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Executive summary 

         Employee engagement is considered as the working approach that helps the employees in terms of creating a supportive environment. The study illustrated different perspectives of employee engagement and illustrated the theory of employee engagement. In addition to that, the research paper also illustrated the different tools of employee engagement and also emphasized the internal and external factors of the business organization that impact the managerial decisions of the business. 
      Along with that, the research paper also focused on the various strategies of employee engagement and the strategies that organizations follow in their performance activities. Based on the above discussion, the study also offered a structured conclusion. 
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Introduction

           Employee engagement is considered as the fundamental perspective of Human Resource Management that illustrates the total level of dedication and enthusiasm towards their activity. At the same time, employee engagement is considered as the emotional and mental connection that workers do share with their job. Within the workplace settings, an engaged employee is conscious about the activities and the overall performance level of the organization and as per the belief of engaged employees, their contribution could make a major difference to the organization.         
         However, in this study, the different tools and drivers of the employee engagement model are being discussed and the study also includes the external and internal factors that can influence the managerial perspective of the business entity. In addition to that, the study also focuses on the different strategies that most organizations implement in terms of increasing the coverall level of employee engagement. 

[bookmark: _Toc90739998]Concepts and drivers of employees engagement 

       In general means, an engaged employee is highly aware of the organizational context and operates with their subordinates in order to improve the performance level within the job activity for the business benefit of the organization. As per the perspective of Giacom, in order to increase the overall level of employee engagement, the organization establishes “flexible operating options” for their workers during the covid (Osborne and Hammoud, 2017, p. 4). In addition to that, the organization also implements remote working options during the pandemic in order to decrease the dissatisfaction level and extreme stress amongst the workers. At the same time, the UK-based cloud provider also creates a people-oriented environment that offers enough opportunities to the workers related to self-development and designs the activities in such a way that could boost employee morale. In addition to that, the organization also conducts some social events and office-based virtual games that are completely handled by the management team in terms of increasing the employee engagement level and strengthening connectivity. 
[bookmark: _Toc90739999]Kahn’s employee engagement theory 

           The entire perspective of employee engagement theories is considered as the bedrock of all employee engagement strategies. The employee engagement theory influences the overall approach of the internal communication and human resource and most importantly the engaging drivers the create an engaged circumstance within the workplace settings. Kahn’s engagement theory is one of the theoretical concepts that majorly focuses on the three concepts as cognitive, physical, and emotional engagement. As per the opinion of Kahn, within the workplace settings, an employee considers him as “flying around” and the ability to increase physical engagement is mostly linked with the confidence level of the workers. As per the perspective of Giacom, the organization could focus on those specific performance activities where the existing workforce could increase their overall confidence level. 
         On the other hand, as per the basis of the cognitive engagement, the employees need to have a detailed idea regarding the organization’s vision and mission, and a high level of knowledge-based operational environment could increase the engagement level through focusing more on confidence decision making and creativity. As per the perspective of Giacom, the workplace settings need to be very innovative, and the organization needs to offer a high level of opportunities o their workers in terms of gathering knowledge in order to get an engaged workforce. As per the perspective of emotional engagement, favorable interpersonal relations, effective management policies, and practices are some of the key components of emotional engagement. As per the perspective of Giacom, the organization also focuses on creating an environment that offers enough scope to the employees in terms of upgrading their performance abilities. 
         On the other hand, there are some arguments related to Kahn’s employee engagement theory. Time is one of the vital factors within the vas perspective of employee engagement and selecting the correct employee at the correct time helps the workers to create an engaged workforce. At the same time, the vast perspective of employee engagement is linked to the individual attitude of the workers.
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            As per the current market perspective, with the excessive usage of the mobile and multi-generational workforce, most business leaders face a high level of challenges in terms of forming a well-connected team-based culture that could drive long-term business success. As per the perspective of Giacom, the organization uses different employee engagement tools such as HR tools, Key performance indicators, and surveys. The HR platform of Giacom conducts a session in order to collect employee feedback and measure the overall worker’s satisfaction (Shuck et al., 2017, p.270). On the other hand, the organization also adopts performance management software that could track the employees as per their productivity levels. Along with that, Giacom also implements the “Key performance indicator” in order to measure employee engagement and also helps the organization in terms of analyzing whether the organization could meet its goals or not. Along with that, through the adaptability of KPOI, the organization not only measure employee engagement, it also illustrates the specified area where the organization needs some attention. As per the perspective of Giacom, through the adaptability of KPI, the organization focuses on certain areas like “ Employee Net Promoter Score”, Retention/turnover, production/ profitability, absenteeism rate. In addition to that, Giacom majorly depends on the retention rate and productivity metrics that determine the overall rate of employee engagement. More specifically, employee engagement has a direct impact on productivity metrics and retention rate. In addition to the above all points, Giacom also conducts exit and stay interviews for their existing workforce in order to improve their employee engagement initiatives. 
          In addition to that, Giacom also forms a “peer-to-peer recognition” program for their workers in order to create a productive culture that majorly celebrates employee accomplishments and performance progress rate. The diverse working approach or creating a culture where every worker feels more secure and well connected. At the same time, providing maximum growth opportunities to the workers could support the organization in terms of creating a sense of belongingness amongst the workers.

[bookmark: _Toc90740001]   How the management of the business organization is influenced by internal and external factors 
      Within the high-performing workplace, there are certain internal factors that dominate the organization in terms of its decision-making activities and performance standards. Within the operational settings, internal factors like the organization’s operational departments,  strategic risks, innovation level, financial department, and employee risks are some of the dominant factors that lead their business scenario.    
       Along with the above all points, the organizational cultural perspectives and business image are also some of the vital components that dominate the business organization within their business market. As per the perspective of Giacom, certain internal factors dominate the business organization. Innovation capacities of the organization are one of the major internal factors that helps the companies to stay ahead of their competitors. and as per the perspective of Giacom, the organization upgrade its innovative cloud market, and its IT team is always on a mission to provide quality services to its customers. At the same time, Giacom also uses the competitive pricing policy for their services in order to create a separate identity amongst the other rival companies (Vorina et al., 2017, p. 250). Apart from innovation, the operational and organizational procedure also has a lot of impact on business management.    
           Giacom implements rapid provisioning and management in order to deliver the services to their customers in a systematic manner. At the same time, the organization also offers tech-based support and resources for their subordinates in order to understand the employee’s needs and requirements. Financial uncertainties are one of the major internal factors that are directly linked with business management, and as per the business perspective of Giacom, the cloud provider uses one invoice and one specific bill for their customers in order to simplify the transaction procedures. The existing organizational culture is also one of the major internal factors that are directly linked with business management and performance. As per the business scenario of Giacom, the organization implements a flexible working culture where an employee’s well-being is considered the top priority for the management.
External factors
        In the above section, the different internal factors of the organization that has a massive impact on the business management are discussed, however, in this section, the different external factors are going to be evaluated on the basis of the organization. Politics and governmental policies are some of the major determinants that regulate the decision-making activities of the business (Lemon and Palenchar, 2018, p. 150).    
        As per the perspective of the UK political system, the governmental bodies launch some benefits such as offering some monetary schemes and business loans in order to increase the sustainability of the organization within the Highly competitive UK firm. Within the economic spectrum, due to the poor economic performance and global economic slowdown, all the business entities within the UK face major operational challenges, and the UK government extended their loan schemes and restarted their business grants in order to increase the overall business value of the organizations (Ltd, G. 2021). Within the social spectrum, there are some challenges such as lower level of income, unequal distribution to the social power, poor lifestyle are some of the major loopholes that are directly linked with the managerial activities of the business.    
      Within the legal spectrum, the issues related to the business registration, copyright act, and the increasing rate of cybercrimes are some of the major factors that influence business management to some great extent. 
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      The employee value proposition is considered as the set of non-monetary and monetary benefits offered by an organization to its workers, in return for the capabilities, skills, and overall experience that the employees bring and contribute to their company (Motyka, 2018, p. 280).
     As per the perspective of employee engagement, adopting a supportive culture is one of the major perspectives thst helps the workers to grow in their operational area In addition, creating a supportive environment within the employee engagement policies also offered a structured framework to their employees in terms of focusing on the collective up-gradation (Heslina and Syahruni, 2021, p. 9). At the same time, offering massive opportunities for employee growth and increasing the knowledge levels might help the employees to increase their performance effectiveness, and this pacific way also ensure the fact that employees are properly valued and their emotions are maintained. In addition to that, creating an effective bond between the workers and management within the employee management program helps the workers in terms of maintaining a sustainable relationship at the workplace with lower levels of workplace conflicts. In the above section, the KPI is discussed and through the adaption of KPI the employee retention rates are being addressed and this specific aspect helps the workers to understand the value of their job and helps them to become responsible within their performance area. 
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Figure 1: Value Proposition Model 
(Source: Heslina and Syahruni, 2021)

[bookmark: _Toc90740003]Strategies to raise the level of employee’s engagement

       In general means, a higher level of employee engagement within the workplace promotes a high level of retention of the talent, improves the overall organizational performance, strengthens customer loyalty, and most importantly maintains the stakeholder value. However, within an organization, there are some core ideas or strategies that are extensively used to increase employee engagement levels. As per the perspective of Giacom, the organization sets the business goals, and through measuring the business goals, the organization could set a benchmark for themselves that specifically keeps the engagement level high (Tepayakul and Rinthaisong, 2018, p. 70). In addition to that, Giacom also promotes reward innovation tactics, where the employees are inspired through the innovation and have been able to create a performance environment that is highly innovative in nature.
          Apart from that, the organization also taking major steps in terms of creating an environment that specifically focuses on employee wellbeing, and in their employee wellbeing program, the organization offers health insurance, flexible working options, and offers financial benefits. 
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       From the above discussion it can be concluded, the employee engagement procedure is one of the effective parts of the organizational development program. At the same time, in order to increase employee engagement levels, the organization needs to promote a supportive culture and a healthy working atmosphere. The study offered a vast perspective of Kahn’s employee engagement theory that could be applied in order to increase employee engagement. 
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