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Introduction  

This paper will describe the driving forces, challenges and Instructional strategies of 

talent management that lead businesses to conduct the operational activities in a 

steady way. To study the concept of employee engagement, the CEO asked me to do 

so and in this report, we'll look at what motivates employees Ideas for a strategic 

planning process that embraces diversity in the performance of employees will also 

be provided here. Employee participation has been a contentious aspect for a lot of 

businesses in the last few years, and this is in part because more people realise how 

important performance management is for the success of a business, as well as the 

difficulties that businesses have when they try to get their employees to work with 

them.  
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Employee Engagement 

The passion and assurance that an employee provides to a company refer to 

employee engagement, where the performance is measured by the effectiveness of 

the employees. Employees that are highly engaged are often more likely to take action 

and derive unique ideas, and they are often driven to perform at their highest levels. 

Their work engagement is a critical factor in determining a company's success 

(Sabrina, 2022). Workers that are highly engaged are more productive, more content 

with their occupations, and less likely to consider quitting their positions in the future. 

When employees are engaged, they are more productive as a result of their work 

environment.  

Giving staff chances for learning and success will assist in keeping them motivated 

and engaged. Via conveyance of a work supportive and competitive working 

environment, giving workers chances for learning and success, and ensuring that 

employees are satisfied and more productive, businesses can produce a workplace 

that is more proficient and more content with their employment. Companies that 

concentrate on their workers' well-being will definitely be more effective in improving 

their business results, even though community engagement is a challenging problem 

(Mehta et al., 2016). Employee engagement can be strengthened by fostering an 

atmosphere of mutual understanding within the working population, allowing them to 

feel appreciated and encouraged to perform their great tasks. 
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Engagement challenges  

Engaged personnel will put their whole effort and concentration into their tasks, yet 

disengaged workers, and that will create a dramatic decline in employee performance 

accuracy. However, people are more committed to their jobs when they have a 

genuine relationship with the company and its objectives (Abarantyne et al., 2019). 

 

 

Figure 1: Potential challenges of employee engagement 

Source: (Sabrina, 2022) 

The mentioned figure indicates the challenges of employee engagement which affect 

the consumers also. Without proper communication, managers notice a negative 

effect on the workplace, and when employees do not get proper motivation while 

working for the company, they get distracted from their job responsibilities. In a huge 

business, where people may feel like numbers, this could be challenging, and another 

concern is that workers can be even more engaged if they believe they are contributing 

to a worthwhile cause. According to Marty (2018), people who are satisfied with their 

jobs are more highly likely to do their best work, and if the staff feels overworked or 

underpaid, this could be a big problem for them. Eventually, indolent workers will 

depart and become inactive, but even long-time workers will leave if they are not 

content with their pay.  
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Engagement driving forces 

Motivation, payment, and a flexible workplace keep employees enthusiastic in the 

workplace and the outcome of their performance increase remarkably. When workers 

are engaged, the firm reaps the advantages of greater production and quality 

employees, which supports the whole organisation. When it comes to effective 

workforce engagement, there are a variety of aspects that might influence whether or 

not employees are engaged. Here are a few of the most crucial factors that influence 

engagement:   

Sense of Importance: Workers are more willing to be engaged if they believe their 

job has a direct influence on the company's success, and employees must realise that 

their efforts matter and that they are making a difference in the company (Sacher and 

Lal, 2017). 

Motivating intuition: Employees who feel like they are always learning and improving 

seem to be more likely to be interested in their jobs and organisations. Employees 

must perceive that they are excellent at what they are doing and also constant 

development in their performance. 

Self-sufficiency: Workers should feel in control of their job and that their input is 

valued, and their productivity will increase when they feel in control of their job. While 

conducting a project, employees should feel inclusiveness and adapt to the diversity. 

Work purpose: Team members in a company should feel that their actions have 

meaningful consequences and that they are actively generating a difference that is 

bigger than themselves. It can be very motivating to feel like the team of the employees 

have a goal (Albrecht et al., 2018). 

Accurate place: Employees are more engaged when they feel part of a supportive 

group, and group projects make them more enthusiastic in the workplace. A proper 

rank in the workplace drives a worker to positive assignation. 

The likelihood of workers being engaged in their job increases when they believe their 

employer is meaningful, independent, mastery-oriented, and appreciated by their 

employer. While there are several elements that influence engagement, the attached 

were among the most significant (Popli and Rizvi, 2018). 
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Organisational engagement strategies 

Adapting organisational techniques to engage workers is possible, yet the best 

approach depends on the company's culture, regulation, values, and objectives. Work 

engagement of employees is improved by a variety of measures used by the 

organisation. Working from home, having flexible work hours, job 

redesigning/restructuring, and attempting to make the workplace "Covid-19 safe" are 

examples of such initiatives. Along with that, effective strategies are described here: 

Cultural relativity: Investing in capacity building and appreciating employee feedback 

can facilitate this because when people feel engaged with the organisational culture, 

they attempt to work more (Chanana, 2021). 

Team building:  employees get more attached to an organisation by working in a 

team, and their efficiency increases in the competitive environment of the workplace. 

Due to the competition to get more feedback from the organisation, they get 

themselves in innovative tasks. 

Rewarding: Recognizing and rewarding employees is an effective way to boost 

morale and increase productivity. Financial incentives, public praise, a profile-raising 

approach promotion or just saying "well done" more often could be used to achieve 

this goal. 

Employee collaboration: There are a variety of things that can be undertaken to fix 

the solution of employee engagement, such as holding frequent feedback sessions, 

establishing workplace committees, or just fostering open interaction among 

administration, management and employees (Sabrina, 2022). 

Supporting the advancement: Employees that believe they are continually learning 

and growing are more engaged, and this can be done by subsidising training and 

development, mentoring programmes, and career advancement. 

Establishing balance: Employee participation is largely dependent on their ability to 

maintain a good work-life balance, and it is possible to do this by giving workers flexible 

working arrangements, encouraging them to take frequent breaks, and providing them 

with access to employee support programmes. 

A company's success depends on employee engagement, and employers may foster 

a culture of value, support, and motivation by using mentioned tactics. 

 



6 

 

Diagnostic instruments for determining engagement 

The essential thing is to discover a technique that works for the firm, and some 

common instruments are as follows: 

⎯ Qualitative methods are a better approach to assessing involvement, and 

companies may hire a research firm to recruit a target population. Then they will 

meet for an extended time to talk about their jobs. 

⎯ Professionals do their job by keeping track of things like user login schedules, 

computer activity, online effectiveness and email activity, among other things and 

quantify employee engagement using a variety of various software programmes 

available today (Abarantyne et al., 2019). 

⎯ Survey measures how people feel about a project or a company, and tools like 

Survey Monkey, Mail-chimp, type-form or Google Forms can be conducted by a 

company that does research for an organisation, and it can also work with the 

company to make its own custom survey tool. 

⎯ Experts can interview individuals or groups, and that strategy is versatile and 

allows us to ask follow-up inquiries because one-to-one interviews are structured 

to get direct feedback from the employees.  

⎯ Executives can watch workers perform and notice their body language, workload 

management, task involvement, and breaks by observing them and distributing 

their tasks as a team (Mehta et al., 2016). 

Talent management or feedback on diagnostics assists HR in approaching manpower 

and budget infrastructure in a more analytical manner. Human resource programmes 

and procedures will gain credibility if they are subjected to decision science-type 

evaluations, as in the cases of FedEx and Walt Disney, as stated by Sabrina (2022). 

HR will provide undeniable value in situations when it will have a direct and 

measurable influence on the key drivers of sales revenues and competitiveness 
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Constructing an employee value proposition 

EVP attracts future and present workers to a firm, and what workers appreciate most 

and what drives them to perform their best job are the foundations of a strong EVP. 

Managers need to remember that what workers value varies based on their 

professional level, personal experiences, family circumstances, and other 

considerations. 

While each EVP is perfect, several aspects are typical in the Percentage of cases, and 

these components fall into four categories: compensation, culture, benefits and 

career (Pawar, 2016). 

The organisation provides its personnel with a flexible workplace system that fosters 

them to do their business from home, online training sessions and vocational facilities. 

In addition, the organisation provides career development and reorganising roles to its 

staff in order to ensure that the workplace is safe from the risk of coronavirus. EVP 

can be constructed in mentioned ways: 

⎯ Salary and wages are included in compensation that values employee 

performance, as well as other types of financial compensation such as bonuses, 

playouts, rewards, gifts, benefits, and supplementary types of financial 

compensation. 

⎯ Employee performance can be evaluated by the ideals, purpose, regulation, 

models, and general work atmosphere of a corporation which are all part of the 

company's culture (Chanana, 2021). 

⎯ Flexible work schedules, overtime payoff, healthcare facilities, or other policies, 

including benefits that promote a work-life balance in the workplace, are all 

examples of healthcare and workplace benefits that are available. 

⎯ Incentives for progression, and development, including training, are available 

throughout a career. 

Employees desire meaningful work and clear responsibilities where job design and job 

reorganisation can assist clarify goals. Due to the growing epidemic, many workers 

fear for their workplace safety, yet workplaces that are safe, healthy and secure tend 

to hire and maintain more people. A second enticing bonus is the ability to work from 

home, which can be particularly appealing for parental figures or workers who have 

other responsibilities outside of work.   
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Conclusion  

Any company that seeks to succeed in its efficiency should pay attention to employee 

engagement, and when organisations know what motivates employees and use 

diagnostic tools to measure their level of engagement, they can come up with specific 

initiatives to enhance employee engagement. Engagement is a complicated and cross 

concept, so there is no other way to solve problems with participation. In addition, 

putting together an employee value proposition that is in line with the goals and values 

of the company can make the workplace more fun.   
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