure, yet it is an essential aspect of motivating people to perform their best work. Employees of M&S that are passionately driven by their jobs believe they are helping to attain broader aims or serve the greater good (Faria & B., 2020). Progress, as well as modifications within their work duties, may also drive other workers simultaneously. For certain workers, it is how they connect with those in the workplace that determines their level of engagement. They seek great working connections, an optimistic work harmony, job stability, or anything else wholly unrelated to their professional responsibilities. 
With this in perspective, leaders should understand how the job's unique responsibilities affect engagement for certain workers though not all. Various elements might encourage employees depending upon where they are in their careers. Employees in their primary jobs, as an example, might appreciate competitive compensation” or “good leaders who really can assist them in developing their skills. Employees with more experience may prefer outstanding working relationships or flexible work hours that match their needs (McAndrew, et al., 2018). Connections, workplace culture, and independence are maybe even more important to employees who have worked in different companies or industries than their colleagues. A contemporary employee engagement study must recognise whatever motivates individuals, even as their motivations change. The best method to evaluate and manage these factors at scale and in real-time is to use a people success platform, which provides a comprehensive perspective of the employee experience. 
It's also critical to ensure your staff have the resources to do their duties, including software and organising tools. As more firms adopt remote work, companies must think about investing in collaborations and productivity solutions that enable employees to communicate efficiently and effectively among their coworkers. As per Statista reports, 72 per cent of job seekers say having a work-life balance seems to be an essential issue. As a result, emphasising balance in your workplace is critical for employee engagement and retention. Lighting and temperature, for example, have an impact on performance and production. At the same time, some individuals like solitude and bright lights to work in, and some favour background noises and dark lighting. One should ask their staff regularly whatever changes they would like to see in their workplace because it might be as easy as lowering the lights or instituting quiet hours. Allowing workers to work from their homes or even in a coworking space may create a pleasant work environment. If Marks and Spencer decide to go hybrid or entirely remote, following these guidelines when creating a work-from-home culture seems critical.
Employees who validate M&S's principles of getting imaginative plus inspiring remain recognised along with a worker of the month prize for how that business's internal email page (Arustamyan & A, 2020).  The award also recognises remarkable achievements by M&S employees who are dedicated to their coworkers and go above and beyond for consumers. Workers submit recommendations to their direct supervisor once a month, or one worker is chosen from the list. There is no specific award for winners because the section from which the winner comes is picked each month. Staff performance is also rewarded at M&S. 
Businesses should search for measures to monitor and quantify employee engagement levels to ensure future success. Employee engagement is most typically measured with surveys, which provide input on employee sentiments and opinions. The most successful surveys may be completed and submitted anonymously, increasing participation rates and giving staff more honest comments. Managers can gauge employee engagement by asking survey questions like: Are you committed to providing your best effort every day at work? Are you pleased with your workplace's culture? Is there an obvious connection between your job and the company's objectives? While polling workers once or thrice a year would be a good starting place, it does not give real-time, continuous, or holistic input. As a result, firms are increasingly augmenting annual surveys with flexible software tools to collect and measure employee engagement. Contemporary HR programs offer capabilities for collecting feedback and measuring employee happiness and the ability to manage your staff and their data by centralising survey findings.
Employers now have another robust tool because of social media’s advent. Companies may watch Glassdoor ratings and reviews, for example, to gauge employee opinion. Internal social media networks are beneficial, such as the corporate intranet that allows workers to share ideas and participate in discussions. This will enable managers to understand better their staff, morale, and the broader corporate culture.
Employee Value Proposition 
Employee Value Proposition (EVP) is defined as a "collection of associations and services supplied by a company in exchange for the talents, competencies, and experiences brought to the business by an employee." The word EVP is taken from the marketing phrase Unique Value Proposition, which outlines a provider’s value to clients. EVP is the value that an employer offers to its workers. These values are specific to the company plus whatever they would be delivering in return for the employee. It is beneficial for Marks & Spencer to have a substantial Employee Value Proposition. This will attract exceptional prospects to your firm while also raising brand awareness for your company. Here's an example of a set of bullet points for each of your EVP's five pillars: 

· Winning as nothing more than a group is the culture. Iterate and measure. A diverse range of perspectives. 
· Base salary is competitive. Bonuses for helping the team out. Continue to align with your portfolio. 
· Path to partnership in your career. A rapidly growing financial brand. Start your projects. 
· Industry-leading Parental leaving. Vacation without limits. Team-building exercises. 
· Workplace means working from home till it is safe. Engineer's office in full swing. Work alone while improving together.
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Marks and Spencer’s vision is to strive and achieve the highest standards, ensure long-term access to quality products and maintain their position as the UK’s number 1 fashion brand. It is undoubtedly the most popular and demanding fashion retail store in the UK, and in all the countries, it has expanded its operations. It must cater to the growing competition by ensuring that its employees perform their best, majorly by focusing on different employee engagement techniques to increase their motivation. 
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