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INTRODUCTION
The report is written from the standpoint of Joules, a fashion shop situated in Leicestershire. The report examines the notion of employee engagement as well as the factors that influence it. It assesses diagnostic techniques for measuring engagement and develops an employee value proposition based on the previously discussed concepts and analyses, including tactics for increasing engagement. The report demonstrates a critical grasp of the business environment in which people experts operate and examines how internal and external variables impact resourcing management in an organisation.
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To maximize employee engagement, it is essential to comprehend what inspires and pushes workers to be personally committed to their job. However, there is no fundamental source of motivation for employee engagement. These can vary from one company to another, as well as across various groups of staff within the same business. Drivers can also alter over time or as a result of outside influences (like an economic depression or public health crisis). In times of fast economic, social, and technological change, it is especially important to get back to fundamentals and grasp the characteristics that allow individuals to focus and accomplish their best job. Employee engagement is driven by employees' wish for career growth, Leadership, meaning, empowerment, belonging, meaningful work, fulfilling work relationships and acknowledgement (Tran, 2022). 
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Organisational cultures
The beliefs and practices that create an organization's culture and represent "the way things get done around here" are referred to as its culture. Culture has a strong influence on employee engagement motivations and levels, and both engagement and culture are impacted by the organization's current management and leadership strategies. Similarly, companies such as Joules are emphasising creativity, and engagement factors may be related to an employee's propensity to speak out or share fresh ideas. A culture of an organization driven by operational excellence, on the other hand, may include engagement drivers relating to cooperation and execution (Meng and Berger, 2019).
Industry 
Employee engagement drivers, like corporate culture, are impacted by the industry in which employees operate and the colleagues with whom they work. Depending on the business, there may be many possibilities for employees to get more active and engaged with their job. Attending industry conferences, trade shows, and seminars allows employees to improve their skills, make new contacts, and demonstrate their knowledge in bigger circles. The company tries its best to offer valuable services to the customer as it is surrounded by competitors like All Saints, Desigual, Next and Reiss. Such activities could vary from industry to industry, and yet they all help to drive employees to learn more, demonstrate their abilities, or develop closer relationships with their peers—all of which have a significant influence on employee engagement (Kwon and Kim, 2020).
Job function 
The precise work role of an individual might have a significant influence on what inspires them.  Meaningful work is an incentive in and of itself for certain employees. The meaning of work is unique to each individual and can be difficult to quantify, but it is an important aspect of motivating people to perform their best job. Employees that are intrinsically driven by their work believe they are contributing to the greater good or assisting in the achievement of broader aims. Other people are inspired by improvements in their job duties and progress. Giving an employee more flexibility in their position or allowing them to concentrate on initiatives that are more closely linked with their interests might encourage them. For some individuals, it may not be the job function itself that influences engagement, but rather how they connect with others at work. They seek great connections with co-workers and bosses, a positive work balance, job stability, or anything completely unrelated to their professional responsibilities. Keeping this in mind, managers should pay attention to how certain job requirements affect interest for some individuals but not all (Albrecht et.al., 2018).
Career path
Another aspect that adds to employee engagement is career objectives and progress toward them. Regardless of the stage of their career, an individual may be driven by a variety of factors. Individuals in the early phases of their careers, for example, may emphasise competitive salaries and excellent leaders who assist them enhance their abilities (Idowu and Elbanna, 2020). More experienced employees may value excellent relationships with co-workers or flexible work schedules that fit their schedules. Employees with previous experience in different companies or sectors may be more motivated by connections, working environment, and flexibility than their colleagues.
A variety of controllable factors influence employee engagement. Employees are more likely to create a deeper emotional relationship with the company and their job while they have a chance to network with the corporate vision, their colleagues, and organisational leaders (Indrasari et al., 2019). This leads to more engagement and better performance. Employee engagement drivers differ from one firm to the next and from one employee to the next due to a variety of reasons. Drivers vary throughout time as a result of changes in management, culture, or external forces. A people success platform is a proactive technique to gather ongoing employee input that allows you to assess, monitor, and act to enhance employee engagement.
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Employee Surveys 
Surveys have been the most extensively used approach for gauging employee engagement since they give insight into employee ideas and opinions. The most effective surveys may be completed and submitted in private, raising participation rates and allowing employees to offer more candid feedback. Using a third-party administrator might also give employees confidence that they can express themselves freely without fear of repercussions. A successful survey should be able to assist the company to understand its employees' objectives, interests, job satisfaction levels, and work relationship quality (Ebener and Hasselhorn, 2019).
HR Tools
Although interviewing employees once or twice a year is a solid beginning point, it does not provide real-time, ongoing, or comprehensive feedback. As a consequence, companies are increasingly supplementing statistical data with adaptive software solutions that can gather and assess employee engagement year-round. By gathering survey findings in one spot, modern HR systems enable businesses to collect feedback and evaluate job satisfaction while also controlling their people and data. More frequent discussions and reviews between employees and managers may be enabled and tracked with the use of quality management software. This aims to guarantee that everyone is happy, on track, and work together to accomplish individual, departmental, and company-wide goals (Ben-Gal, 2019).
The Internet of Things
Companies will have another powerful weapon at their disposal as social media grows in popularity. Companies, for example, can use Glassdoor reviews and ratings to gauge employee sentiment. It is also advantageous to have an integrated social media network, such as the corporate intranet, which allows employees to submit ideas and engage in debates. This enables managers to have a better grasp of their employees' morale as well as the larger corporate culture. Joules has a widespread presence on social media platforms like LinkedIn, Pinterest, Facebook, blog, and Twitter (Kapoor et al., 2018). 
Exit interview 
It is critical to ask the right questions via a well-designed engagement session, and it is also crucial to ask the uncomfortable questions regarding why employees, especially top achievers, choose to leave their jobs. This user feedback can help find areas for improvement in order to acquire and retain the best, most enthusiastic fantastic player employees. Many experts advise combining a structured questionnaires with an exit interview during most of the employee's very last week on the job, and even a follow-up telephone conversation a month or more after they leave (Alam and Singh, 2021).
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People sense emotional worth in employment in the business when it enables them to feel more understood, independent, engaged, cared for, and appreciated in all parts of this personal relationship. This revised Employee value position aimed to provide an extraordinary living experience rather than merely a job experience, leading to better employee satisfaction. This facilitates companies to generate deeper connection, personal growth, shared purpose, Holistic well-being and personal growth. The company can implement various strategies that will boost employee engagement (Ariyanto and Kustini, 2021).
Communicate deliberately 
As the company expands, the ties that make the colleagues connected can weaken and needed to be focused on before it is too late. A dedicated department in the company is concentrated on maintaining that tie. People sense emotional worth in working in the business when it allows them to feel more understood, independent, invested, cared for, and appreciated in all facets of contact. This revised employee value position aimed to provide an extraordinary living experience rather than merely a job experience, leading to better employee satisfaction (Doyle, 2018).
Invest in well being 
Building a healthy environment by implementing an employee assistance programme (EAP), educating mental health emergency aid courses, and making healthy food and exercise all can contribute to promoting company well-being. But nevertheless, management is given the opportunity to examine the company's culture and the behavioural patterns that it considers staff members to exhibit: is there a lengthy culture with people constantly spending the night late, whether to deal with a huge workload or even in a well though and misunderstood effort to highlight their commitment, do people show up to work when they are ill and should be resting at home, is there evidence that people take several days off primarily to catch up? (Andrei et al., 2018).
Invite Feedback and act on it
Internal communication is one of the interactions for success enablers that guarantee senior managers and leaders request, listen to, and act on viewpoints. Technology has made it easier than ever for businesses to seek and gather employee opinion on a constant schedule, including through online discussion forms - but adding these tools will have little impact if leaders do not appreciate and listen to their employees' feedback. This may entail a culture transformation for which the company is not yet prepared, so think about how, when, and why company might want to develop formal feedback channels (Andrei et al., 2018).
Define and communicate organization's mission.
Employees are much more likely to buy into the company's mission and understand how projects and activities link to the company's overall strategy if its vision and mission are not only clearly expressed but also 'lived' by its leading managers and directors. To achieve headway in this area, first question top management if the firm's declared goal is still true, or if the business has moved on, how it might need to evolve, and how individuals across the organisation can contribute their thoughts and feelings. Furthermore, question the HR rules and behaviours. The characteristics that management seeks in new recruits are connected with the company's goals and values. Is your assessment process measuring the company's culture, or can reward and recognition be more closely connected with the company's objective (Mannion and Davies, 2018)?
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Joules is a British clothing store. To optimise employee engagement, it is critical to understand what motivates and inspires employees to be personally invested in their work. However, there is no basic source of employee engagement. These can vary from one company to the next, as well as across different groups of employees within the same company. Employee engagement is influenced by a variety of factors, including company context and industry. Job function and future career path to assess engagement, the study also incorporates diagnostic techniques such as employee surveys, HR tools, social media, and departure interviews. Finally, the study creates an employee value position based on the concepts, including measures to increase employee engagement.
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