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[bookmark: _Toc87818142]Introduction
According to Osborne and Hammoud (2017), employee engagement in workplaces is the positive energy that an employee has that ensures the goals of that particular organization are effectively reached. The engagement includes mental and psychological connections between the employee and the place of work. Research further proves that those who are more engaged in the workplace are more productive and loyal compared to their counterparts who might produce average results or no results at all. Engaged employees show focus in whatever things that they are doing as they feel involved in the process of decision-making process thus being enthusiastic about their career (Osborne and Hammoud, 2017). Engaged employees go the extra mile way beyond the job description in the workplace to ensure the overall goal of the organization is met. The biggest influence of employee engagement is the employee's manager through daily communication and job engagements. This paper covers the area of the topic with drivers of employee management and the diagnostic tools to measure engagement discussed. Among other areas of discussion include employee preposition.
[bookmark: _Toc87818143]Concepts and drivers of employee engagement
The feeling that exists towards one’s place of work which is a result of the mental and psychological connection with their place of work is what Osborne and Hammond (2017) refer to as employee engagement. Higher levels of productivity and profitability are evident in places where employees feel engaged as they feel that their efforts can make a difference. Organizations have concluded that employee engagement is important towards achieving their goals and objectives.
There are two main drivers to employee engagement that includes; organizational drivers and managerial drivers. Organizational drivers are highly grounded on the commitment of the organization to reach its laid mandate successfully. Leaders' set the bar by showing their commitment towards reaching the laid goals of the organization (Antony,2018). The conduciveness of the working environment in which employees work plays a major role in the success of the organization although different employees may have different notions of what a conducive environment should be like.
Trust plays a vital role in the success of an organization. Cases of employees losing their trust in their leaders can lead to the downfall of the organization (Phong et al 2018). Every organization has its rules and regulations that govern it and that every employee should abide by them regardless of their job positions in that organization. Cases, where leaders ignore the laid rules and regulations because of their high positions, can lead to cases of employees feeling unequal and this might end up killing their job morale.
	Job security. Every employee needs assurance that their job will serve them and their needs up until when retirement hits. The level of commitment and passion among the employees on full-time employment terms is usually higher compared to an instance where the employee career may hit a sudden end sooner than expected (Ogunbanjo,2021). This interferes with the employee morale towards putting in extra efforts in an organization which leads to low productivity. The employees, therefore, need assurance that their job in the organization will be safe as most have their future planned on it to avoid early psychological detachments with their places of work.
	Every successful organization has plans for its employees. This may range from salary increments to hefty retirement benefits and most important of all is the health coverage. When all these are well taken care of, employees pump in their extra energies into the organization as they have less to worry about on matters to do with liabilities and life after retirement (Vuori et al 2019). Organizations that do show fewer concerns with the future of the employees on the other hand have proved to be less successful due to the laxity of the employees. 
	Valuing the employees plays a key role in ensuring employee engagement goals are reached. Some business enterprises engage in factories that produce poisonous emissions. Employees feel valued when they are provided with gears and equipment to counter the emissions which when directly exposed to humans may result in damage to the body tissues and pose health risks to individual workers. (McCosh and Wayne, 2018) rewards and gifts can act as a way to show that leaders value the hard work of the employees' something that helps boost employee engagement.
	How much investment the leaders make in an organization plays a role in the success of the employees. These investments might include buying machinery such as cars to ensure ease in employees' access to their places of work and improve punctuality. Some investments might include technology as it has proved to lay a big foundation towards ensuring the success of business-oriented enterprises. Such high investments can help in improving employee engagement and boost their morale in undertaking their daily activities.
Management drivers
A good relationship between the employee and the supervisor brings success. Organizations have endorsed tactics to ensure a good relationship between employees and top management is maintained (Khodakarami and Dirani, 2020). Stay interviews have helped in taking in employees' views ideas and incorporating them during the decision-making process.
Availability of equipment. Every organization requires different equipment based on the type of job the employees carry in day-to-day activities in the organization. The more readily available the equipment is, the higher chances there are for the success of the organizations. Organizational failure to provide important equipment to their employees will lead to low productivity and in some cases complete failures. During the Corona Virus pandemic, organizations that didn't have enough equipment to run their organizations from home underwent a complete closure. This led to little employee engagement. 
Employees authority. Every employee needs to have a certain jurisdiction to run their daily activities. Giving them authority enables them to take part in the decision-making process in that particular organization making them feel engaged by their leaders. Generalization of duties denies employees to have the interaction that they crave between them and their leaders which makes it hard for employees to execute their duties effectively as there might be a conflict of interest among them regardless of the organizational goals being available. This will ultimately be a red flag for inadequate employee engagement.
Freedom in making job decisions. Certain decisions within an organization require pure discretion towards making the final judgment. In cases where the decision-making process only lies with the top management, the employees might question their position in that organization and might feel less engaged in decision-making. This can result in low morale in working environments. Therefore, a need to engage the employee in the decision-making process should be stressed.
Employee opportunity to grow. Every employee in an organization craves to grow both financially and academically. In the recent past stagnation and job, comfort zones have proved to be dangerous as they can lead to underfunding when there is a rise in employees' personal needs. The organization should therefore give room for the promotion of employees based on education levels and their merits. This will induce employee engagement as more focus will be geared towards growth for the betterment of their organizations.
[bookmark: _Toc87818144]Diagnostic tools to measure engagement.
Employee engagement has proved to be one of the biggest topics of discussion in a post-pandemic era where most organizations have been forced to send their employees to work from home as a measure to control the spread of the coronavirus which requires social distancing and other medical-related guidelines to be followed. Engaged employees tend to be more productive and work longer years with the said company or organization.
1. Employee reward and recognition programs
Employees' rewarding can act as a measure of their engagement with the organization. Rewarding the employees has a positive impact on their work outputs with research proving that most people always work towards achieving a certain goal and that goal, in this case, might be to get a reward from their organization (Asaari et al 2019). The number of employees receiving rewards equals the level of employee engagement within the organization, a matter that helps the HRs in identifying the general employee engagement with the organization.
2. Carrying out frequent employee surveys
One of the most effective ways to measure the employee’s engagement is through carrying out surveys. Not only does it motivate but also helps in taking in more ideas from the employees. This makes the channeling of communication two-way rather than one-way which has proved to be so coercive (Demir et al 2017). Two-way communication ensures the building of a very strong workforce. In the long run, it helps the human resource managers to know how best engaged the employers are towards the organization. The questionnaire should revolve around three basic entities which include employee satisfaction on matters to do with the business environment, its alignment, and most important of all their view on matters to do with future orientations.
3. Conduct frequent one on one ones
Human resource managers should invest in having one on one meetings with their employees regularly. This opens chances for employees to express themselves and pass their concerns to their leaders. Matters which might be affecting them are brought to book for further discussion and action. This should be done regularly to ensure cases of employees are involved in the decision-making process
4. Conducting exit and stay interviews
Employees leaving their places of work and opting for other organizations or quitting their careers is something that frequently happens. The Human resource managers and the leaders therefore must interview an employee to determine the real cause of quitting (Mahan,2020). If the fault belongs to the organization, therefore, they take that as an opportunity to better themselves to improve employee engagement.
Stay interviews help the organization to know the places where there is excellence and where failure prevails. It is geared towards understanding the perception of the employee towards their work and working environment (Mahan,2020). This prevents cases of multiple employees leaving the organization for the same reason which might have made the first employee leave.
5. Making of focus groups
Most of the organizations are large and conducting one on one interviews with the employees might prove difficult or even almost impossible. The creation of small groups within the organization will help solve the problem where a group of five to ten people forms a group and questions geared towards the development of the organization are set and aired to them (Jordan and Haines 2017). The human resource manager will then collect their responses as a group. Any similarities which might be exhibited in terms of responses between the groups is taken as a major concern that needs to be addressed by the organization with urgency. This boosts employee engagement as they are involved by their leaders in solving problems affecting them.
Measuring productivity and retention rate
The retention of employees can be used as a measure of how engaged the employees are in an organization. Lack of employee retention might be due to low productivity and emotional detachments from their places of work.  In most instances, it is caused by low employee engagement. Therefore, employee engagement should be put to the test from time to time as its presence brings in motivation which ensures retention of employees due to their high productivity and loyalty towards their organizations.
[bookmark: _Toc87818145]Creating Employee value preposition
Employee value proposition refers to the benefits that an employee gets from the organization as a result of their skills and abilities which they pump into the organization.
Understanding their perception.
The engagement of employees in crafting the culture of the organization is a goal that should not be taken for granted. The move is geared to make sure that the organization's visions are brought to reality. This can also be achieved through carrying out the exit and overall interviews to better understand the employees to ensure solid employee engagement is maintained.
Determining key selling points
Team construction is crucial as it helps to determine the strongholds of the organization and what people value the most. This can be done by using support groups which help in determining if the value of the employees is attained. This helps in branding the name of the organization and attracts more possible employees who would like to work in that particular organization.
Communicating the message
This includes finding the most reliable communication channels to ensure a good flow of the product being marketed. This is done through the company websites and interviews processes which attract eligible candidates to the organization. Job advertisement with its requirements enlisted is a type of example that finally leads to possible employee engagement with the possible managers.
Ensuring alignment
The existing employees in most cases play an important role in the brand advertising of the company. This, therefore, brings in the importance of employee retention which can only be achieved through employee engagement more so in cases where employees and employers are working in different places.
[bookmark: _Toc87818146]Conclusion.
Employee engagement plays a vital role in ensuring the success of the business institution. The flow of information should be two-way as this smoothens the flow of information from top to bottom and vise versa a factor that ensures optimal productivity of the organization.
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