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EMPLOYEE ENGAGEMENT
Introduction 
Studies about Human resource management provide the management with knowledge and skills that they can use to improve the organizational performance through managing people. Employees are an important resource to an organization, and they should be managed properly to increase their engagement and align them along with the organization's vision and mission. Managing employees is usually complex, but it is more complex during the pandemic crisis brought about by the COVID-19. The crisis itself has affected many businesses' profitability and again disrupts employees' commitment, which has direct consequences to their performance (Dirani et al., 2020 p. 381). Organizations have taken measures to protect their workforce from contracting the virus by obeying the social distancing rules and reducing travel. Many organizations take measures that have led to new methods of doing work. These new ways of doing work include working from home, flexible working hours, job restructuring, and making the work environment Covid-19 safe. 
Definition of Employee Engagement
Employee engagement refers to the extent of commitment to the organization by being passionate about their tasks or the whole organization and willing to put more effort into their work (Armstrong & Taylor, 2017 p. 193). Some people can confuse employee engagement with employee satisfaction, yet the two are different. A satisfied employee is one who is happy or content about his work. Employee satisfaction does not include employees’ motivation, job attachment, or involvement. An employee can feel satisfied because at the end of the payout he/she will collect a large amount of payment check for a little work performed. It is therefore clear that when organizations focus on employees’ satisfaction, it does not necessarily mean high productivity. Employee engagement goes beyond satisfaction and leads to improved productivity. Engaged employees feel attached to the whole organization and understand its purpose, vision, and how he/she fits into the organization. (Mann & Harter, 2016 p.4) Engagement leads to good decision-making and can lead to growth and innovation hence outperforming their competition.
Need to Measure & Diagnostic Tools to Measure the Engagement
Organizations need to assess the level of employee engagement because of the changes implemented during the pandemic. The information about employee engagement is very important to make the changes work better. 
The assessment of employees’ engagement is administered through a survey containing questions that the employee must answer. The survey needs to be complete and containing many questions that assess more aspects of work-life (Soonachan, Benediktsson & Winn, 2018p.5) Short surveys contain fewer questions that can answer the question of whether employees are engaged, but they lack key details to explain the reason behind their engagement. A survey should thus be complete and contain open-ended questions that can diagnose further issues on employee engagement. The management should make the employees ready for the survey, communicate why the survey is important, and finally communicate the findings. Employee engagement can be measured on two levels, which include job engagement and organizational engagement. Job engagement assesses how the employee is committed to the task he/she is performing. Employees are engaged in their jobs when they offer discretionary efforts because they find their jobs interesting, rewarding, and challenging. At the same time, the organizational operation takes place when employees understand and identify their organization's purpose and value and feel they fit well and want to continue working there.
Drivers of Employee Engagement
Employees do not connect with their jobs or organization without reason. The factors that make employees improve their engagement are engagement drivers (Popli & Rizvi, 2016 p.970). There are many employee performance drivers, which include job autonomy, feedback, support and coaching, responsibilities, opportunities to learn and develop and task variety. The leadership in an organization is crucial in establishing a culture where employees feel motivated to grow together with the company. 
1. Autonomy
The organization should trust the ability of its employees to make the right decisions. Providing autonomy to employees makes them feel they are playing an important role in the organization. When given the freedom to manage their time and tasks, they can feel motivated since their expertise is being invested in the organizational missions. 
2. Support and Coaching
Leadership should provide clarity to employees and show appreciation to their employees. The leaders should create a strong, explicit, and transparent culture that will increase awareness about the organizational goals and visions (Osborne & Hammoud, 2017 p.4). Making their work easier by effective and efficient enables employees to feel supported, valued, and equipped to perform their work. The employees who feel valued and supported are willing to share their ideas and help in decision making and contribute to problem-solving to arrive at a joint solution. Employee engagement requires a workplace that promotes openness of information sharing, promotes learning and development opportunities, and balances work and personal life, thus creating a sustained workforce.
3. Development Opportunities
Organizations should adopt better job designs that make the work more meaningful. They can provide learning and development opportunities to make them understand the tasks and responsibilities better. When employees understand and comprehend what they are supposed to perform, their confidence increases hence fewer errors and consequently high quality. 
4. Task Variety
Organizations implement policies that enable flexibilities in the roles and enable employees to develop various skills that can prepare the employees for managerial jobs (Armstrong & Taylor, 2017 p. 198). Career development should be a core aspect of the strategy by encouraging, guiding, and supporting employees to advance their knowledge and skills through training.
5. Feedback
Managers are always very close to employees and are the best people to communicate the organization's vision and goals effectively. The line manager links the employees to the top management and communicates one side's interests to the other. Line managers should help the employee identify their strengths and utilize them to the maximum by providing a clear direction, trust, reducing destruction, providing challenges, and feedback on improving.
Employee Value Proposition
Improving employees’ engagement thus requires the creation of an employee value proposition that requires the company to improve monetary and non-monetary benefits to its employees to commit their future in the organization. The engagement is more than making employees happy or paying them well. It is also important to attract and retain the workforce by constantly enriching engagement.  The organization needs to consider both job and organizational engagement and mutually support employees to achieve both. The organization requires developing and equipping line managers as they are essential in enhancing job engagement. 
Herzberg's Theory
Herzberg's two-factor theory provides a framework for creating employee engagement and motivating them. The theory is divided into two parts, as the name suggests to hygiene factors and motivational factors. The hygiene factors relate to the working conditions that establish the foundations of employee engagement. The factors include supervision, relationships, and administrative practices working conditions, company policy, and salary. The factors neither satisfy nor motivate but are essential to avoid job dissatisfaction and keep employees engaged at work (Armstrong & Taylor, 2017 p. 170). When they are not achieved, they will cause dissatisfaction hence leading to reduced job retention. For instance, when an employee's salary is inadequate, it can lead to dissatisfaction, and when it is provided, it does not cause long-lasting satisfaction. Therefore, hygiene factors are not enough to cause employees to commit to the work because they do not cause a long-lasting effect. Something more is needed to enhance employee engagement and, thus, where motivating factors are important. 
Motivating factors include achievement, responsibility, intrinsic interest in the work, and advancement and make the employer commit to the work and willing to provide discretionary efforts. The two factors lead us to conclude that it is possible for employees to be highly motivated and dissatisfied simultaneously. This is because the combination of the two factors matters a lot. Employees can achieve high motivation and satisfaction with highly motivating and high hygiene. Other situations make employees work but without a future. Employee engagement depends on the intrinsic factors that define how meaningful the work can be (Stoyanova & Iliev, 2017 p.24). Employees perform better when the work is meaningful to them or when the work itself is good. The hygiene factors like salaries do not initiate positive feelings of job engagement and meaningful work.
Organizational engagement can be increased by implementing high involving management systems. The system enables employees to understand their work and manage themselves and hence increasing involvement. The system eliminates increased control of employees by the management and treating employees with respect as partners of the enterprise rather than employees. The system also means the management listens to employees' voice and their interests fulfilled (Torrington et al., 2014 p.334). The rule of social exchange supports it since employees will increase their engagement in return for the favors they receive from the organization. Employees will develop positive behavior and attitudes when they realize the employer shows more concern and recognizes their contribution (Ruck et al., 2016 p. 910).
Outcomes of Employee Engagement
The engaged employee assumes a sense of ownership of what he/she is doing, and he wants the best. An engaged employee will go the extra mile and seek responsibility and hence improved productivity. Engaged employees understand and comprehend the organizational goal, and they align themselves to fit into the organization. When employees have a clear organizational goal, they are better positioned to identify the actions and resources required to help the organization accomplish its goal. The workforce will develop a clear picture of the whole organization having faith in whatever they do because they understand the reason for the organization's existence. The organizations' existence benefits many people, including employees through salaries and other benefits, community through corporate social responsibilities, consumers through goods and services, among others. Such employees have accountability for whatever they do, and they strive to maintain efficiency all through. 
The management has an easy time since an engaged workforce can manage itself with little directions and minimal control. Focused employees can connect the dots easily, for instance, from vision to product, strategy to tactics, or actions to behaviors. It is because focused employees will be proactive in whatever they do. Development and career growth are strategies for improving employee engagement, and thus organizations will have a pool of talent who can fill positions in the future (Torrington et al., 2014 273). Job and organization employees ensure employees are not distracted and commit their future to work for the same organization. Engagement will lead to high retention rates, and hence organizations benefit from reduced recruitment expenses.
[bookmark: _GoBack]However, the pursuit of engagement should not go beyond the breaking point of employees’ ability and skills. When the demand to perform is too high it can lead to emotional exhaustion which consequently leads to absenteeism, inefficiency, and leaving the job. Management should understand the maximum level of performance with the available resources, and show recognition for what employees have achieved, and support employees where possible. Sustainability in engagement by fostering a balance in employees’ life. 
Conclusion
In conclusion, job and work engagement are important aspects for employees to commit to their future organization and improve their performance. Employee engagement is more important, especially during periods of distractions, such as the COVID-19 pandemic that have changed the way people used to work. Therefore, organizations need to assess the level of engagement during such distractions, and the findings can help employees plan and implement how to improve workforce engagement. Engagement is important for organizations to improve their productivity and to establish business sustainability. Engagement can be achieved using Herzberg’s theory that establishes the framework for rewarding employees with monetary and non-monetary employees to keep the workers satisfied and motivated. Organizational leadership should be at the forefront by developing a culture of information changes, transparency, recognition, employee support, and learning and development opportunities.
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