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[bookmark: _Toc102190819]Introduction
Company leaders are aware of the critical role played by their personnel. It is possible that a company's success is more influenced by its ability to manage its personnel than by its actual abilities. Human resources management is just as vital as having a well-trained staff. It is important, but what precisely is "people management?" Working remotely requires an understanding of how best to handle their co-workers. Boil it down to its essence, the goal of people management is to ensure that the workers have everything they need to do their jobs. There is a lot more to human resources than meets the eye. Showing the care about their well-being is the most important thing manager can do (Leroy, et al., 2018). It may mean attending to the physical and emotional well-being of the individual, providing compassionate assistance in overcoming challenges or inspiring them to achieve their professional and personal development goals to the best of their ability. It is uncommon for individuals to think of "people management" as having to do with things like hiring and training employees as well as evaluating and disciplining them (Forsyth, et al., 2020). Maintaining the health and well-being of others is a major responsibility that comes with this employment.
· Accurately compensating workers for their work
· Providing each individual and team with the resources they need to carry out their responsibilities (including having enough time to do what they are asked to, or enough team members with whom to share a workload)
· Maintaining a healthy work environment by providing workers with the tools they need to feel secure and happy (including, for example, listening and compassion from their manager when they are struggling)
· Conflict resolution amongst workers or on a team or better yet, establishing an open and cooperative atmosphere that doesn't foster conflict is what mediation is all about.
· Promoting employee self-esteem and motivation by providing more than just classroom instruction.
· Resolving issues that hinder staff productivity
[bookmark: _Toc102190820]The Concept and Drivers of Employee Engagement
Gaining a deeper knowledge of what motivates and engages employees is the first step in increasing employee morale and productivity. Employee happiness isn't influenced by a set of universal criteria (Tsourvakas & Yfantidou, 2018). Companies, as well as groups of employees inside the same organisation, may have their own unique set of standards. It's possible that drivers' behaviours through time or because of environmental influences (like an economic depression or public health crisis). Back to basics may be especially advantageous in times of fast economic, social, and technological change since it helps individuals concentrate and perform at their best (Garg, et al., 2018). Worker involvement is often fuelled by employees' desire to:
· Work on those matters
· Enhancing one's professional potential
· Empowerment
· Belonging \ recognition
· Creating a work environment in which everyone is happy
Even though technology and other contemporary practises have transformed the way organization work, traditional employee engagement factors have remained intact. A more personalised picture of these motivators is needed for a modern approach to employee engagement and human resources management (Burnett & Lisk, 2019). Discuss the elements that influence employee engagement, how to identify the most critical ones for the company, and how to use that information to improve morale.
[bookmark: _Toc102190821]Employee Engagement: Influencing Factors
Many variables influence the elements that influence employee engagement, including:
Organizational Culture
The beliefs and practises that define an organization's culture are referred to as "the way things are done here." A company's culture and its leadership and management methods have a significant effect on employee engagement, which in turn affects both employee engagement and company culture (Satata, 2021). The opportunity to speak out and share fresh ideas may be a factor in employee engagement in a firm noted for innovation. As an alternative, an operationally efficient culture has engagement drivers that focus on teamwork and implementation.
Industry
It is possible to come up with two entirely distinct lists of what motivates workers in various businesses. Non-profit workers may need to feel that their job contributes to the greater good, for example, if they are to be motivated. Autoworkers, on the other hand, may put a greater emphasis on workplace safety and the well-being of their co-workers. Similarly to organisational culture, an employee's engagement drivers are influenced by their industry and the individuals they work with. In certain industries, workers may have the opportunity to become involved and become more invested in their job. Employees may learn new skills, meet new people, and showcase their expertise by attending conferences, trade exhibitions, and webinars in their industry (Ali & Anwar, 2021). Each sector has its own unique way of doing these events, but they all have a significant influence on employee engagement since they drive employees to learn more, display their abilities, or establish closer connections with their co-workers.
Job Function
An employee's motivation may be influenced by the character of their profession. Having a purposeful career might provide happiness to certain individuals. It is impossible to define the significance of work to a person, yet it is a significant driving element in the workplace. There are employees that have a strong sense of purpose in their work and think that they are making a difference in the world. They might be inspired by the extension of their responsibilities and the change in their priorities (Karatepe, et al., 2021). Increasing an employee's motivation may be done by giving them the freedom to focus on tasks that are more closely related to their own passions. Some workers are more motivated by their relationships with colleagues than by the task they are supposed to be doing. People are seeking a healthy work-life balance, stability at their current employer, or anything else wholly unrelated to their professional duties. Because of this, managers should pay attention to how distinctive job duties affect employee engagement in some areas but not in all.
[bookmark: _Toc102190822]Identify Drivers of Employee Engagement 
When it comes to employee engagement in the modern workplace, understanding what drives people is essential. These characteristics can only be assessed and managed at scale and in real-time if you use a complete employee experience platform like People Success. In a people success platform, an effective employee engagement solution provides real-time and on-demand information rather than a massive annual data dump (De-la-Calle-Durán & Rodríguez-Sánchez, 2021). Employee engagement is affected by a variety of variables, some of which are specific to a company's leadership and others that are more system wide. In Glint's Driver Impact Report, organisations may learn more about the variables that drive employee engagement for certain groups by combining the characteristics of these groups. " (such as job title and geographic region).
[bookmark: _Toc102190823]Boost Employee Engagement
Person engagement is driven by a variety of variables that differ from company to organisation and from employee to employee. Along with changes in management, culture, or external forces, drivers evolve as well. Using a people success platform, manager can actively seek out input from employees and use that information to track, monitor, and act on ways to boost morale and productivity (Chanana, 2021).
[bookmark: _Toc102190824]Diagnostic Tools to Measure Engagement
[bookmark: _Toc102190825]Employee Survey
To gather information on employee attitudes and sentiments, surveys are the most widely utilised technique for gauging employee engagement. Employees are more likely to participate in surveys when they can remain anonymous while completing the forms and submitting them (Innes, et al., 2021). An added benefit of using a third-party administrator (such as Survey Monkey) is that workers may express themselves more freely without fear of repercussions.
With the use of survey questions like these, managers may get an idea of how engaged their team is.
· How committed are they to bringing their A-game to work every day?
· Are they happy with the work environment's culture?
· Does their job directly contribute to the company's objectives?
Employees' motivations, interests, job happiness, and quality of work relationships may all be gleaned through a good survey. When it comes to monetary incentives, workers are generally driven by professional progress, work/life balance as well as community participation, for example.
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There are advantages and disadvantages to surveying the workforce once or twice a year, but they do not give real-time feedback or a comprehensive view of the business. As a result, firms are increasingly using flexible software solutions to collect and measure employee engagement year-round in addition to traditional quarterly surveys. By keeping survey findings in one central location, modern HR technologies make it easy to gather feedback and gauge employee happiness. Managers and staff may benefit greatly from more regular communication and feedback thanks to performance management software (Zomerlei, et al., 2021). This ensures that everyone is pleased, on track, and working together to achieve individual, department, and company-wide objectives.
[bookmark: _Toc102190827]Social Media
As social media use grows, businesses now have another effective weapon at their disposal. Using Glassdoor reviews and ratings as an example, organisations may gauge employee opinion. Even if they do not have an internal social media network like the workplace intranet, may still benefit from it. Managers may learn more about their teams and the company's culture via these exercises.
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Using a well-designed engagement survey is vital, but it is also important to ask difficult questions about why high-performing individuals leave the organisation. To recruit and keep the greatest, fully engaged superstar workers, this important input may be used to identify areas of improvement Exit interviews and, if feasible, follow-up phone calls a month or longer after the employee leaves are two common recommendations from experts (Michelsen, 2021). Both are conducted during the individual's last week of employment.
[bookmark: _Toc102190829]Employee Value Proposition
For a company to recruit the best employees, it is essential to have a strong employer brand. One of the most important questions a company may ask is, "Why should someone with exceptional skill choose to work with us?" A distinctive EVP will help to attract and retain top employees, providing with a distinct advantage over the rivals in the marketplace (Ariyanto & Kustini, 2021). Even if the manager is attempting to recruit passive applicants, it makes talent management simple.
[bookmark: _Toc102190830]Attracting Top Talent
Recruitment marketing has seen a dramatic shift in recent years. Prospective workers are getting more and more discriminating in their quest for new employment opportunities. Recruitment-marketing-and-employee-value-proposition (Hussein, et al., 2022). Remote work possibilities, for example, have exploded in recent years, making it easier for job seekers to discover higher-paying positions that simultaneously provide greater work-life balance.
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[bookmark: _Toc102190831]Retain Top Talent
It is critical in today's competitive industry to entice the proper kind of employees. However, it is just as, if not more, critical to keep top performers. Improve-employee-retention. Talented personnel are hard to replace, so losing them is a costly mistake. It takes a long time and costs a lot of money (Anita, et al., 2021). Because of this, Fortune 500 firms go to great lengths to retain their best employees.
[bookmark: _Toc102190832]Optimising Recruiting Expenses
In the first place, bright people will apply to the organisation if the employee value offer is intriguing. It will also save money on hiring agencies, job postings, and other methods of attracting new employees by using these less expensive methods. Essentially, it will show a decrease in the cost of each hire. It also saves on recruiting and training expenditures since an EVP helps to retain top employees (Thiensiri, 2021). Because so many firm resources are dedicated to preparing and training new employees, this adds up quickly.
[bookmark: _Toc102190833]Conclusion
Personnel management seems to be a basic procedure for ensuring that personnel have the resources they need to do their jobs. However, this is not the case. A company's capacity to fulfil its objectives of efficiency, customer happiness, and product innovation is dependent on the ability to manage its people effectively. Effective management of people is more than a function, though. Good people management requires effective communication (especially criticism) and a culture that sees problem-solving as a learning opportunity, among other things. Overseeing people from a distance is difficult, but not impossible. Human resource professionals must be open and flexible in their communication with their employees if they are to assist them in navigating these difficult economic times.
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