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[bookmark: _Toc101453669]Introduction 
People management covers the means of organization, development, and growing the business's employee side. Employee engagement is associated with the employee's connection and commitment to the organization. Employee engagement can result in an increased workforce and developing performance. Large engagement levels promote retaining talent; developing organizational performance and fostering customer loyalty. Engaged employees always feel connected with their jobs. It focuses on evaluating certain diagnostic tools for evaluating engagement. The report addresses Employee value proposition (EVP) from analysis and ideas that include strategies for increasing engagement levels. It primarily constructs an EVP by analyzing the ideas that include strategies for raising management levels.  


[bookmark: _Toc101453670]Main Body 
· Reviews the concept and drivers of employee engagement 
Employee engagement remains a significant problem in managing practice and theory. There are primary variations in the theory, concept, and employee engagement outcomes. Employee engagement involves cognition and flexible application of behaviours and emotions. Engagement defines a mix of loyalty, productivity, ownership, and commitment. Employee engagement is a unique and different concept that is comprised of emotion, behaviour, and knowledge. Employee engagement defines an employee's involvement in work. It accompanies the engagement of work that includes three dimensions, organizational recognition, work value, and work engagement. Engagement is described as a fulfilling, work-related, and positive mental state which is featured through dedication, absorption, and vigour (Dabirian et al., 2019). Engagement defines the participation, effectiveness, and energy which corresponds with several burnout features. Dedication and vigour are opposites of cynicism and exhaustion. In Mitie, the constant transformation and large staff turnover were the work issues. 
There was also poor communication between the managers and staff. The business now emphasizes launching the latest talent management way that helps in retaining and developing the people. They emphasize developing a winning culture that makes the company away apart from its peer group. They are enhancing investment for ensuring that the employees have the requisite skills for doing their jobs. The employers of Mitie focus on devising initiatives that enhance employee retention and decrease turnover (Ott et al., 2018). Employee turnover tends to have a negative influence on the organization’s performance. The key drivers for employee engagement are career growth, industry, organizational culture, job function, Meaningful work, belonging, Empowerment, leadership, fulfilling work association, recognition and so.
Organizational culture   
The organization's culture envisages the behaviors and values which shape it. Moreover, culture creates a large effect on the employee engagement levels and drivers. Both culture and engagement are affected by management practices and prevailing leadership under the organization. The engagement drivers can associate the company's capability to share or speak up latest ideas (Akunda et al., 2018). Substitute, organizational culture generated through operational efficiency might contain engagement drivers associated with execution and collaboration. 
Job function 
The particular job function of an employee can largely influence their motivating power. The definition of work remains personal for every employee, which is often difficult to assess. However, it proves to be an integral aspect of inspiring employees. Employees are also motivated through changes and growth in their job responsibilities. Mitie focuses on allowing employees to work on different projects. Apart from job function, the interaction of employees significantly influences the management. Employees seek positive bonding with managers and colleagues, job security along with a perfect work-life balance. The managers need to focus on how particular job duties affect employee engagement. 
 Career path 
Career objectives and advancement remain another entity that contributes effectively toward employee engagement. Employees in the early career phase might prioritize strong leaders and competitive compensation who can serve them in skills development (Raza and Nadeem, 2018). Seasoned employees can emphasize flexible work patterns and strong relationships that are suitable for their schedules. A current approach toward employee engagement needs an understanding of the employee's driving. A successful platform offers a more holistic view of employee experience. An efficient solution delivers instant information instead of a huge yearly data dump. It can facilitate Mitie to address the drivers which are unique to particular teams and managers. Employee engagement drivers might differ across organizations, moreover, it varies from one employee to other depending on several factors.  
· Evaluates diagnostic tools to measure the engagement 
With the current mobile and multi-generational workforce, the business leaders often face threats in developing an engaged culture that can drive the organization’s success. Culture and engagement issues are the leading challenges that employers face. 
Employee surveys 
Surveys remain a commonly utilized tool that measures the engagement of the employee. This is necessary to receive feedback on attitudes and employee feelings (Mkheimer and Mjlae, 2020). The effective surveys might be anonymously submitted, which enhances the rates of participation. Managers can generate information about workforce engagement by asking these survey questions. A proper survey is necessary that helps in understanding passions, employees' motivations, work relationships quality, and job satisfaction levels. Employees are encouraged through work/life balance, professional growth, monetary incentives, and community involvement. 
HR tools 
Companies like Mitie are supplementing dynamic software programs with periodic surveys which can track and gather employee engagement. Current HR platform tools help the organization in measuring employee satisfaction and collecting feedback (Trinet.com, 2022). This can help one manage their data and employees by retrieving survey outcomes in one place. Moreover, PMS is significant for tracking (and facilitating) frequent feedback and conversations between employees and managers. 
Social media 
With the advent of social media, employers have got another tool. For instance, organizations like Mitie can assess employees’ sentiment through monitoring reviews and Glassdoor ratings. The organization's intranet enables employees in posting ideas. Their engagement in conversations remains useful too. Managers can find the opportunity in understanding their teams. They also get an idea regarding the overall organizational culture and morale. 
Taking benefit of the employee lifecycle 
Employee lifecycle defines the phases that the employees follow during their tenure. It primarily starts with on boarding and acquisition/recruiting. This is followed by performance management, development, off-boarding, and retention. One can develop employee engagement and employee feedback programs that reinforce the proposition value of company culture and brand. Such communication is meant only for informational objectives (Robert, 2021). The workforce data should be utilized for increasing the business. For the success of the business, Mitie needs to understand the efficacy of workplace data. The workforce analytics of TriNet can provide an implacable overview of the weaknesses and strengths of the organization. 
Employee Recognition and Reward Programs 
Employee rewards and recognition activities remain an effective way of addressing the engaged employees. The rewards and recognition create a direct influence over the engagement of the employee. The converse is truly applicable since employees receiving recognition and awards serve HRs and managers toward identifying employee engagement. 
Measuring Retention Rate and Productivity Metrics 
Employee productivity metrics and retention rates can determine the effectiveness of employee engagement in the organization. This can have a direct influence on productivity metrics and retention rates. The employers of Mitie are focusing on certain employee retention strategies for successfully retaining their talents. Organizations should pay competitive compensation to employees which means employers are required to adjust and evaluate salaries regularly (Wassem et al., 2019). The organization should provide other compensation forms that include bonuses. Employers should develop retirement plans and health care advantages that can increase the job satisfaction of employees. 
Development and training 
As a part of continuous feedback performance, the employees can be helped by addressing the professional growth areas. It defines the requirement to learn the latest skills. Upskilling is currently significant since technology continues to transform the way of working. The organization should prioritize investing in the professional development of workers (Singh, 2019). The idea of succession planning should not be forget, as it is an effective procedure that builds leadership skills and advances professional development. Certain organizations build reward systems for incentivizing innovation and great ideas. Recognition programs are instituted if one has a limited budget or small team.    
· Constructs an employee value proposition from the ideas and analysis previously covered, including strategies to raise levels of engagement. 
Employees have several options and they are largely discerned about selecting jobs. A compelled EVP is necessary for potential candidates and the present employees. EVP defines the ecosystem for recognition, values, and support that the employees receive from an employer in achieving the greatest work potential. Employer branding proves significant as it is necessary for the organization in attracting top talent (Wood et al., 2020). Designing EVP can considerably develop retention and talent acquisition. Talent management becomes easier even in the attraction of passive candidates. 
The attraction of Top Talent 
Over the years, there has been a drastic transformation in recruitment marketing. Moreover, prospective employees become more discerned in job searching. Exposing remote work choices help the candidate in finding larger-paying jobs. It provides a good experience for the employee in the context of work-life balance and flexibility. The attraction of top talent has become tougher for the professionals of HR. EVP remain a primary generator of talent acquisition and talent management. Hence, efficient and consistent communication of EVPs increases employer branding, which has become significant.  For attracting top talent, the organization requires to become a place as people progress in their careers. People should be given scopes of learning the latest skills and taking on the latest challenges. 
Top Talent retaining 
It is significant to attract the correct talent in such a difficult market. However, retaining good performing employees is significant equally. Certain ways of increasing employee retention are setting clear targets, rewarding and recognizing, developing workplace culture, improving internal comms, developing selection methods, managing expectations, and empowering the employees (Kamalaveni et al., 2019). Top talent can be retained through investing in the employer's brand, training the managers, competitive benefits and salary, encouraging upward feedback, and knowledge sharing support. 
Efficient change management and focusing on teamwork
Every workplace needs to deal effectively with good, bad, and change. Employees seek reassurance and insight during the times. Big announcements can be made individually. One can encourage their employees to contribute solutions and ideas. Teamwork needs to be promoted by providing scopes for collaboration. The managers should make large announcements or meetings. The team members need to be encouraged for contributing to solutions and ideas. Teamwork should be promoted by building the scopes for collaboration.  
Acknowledging small and big milestones 
The managers should re-evaluate the efforts of team members regularly. It includes complying with market regulations for benefits and salary. It defines the ideal practices to develop attractive workplace culture along with effective employee-manager relations. EVP is a comprehensive set of employer offerings that increases employee engagement. From the pandemic's emergence, several companies began re-evaluating core company worth. Hybrid and remote work reshapes the way of people work. People seek various advantages from their employers. 
The constituent of EVP remains indulged with several advantages indulged with this job. These can include things like Retirement benefits, Health insurance, Gym memberships, and Company-sponsored holidays. The organization might significantly contribute to career development (Singh, 2019). The EVP component involves Leadership training, Technical training, career guidance and mentoring, sponsored courses, promotion scopes, and scopes to transform domains. Such EVP component is involved with factors that constitute a positive work environment. Certain things are included that involve Work-life balance, Team building, Recognition, Flexible working, Workspace design, communication systems, and employee wellbeing. Organizations should attribute the significance of developing a work environment. This includes positive engagement and employee experience. They should concisely build efforts towards marketing and building an ambience. Such component of EVP identifies which constitute a perfect organization culture. It is required to prepare a checklist of every EVP components. EVP needs to leverage different external and internal communication channels. One might promote EVP through newsletters, town halls, newsletters, internal communication accessories and company blogs.   
[bookmark: _Toc101453671]Conclusion 
Based on the above observation, it can be concluded that employee engagement is a significant aspect of people’s management. Moreover, employee engagement attracts a huge interest deal from the employers of various sectors. Employee engagement reveals the commitment and energy which employees bring to the jobs. This is a significant indicator of dedication and involvement to organization. Engagement of employees is regarding social connections that occur in aligning work and organizations. This report has been done in the context of Mitie organization. The report has reviewed the drivers and concept of engagement for employees. Primary drivers for employee engagement are organizational culture, job function and career path. The report has also focused on diagnostic tools like employees survey, social media and HR tools for measuring the employee engagement of Mitie.  
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