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[bookmark: _Toc20435]Executive Summary
The TAILG Electric Vehicle was created in Shenzhen, China's technological hub, in 2004. We are dedicated to provide consumers longer-lasting new energy cars. After years of steady growth, TAILG Group has evolved into a group company integrating research and development, production, sales, operation, and service of electric bikes, motorcycles, mopeds, tricycles, intelligent sharing electric vehicles, intelligent charging piles, electric change cabinets, and other entire industry chain from vehicle to parts.With nine core R & D and production bases in Shenzhen, Wuxi, Dongguan, Tianjin, Xuzhou, Chengdu, Huizhou, Chongqing and Guigang, the company has an annual capacity of more than 10 million units, and has exported to more than 100 countries and regions such as the United States, Britain, France, Germany and Japan. The company ranks first in technology, output and sales in the world.

The position of the TAILG Automotive Industry's grassroots employees in terms of human resources: For the past two years, the dimission rate has been steadily increasing, particularly in the department.Employee complaints and suggestions are not handled effectively; employees' sense of work purpose and work pride are not as expected by management, and they feel difficult to manage. The company's policies on retention of outstanding employees and training and development of employees are outdated and not updated. This essay is prepared as a result to address the issues that are now present: Study on the TAILG Automotive Industry's grassroots employee engagement promotion approach.
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Introduction
Dongguan City, in southern China, is a region with a strong economy and a lot of talent flow. Here is where TAILG Motor is situated. It is necessary for TSMC to research the promotion strategy of grassroots employee engagement based on social responsibility compliance if it hopes to increase its market competitiveness and lower the turnover rate of its base employees.

More than 250 million electric two-wheel car owners and around 250,000 industry workers are present in China at the moment, ranging from rural salespeople at the grass-roots level to R&D experts at high-end national laboratories(Theresa,2007). However due to the peculiarities of the industrial talent market, ordinary employees, with the exception of top management, often only move inside the sector, and laypeople have low adaptability and a high turnover rate after arriving. Due to the features of this business, it sets high standards for talent retention and development plans for electric two-wheeled vehicle firms.Thus, the human resources research department and the strategy department of this industry have given high attention to improving employee engagement(Osorio-Saez,2021).

TAILG Automobile Industry needs to continuously improve the employee engagement plan in order to achieve the goals of improving employee performance, reducing employee turnover rate, and obtaining the best employer in the industry. This is necessary to maintain the competitiveness of employers with constantly updating and iterating talents in the market. The following fundamental standards must be met by promotion strategies:

Adaptability: Each improvement plan based on increased employee involvement must have its own adaption ground(Andrew,2013). Having worked tirelessly in the sector for almost 20 years, Taishuing Motor is a seasoned private business with a unique work culture that values team interests above individual profits and losses and emphasizes pragmatic labor. These are the traits and genetic makeup of the Taishuing people. To increase grassroots employees' participation, all factors should be considered(Kamberelis,2013).

Diversity: An all-encompassing approach is required for the promotion strategy of grassroots employee involvement; a single measure or temporary fix is not preferred. Group difference analysis, individual difference analysis, department difference analysis, etc. are just a few examples of analyses that can be developed and improved sustainably in tandem with environmental changes. All of these analyses require multi-dimensional consideration and implementation at various levels(Nicholas,2019).

Compliance: Labor laws safeguard employees' jobs, therefore grassroots workers' plans for involvement and advancement shouldn't be carried out at the price of their families' well-being(Urbini,2021). It does not call on employees to put all of their attention into their jobs, but rather to safeguard their lawful labor rights and interests, advance their professional growth, and continuously encourage self-discovery. The growth of employees should be supported by the engagement promotion approach TAILG Automobile Industry presentedHenderson,(2010).

[bookmark: _Toc26741]1.Two-factor theory
Herzberg separated the important influencing variables in businesses into two categories: satisfaction and dissatisfaction factors, which correspond to the later-cited incentive factor and health component(Raymond,2020). The foundation of comfortable working circumstances is health. Although its soundness can prevent discontent and sustain working effectiveness, it is unclear how it will affect motivation. Yet, the presence of a risk factor for poor health will result in unhappiness. Realizing significance, taking on responsibility, and moving forward are all motivating elements. If this factor is met, an incentive effect may result; if it is not met, no discontent will result(Bipp,2021). The satisfaction and health factors have a big impact on employee engagement. This study examines, in light of this idea, how workers perceive and anticipate these two elements in terms of training, individual career development, communication, and other areas, and then provides a plan and strategy for enhancing employee engagement(Roberts,2014). The organization is in charge of developing various work incentive programs and ensuring employee social responsibility compliance in the analysis of employee engagement, but the person is in charge of reaping the rewards. As a result, the two-factor theory is important from a theoretical standpoint for analyzing employee sentiments in the context of employee engagement(Christian,2011).

[bookmark: _Toc7504]2.Expectation theory
Vroom, a psychologist from the United States, suggested that he investigate the process of motivation, dynamic variables, and the connection between the degree of motivation and a person's efforts, performance, and objectives:
(1) The relationship between individual effort and performance
(2) The relationship between individual performance and rew mjard
(3) The relationship between personal rewards and personal goals
[bookmark: _Toc26745]This research examines how individuals receive positive performance feedback from leaders via effort and subsequently receive organizational benefits as a result of receiving positive performance feedback(Vanmeter,2013). The foundation for reaching personal objectives is organizational incentives, and after achieving personal goals, people can be pushed to work even more. to affect employee engagement in the pertinent divisions of the company, leader, and person.

3.Equity theory
According to the incentive theory put out by American academics Walster and Adams, employees are more or less treated equally as a result of the labor they put in and the rewards they receive. Employee expectations will be deemed fair distribution and psychologically balanced when they are comparable to those of others at the same level who have made a similar commitment to their job(Nguyen,2021). This will not have an impact on the employees' motivation and performance. They will experience unpleasant feelings, which will be reflected in their work behavior, if they discover that the return on their investment is lower than that of others at the same level or lower level.If you discover that the results of your own input exceed your expectations and those of other coworkers who have invested equally, you will experience guilt and anxiety, which will typically be reflected in your behavior at work to increase your own input. This will happen naturally without a written agreement(Boxall,2003).

This research examines the psychological performance of entry-level workers in relation to the company's performance incentive culture, drawing on which it examines a program to increase employee job engagement.

4.Influencing factors of employee engagement
According to Gallup, engagement aims to improve the working environment for employees, completely explicates the function of organizations, and changes internal causes through modifying external causes. According to Aon Hewitt Company study, engagement is the expression of emotion and action, describing workers' feelings at work and reflecting the results of their actions. According to the organizational and individual employee components of the elaboration, there are two management consulting organizations(Foluso,2013).

According to Michael, Adela, and Jerel's study, employee engagement is simply an intermediate stock; the ananae are the skills and traits of an individual employee, and the end outcomes are represented in that employee's performance. Employee engagement is their emotional dedication to the team's or organization's goals, which motivates them to exert effort and take pleasure in it. Via the work output, employees naturally grasp how their efforts contribute to the organization's objectives. Engagement of employees benefits business management and operations(Rousseau,1990).

5.Problems existing in employee engagement of TAILG
Most interviewees admitted that their first or second employment when they were just entering the workforce were the ones that gave them the greatest satisfaction. They were enthusiastic about their careers, dedicated to their job, always acquiring new skills, and thought it was all worthwhile when they were successful in their endeavors. Instead, during the period of discontent, people believe that regardless of how excellent their job is, they will not be acknowledged and will not advance, which drains their energy and morale and causes them to get weary of dealing. The company's performance culture reflects all of these. Excellent workers will quit when a bad performance culture persists and doesn't change(Yuanyuan Wang,2021).
The prior flawed performance system is a contributing factor in the TAILG Automotive Industry's lack of easy pathways for employee promotion. The advancement of employees depends on their superiors or their seniority as a result of poor performance appraisal and management. Although not all managers are immoral, it is unrealistic to rely on manager quality rather than the management system to uphold the TAILG Automobile industry's favorable advancement environment.(Cui,2013).

As we all know, it is incredibly effective to create a company with a positive work environment, where coworkers get along and understand one another, and where employees will take the initiative to speak for support and understanding while facing challenges. Employee engagement will suffer from poor staff communication. Effective communication is especially crucial to maintaining employees' views about their jobs and their standing in the workplace when it comes to bad performance and promotion channels(Orgambídez,2021).

[bookmark: _Toc24127]Recommendations
[bookmark: _Toc31195]1.Develop a personnel training system
To manage and advance its workers at the grassroots level, TAILG must set up a structure of evaluation and development centers. The level of job engagement will rise once defined career development objectives are established. The plan is being presented in keeping with the original objective of being accountable to both businesses and employees. The entire process begins from scratch with the defining of training kinds, followed by the study and analysis of training requirements, the creation and implementation of training programs, and the feedback of training impacts for improvement.

2. Establish effective employee communication channels
You must get to know your staff if you want to increase employee engagement. Employees should be given equal access to communication, and their right to voice their thoughts should be recognized. The objective is to assist employees in improving themselves. Effective communication can enhance employee participation at all stages of the business' operation, listen to employees' opinions and suggestions on various topics, and provide timely information to employees about the company's goals and strategies, the department's work planning, and their own working conditions. This prevents communication from becoming a formality and instead allows it to play the preset effect(Mullins,2010).

TSMC can use the BEST tools for effective communication:
B Describes the Behavior description
What is the first step.
E Express consequence
What is the result of doing this.
S Solicit input
Ask the employee what they think should be improved guide the employee, and the employee says what should be improved.
T Look ahead and Talk about positive outcomes
What did the employee say he wanted to improve, and was acknowledged and supported and encouraged by the manager.

3.Update the performance appraisal system
There will be challenges in raising staff engagement. For instance, as was already said, the market pattern has also experienced significant changes, and the performance evaluation method now in use in the TAILG automobile industry cannot keep up with the present practical necessities. First and foremost, we must find a solution to the issue of how to create the performance appraisal's content; then, we must find a solution to the issue of how to assess the performance appraisal's content. Finally, the issue of the treatment plan that corresponds with the evaluation outcome must be resolved. How to handle the plan's execution and evaluate the area for improvement is the last point.




[bookmark: _Toc26670]Conclucion
This study described the issues, investigated the reasons, and looked at the potential countermeasures based on prior research on employee engagement as well as the real circumstances and cultural traits of the TAILG Automobile business. The following are the research's pertinent findings:
Complex multidimensional factors and combinations play a role in employee engagement. It is impossible to assess the influencing aspects of employee engagement from just one dimension and project. Different position levels have varied amounts of effect on the personnel dimension, and different level interactions will have distinct influences. It goes without saying that remuneration has an impact on employee engagement. The psychology of employee engagement is greatly impacted by differences in salary and perks. Employee engagement is impacted by the process dimension, namely if there is a flawless and equitable corporate structure and benign human resources. Employee involvement in the work dimension will be impacted by work initiative, resource acquisition, and job allocation.Employee confidence and pride, as well as career direction and recognition, are all affected by the opportunity dimension. It is impossible to disregard the living dimension. The balance between work and life is one external aspect that affects employee engagement.

The promotion plan takes into account the overall and shared improvement of linked dimensions after a number of factors, including performance culture, work authorization, work processes, and respect, that have a significant influence on the involvement of grassroots workers in TAILG are discovered. At an organizational level, strengthen the performance system, talent development system, and create equitable communication channels with workers. From a leadership level, take a number of actions to enhance leadership, authorization reform, and procedural work standards.Employees should be encouraged to dare to overcome their career blockages and to have a clear grasp of their career aspirations on an individual basis. The business will track each employee's performance and manage a healthy work environment of competition.
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