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The concept and drivers of employee engagement
Employee engagement is something that in the past seemed to avoid the attention of most organizational managers and, as a result, it was not such a bug deal in the management of human resources by most companies (Nguyen, 2020). However, in recent decades, organizations seem to have realized that employees are the single most significant stakeholder group they can have since without these, the companies would not have the capacity to execute their plans, serve their customers and clients, and meet their organizational goals (Nguyen, 2020). Indeed, employee engagement as a concept is fast gaining traction in organizational management and companies are seeking the best ways to leverage their employees so that they can be in a position to make them part of the organization and share their success. There are many ways through which employees can be engaged in an organization and, for most managers, it is all about making the employees to independently feel that the organization values or appreciates the role that they play in their success. With this in mind, there are various drivers of employee engagement that have been propounded by different human resource researches and institutions, some of which are discussed in the subsequent paragraphs (Nguyen, 2020).
The first of these drivers is through the adoption of working strategies that provide the employees with more autonomy than they did before. Autonomy is a driver that plays a particularly vital role in providing the employees with the inspiration to do their best work. Essentially, employees feel that the management of the organization trusts their skill sets and their ability to get the most out of the tasks they are given, and that they are given the authority to creatively deliver in their respective roles in the ways they see best (Pandita, 2019). Autonomy is the effective antithesis of micromanagement and when the employees are granted the liberty to express their skills and authority in their line of duty, including how to best manage their time and where to apply their expertise, the employees will be far more prone to feeling indebted or invested in the organization, its mission, and its objectives in the long run. It can be confidently said that no employee, after having been allowed that freedom by their employer, will want to lose it, and, therefore, they will be interested in increasing their contribution to the company and the organization will benefit from the commitment (Popli and Rizvi, 2016).
Relationships with colleagues are also another driver if employee engagement in an organization. In an organization where employees have mutual respect for each other, the result is the development and thriving of positive relationships when the colleagues come together and form relationships built on respect and trust (Shaik and Makhecha, 2019). These aspects of employee relationships are vital for the organization, especially when it comes to running activities in groups where collaboration is essential. The company’s organizational culture has a big part to play in fostering relationships that are based on trust and respect. Fairness is another driver of employee engagement and this is related to the treatment of all employees by the management (Shaik and Makhecha, 2019). 
It is critical that the management of an organization ensures that all employees feel that they are being treated fairly and this is in relation to the tasks that they are asked to do, the compensation the receive for their tasks, and the nature of the relationship between the employees and their managers and colleagues (Anitha, 2014). Employees will be constantly comparing the work they are tasked with and the working conditions with the compensation they receive for it in comparison to the conditions and compensation that their colleagues get. Every organization that wants the employees to feel settled and committed to the organization’s goal and mission, it would be important for the management to ensure the fair treatment of all the employees (Anitha, 2014). 
Tools for measuring employee engagement
Employee engagement has a direct impact on the bottom line of a company. However, despite this importance, it is as a factor of success not well tracked or even measured. According to a survey in 2015, only 32% of the country’s workforce was truly engaged, meaning that the other two-thirds of the workforce is either loosely engaged or even actively disengaged (Gupta and Sharma, 2016). For a factor of success that can directly and affect the bottom line of an organization, this poses a significant managerial concern in that, as the survey would reveal, most human resource managers in organizations have yet to find the most effective ways to optimize their employees’ inputs into the companies (Gupta and Sharma, 2016). There is a need for this situation to change for the better, but that has to start with the companies being aware of where they stand in terms of employee engagement. There are various tools that can be used for this reason and some of them are quite basic in the manner of preparation, execution, and analysis. Some of these tools are briefly discussed in the following paragraphs, indication how the businesses should apply them in their operations (Gupta and Sharma, 2016).  
Employee surveys are one of the simplest and most commonly used tool for measuring employee engagement by collecting feedback on the employees’ attitudes and feelings about the company and their work (Kazimoto, 2016). The most effective employee surveys can be filled out and anonymously submitted. The necessity for anonymous submission is for the employees to feel that they will not be followed by consequences for speaking out their minds and, as a result, it increases employee participation in the surveys (Kazimoto, 2016). In addition to making the results of the survey more applicable and representative of the employee population, the increased participation and anonymity of the surveys also allows the employees to provide real feedback about the negative aspects of the organization that they would otherwise not open up about in the fear of being victimized for their honesty. The organization can also offer to use a third-party survey provider and this could also provide better results as the employees would not have to hold back what they feel about their jobs and the company when telling it to a person outside the organization (Kazimoto, 2016). 
In the modern world, digital technology has continued to take over most aspects of people’s interactions. In this aspect, organizations can also use social media as a tool to measure the engagement of their employees (Sorenson, 2013). For instance, social media provides ready information through ratings and reviews, and, most importantly, it can provide information even from past employees since these sites are not closely monitored by the organization (Sorenson, 2013). Companies also have internal social media, such as intranets, which allow the employees to post ideas and also engage in ideas that are helpful for the organization too. For managers, this is an opportunity to have a better understanding of the employees and also gauge their motivation and their relation with the overall company culture (Sorenson, 2013). 
In many cases, social media platforms can be applied together with human resource software by the organization to gauge their employees’ commitment to the organization and their motivation levels. While surveys can be done every quarter or every six months, the software can provide ready information for the organization to analyze at any time of the year (Sorenson, 2013). This makes the digital tools far more applicable in the modern management realm because, as in the case of a human resource management software, some of the data that is collected does not have to be consciously provided by the employee. Such data may include the frequency of feedback from the employee and their participation in different aspects of the organization, which could indicate more or less engagement on the part of the employee (Sorenson, 2013). 
Employee Value proposition
In this organization, the employees form one of the most important groups of stakeholders and the organization appreciates everything that they have to offer to us. In this regard, the employees are offered with various valuable things in return as a way of the company making the employee-employer relationship stronger. The primary driver for the company to feel the need to pay back to our employees is because they are the face of the company to our customers and also our ambassadors out in the market (Arasanmi and Krishna, 2019). This is in addition to being there when the company needs them, especially when we are introducing new products and services that require different processes to manufacture and sell. Our employees will remain a part of the organization that runs the processes behind the scenes and while our partners and customers will give praises to the company, these praises will always be passed down to our employees because that is where they rightfully belong (Browne, 2012).
We are living in a world where the ongoing Covid-19 pandemic is mercilessly ravaging the economy of the world and no one is truly safe from this virus. As such, the measures that have been issued by the government and health care departments have been incorporated in the company’s operations at the workplace. To make sure that our employees feel like they are a part of the company, we have ensured that they are as safe as possible. The essence of this is to be able to keep the company operations running while also making sure that we do not put our employees and their loved ones in danger of contracting the disease. Working for this company will always be as safe as our employees would expect from us and by following the guidelines to prevent the spread of the virus, the company wants to make sure the employees do not have to sacrifice their safety and that of their families for them to earn a living and for the company to remain functional in the market.
Sometimes we understand that the employees may be shaky about their safety being compromised as they travel to their workstations. We acknowledge that this is a legitimate feeling and for our employees, it should not be a problem that stops them from continuing to work because we have introduced flexible working hours and this has included working from home. We especially care for those workers who come from homes where they live with members that are more vulnerable to the symptoms of the disease. Therefore, when our employee asks to be excused from the workstation for fear of contracting the virus and putting their elderly and infant members of the family in danger, the company is willing to listen and together with the employee, come up with a tailored schedule that the employee can follow or work from home. 
Our employees are also exempted the worry of losing their jobs despite the hard times that the market is experiencing. Significantly, the company can affirm that production and marketing have been affected in a significant way, but the company has had to adjust some of its products and processes to remain operational. In this manner, the organization has come up with a strategy to redefine some of the jobs and roles of the employees at the organization so that instead of closing down departments that are no longer feasible, as a result of the ongoing market trends, these departments can be redefined I their products, processes, and services, and the employees in those departments remain there instead of being laid off. 
Conclusion
Employees are the most significant part of an organization since they are the ones who run every aspect of the company. Therefore, it can generally be expected that the more a company engages its employees, the likelier it is to be more successful. However, this has not always been the case with most companies being unable to measure and fully engage their employees. The result of this is that most employees may feel like they are left out or underappreciated by their organizations to the point that this affects their working and ultimately the productivity of the organization as a whole. There are many tools that companies can use to diagnose and measure employee engagement and come up with better ways to leverage the skills and expertise of their workforces. Some of the tools are quite simple and basic to apply, while others are more technical and the organizations would need third-party suppliers to use them on their behalf. However, regardless of what means companies use, they ought to show value in their employees in the same way they receive value from them.
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