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Introduction
	Employees are an integral part of organizational success. Employee engagement is concerned with creating an emotional attachment within employees that pushes them to give quality work. To be more effective in their duties, employees need to establish emotional connections to their jobs, employer, and colleagues. In the ever-increasing competition in the business world, companies and businesses must strive to retain the market's best talent. This report explains how employees are an essential part of organizational success. It focuses on the theories that explain the concept of employee engagement. It also explains the drivers and enablers of employee engagement and assesses the effectiveness of the measures that have already been taken within the organization. The report also presents an analysis of the tools used to evaluate engagement and the potential strategies for success. 
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Employee engagement is a complicated subject with an ongoing discourse regarding what it means and how to measure it. Various schools of thought exist which view employee engagement from entirely different angles. While some human resources professionals consider employee engagement to be the employees' happiness with their work, others relate it with satisfaction derived from work (Pleasant, 2017). A third group considers employee engagement to be the commitment to organizational goals. Satisfied and committed employees are more beneficial to customers since they go the extra mile in ensuring the clients are satisfied and happy. Making customers happy, on the other hand, gives the organization a better financial standing as it achieves customer loyalty while attracting the aggrieved customers from their competitors. 
	Employees who are engaged well within their organizations give a higher quality of work output than those who are not actively engaged. Employee engagement is a more profound concept than its literal meaning, which is always associated with keeping employees busy throughout the day (Kwon and Kim, 2020). In practice, employee engagement refers to the processes and activities that employers put in place to ensure that their employees develop an emotional attachment to their work and organizations. Depending on the efforts put in place by the employer, employees can develop emotions that make them actively engaged in the organization’s goals and objectives, disengaged, or not engaged (Matthews, 2018). The desirable level of engagement for any employer would be to have an actively engaged workforce. As postulated by William Kahn, an organization can only benefit from its workforce when actively engaged. Active engagement allows employees to give their whole to the tasks at hand, thereby increasing the team's overall productivity. 
Kahn’s theory of employee engagement asserts that employees need to be engaged in three dimensions. First, physical engagement is concerned with ensuring the employees have work to do at all times (Roberts and David, 2017). The cognitive dimension ensures employees get tasks that are equivalent to their mental capacity. Employees who underutilize their cognitive ability may not find their jobs satisfying enough and look for other challenging opportunities. The third dimension is concerned with the emotional aspect, where employees develop emotions about the organization. To create positive emotions and establish a sense of belonging, employers need to be very careful with how they plan to achieve emotional fulfillment. The emotional dimension of employee engagement is dependent upon the cognitive and physical dimensions. 
According to Maslow’s hierarchy of needs, people have varying levels of requirements determined by many factors such as age and financial status. As the basic needs of employees get met, they develop higher and more sophisticated needs (Roberts and David, 2017). For instance, fresh graduates are often concerned with attaining financial stability. Therefore, they tend to focus more on the compensation they will get from employers. On the other hand, older and more experienced workers may focus on the other non-financial benefits that come with their jobs, such as more extended parental leave and flexible working hours to enable them to parent their children. 
	Although compensation stands out as a significant factor in achieving employee engagement, it is not sufficient to fulfil employees' commitment in carrying out their duties and helping the organization achieve its strategic goals. Therefore, employers consider many other factors that ensure the employees are happy and committed to their work, such as opportunities for professional development, flexible working hours that promote a good work-life balance, and employee welfare (Glavas, 2016). Since companies are composed of employees with varying needs and professional development levels, employers need to develop an employee engagement plan that considers the needs and desires of all the employees. 
	Drivers of employee engagement
	There are many drivers of employee engagement in organizations, which can be categorized into five groups. Having a strategic narrative for the organization helps align the employees' attitudes and needs to the strategic organizational goals. Once employees embrace the goals, they will work tirelessly to push their organization towards success. Leadership is also a critical enabler of employee engagement (Krishnaveni and Monica, 2016). Leaders who are tolerant and encourage teamwork are more likely to establish open and highly collaborative teams. Employee engagement relies on giving the employees a voice at the place of work. If their voices are silenced or ignored, they learn to keep to themselves as they look forward to getting better opportunities in the future. Fairness and integrity also play a role in enabling employee engagement. Systems that demonstrate the highest level of integrity win employees' trust and, subsequently, their support. 
The first category is concerned with the compensation employees to get for their time at the workplace. Companies that pay their employees competitively are more likely to achieve satisfaction as compared to those that pay poorly (Krishnaveni and Monica, 2016). Compensation also includes a fair evaluation and compensation system that is used to give promotions and financial benefits such as bonuses. When the evaluation and compensation systems demonstrate favouritism rather than fairness, employees lose the morale to work, get detached from their work, or even reduce their work quality intentionally. 
	The other category of drivers of employee engagement falls under the benefits group. Benefits include packages that are not part of the employee compensation plan, such as paid holidays, additional insurance packages that can give employees peace of mind, and consideration of employees’ families in the benefits (Krishnaveni and Monica, 2016). Additional benefits that employees receive from the company, such as Christmas coupons, demonstrate that they value the employees. Such a view from employees is sufficient to achieve higher productivity at work. 
	The location of the company is an important driver of employee engagement. Factors such as employee autonomy and recognition for professional and social achievements are significant in fostering employee engagement within an organization (Lemon and Palenchar, 2018). Currently, employees value work-life balance so much. Therefore, employers who intend to keep talent need to give their employees the autonomy that they need. With enough autonomy in their hands, employees can easily work from home or take on flexible working hours. Such flexible environments at the workplace enrich the lives of employees and reduce the likelihood that they will carry their personal pressure to work. 
	The last category of drivers for employee engagement is organizational culture. A culture of consultation in an organization promotes teamwork as employees are used to working together to solve organizational problems. For employees to have a level of commitment to their organization, they need to understand the strategic goals of the organization and how their input influences the achievement of the same (Lemon and Palenchar, 2018). Therefore, clear communication of the strategic objectives of the organization needs to be done to win the support of the employees. Respect for employees and collaboration with those at the management level is also critical in achieving employee engagement. For instance, managers who employ the authoritarian style of leadership are only likely to achieve engagement at the physical dimension. 
	Assessment of measures that have already been taken by the organization
	Working from home gives the employees some degree of autonomy, which is important in getting them engaged in their work. Knowledge workers who form the majority of today’s workforce abhor being micromanaged and perform poorly under such circumstances (Roberts and David, 2017). When given a chance to work from home, they can give higher productivity to the company since they perceive it as being valued. A flexible working arrangement for the employees also improves their work-life balance and creates a favourable environment for quality work to be done. 
	The restructuring of roles can have two outcomes in the organization. For the employees whose job descriptions are more engaging and match their compensation, the improvement of roles is likely to be beneficial in achieving engagement (Glavas, 2016). However, if the new roles are less challenging and fail to offer new paths for career development, the job design exercise could be counter-productive. Making the work environment “Covid-19 safe”, on the other hand, demonstrates to the employees that the employer values and respects their wellbeing. Although the organization has already taken some steps to bring about employee engagement, it has mainly focused on the work environment. For better outcomes, the organization should develop strategies that address all the categories of drivers, such as professional development and remuneration. 
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	The first tool is used to measure engagement is the use of surveys. Pulse surveys offer a quick way to continuously monitor the level of employee engagement within the organization since it entails asking a few questions which the targeted employees can respond to quickly (Khodakarami et al., 2018). The challenge of doing pulse surveys is that some respondents can be subjective hence distorting the generalizability of the findings. Also, surveys can easily leave out critical information since they don’t prompt for detailed information. However, for monitoring purposes, they come in handy in picking up potential issues that need to be addressed by the organization. 
	One-on-one interviews with employees are a useful tool in getting detailed information regarding the feelings, attitudes, and opinions of employees. If done correctly, human resource professionals can get important insights that can help them achieve employee engagement. The challenge with one-on-one interviews is that employees may feel intimidated to such an extent that they hide information out of fear of being labelled as bad (Khodakarami et al., 2018). For one-on-one interviews to be successful, and organizational culture of integrity and transparency must be in existence. 
	Employee Net Promoter scores are a good tool for measuring engagement since they don’t ask the employee to rate their employer directly. Through asking indirect questions, it is possible to measure the level of engagement for each employee. The risk of using this tool is that the results are subject to the biases of the researcher and the research tool (Khodakarami et al., 2018). Stay/exit interviews are also useful tools for measuring employee engagement. Stay interviews are better than exit interviews as they enable the organization to highlight what it is doing right and correct what it is missing to prevent instances where employees leave to look for work in organizations that have created a sense of belonging for their employees. 
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The company Employee Value Proposition
	The company places the employees before the customers because the employees have always placed customers first! We put your personal and professional development before everything else and don’t forget to include your family in all opportunities for growth that we avail to you. 
	Strategies for increasing engagement
	One of the strategies for increasing engagement is using a bottom-up approach when developing an employee value proposition. By letting the employees take the lead in the development of the value system that they would love to have, the organization achieves support for the developed system (Delaney and Royal, 2017). 
Also, the company can use special pieces of training for top performers to promote hard work. However, such a reward system would need to be pegged on integrity and fairness for it to meet its desired goals. Dialogue, together with the already established measures that were brought about by the need to fight Covid-19, can increase employee engagement. 
 Another major strategy of employee engagement is the professional development of employees. As highlighted in Maslow’s hierarchy of needs, employees are in need of constant development. As a result, employees get dissatisfied when denied the opportunity to advance their knowledge and careers (Lemon and Palenchar, 2018). Employer-sponsored pieces of training are integral in attracting highly talented people into the workforce and keeping them within the company for a long time. When offered a chance for professional development and growth, employees are more likely to be happy and work harder to achieve their personal and organizational goals.
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 Employers need a proper employee engagement plan for them to derive value out of the massive resources they invest. Various strategies for success exist. However, the strategies need to incorporate drivers from all the five major categories discussed in the report. The organization is on the right track but needs to extend the strategies beyond improving the work environment. 
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