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The concept and drivers of employee engagement
Employee engagement has been lately recognized by organizations as a tool that has a significant positive impact on the performance of their businesses. This has been the trend since 2006 when ISR conducted a worldwide survey on the linkage between employee engagement and organizational performance. The study by ISR revealed that the companies that scored higher in employee engagement had an increase of more than 25% in earnings per share (EPS) while, on the other hand, companies that had scored lower engagement scores experienced a decrease of 11% in EPS (Welch, 2011). Thus, these outcomes confirm the belief that employee engagement has a positive impact on business performance and, thus, it is vital for organizations to understand and apply better employee engagement so that they can positively impact their performance (Welch, 2011). 
Several theories have been put forward in attempts to explain the concept of employee engagement and these focus on the rational and emotional aspects of management. Some of the theories also focus on the tangible and intangible aspects of employee engagement (Jeung, 2011). However, while there exists not one way of leveraging employee engagement in an overall way, a number of drivers of employee engagement in an organization have been discussed. One of these drivers is the work/job role, which notes that employees need to see the link between their roles in an organization and the larger organizational goals and objectives (Jeung, 2011). It is essential for management of an organization to understand the linkage between the organization’s objectives and the roles that employees have in the organization because such an understanding provides increased engagement and also acts as a source of intrinsic motivation. An employee that sees a clear linkage between their roles and the broader goals of the company will come to work and harbor the feeling of belonging, which pushes them to go an extra mile to contribute to the success of the company (Jeung, 2011).
The other driver of employee engagement in an organization is work environment and organizational culture. In this regard, the bond between an employee and the organization is strengthened when the employee is able to identify with the organization’s culture. The employee is engaged and motivated to stretch beyond the call of duty if the work environment is enabling and supportive to him or her. Rewards and recognition are another driver of employee engagement in an organization and this primarily works as a source of motivation to the employees (Bedarkar and Pandita, 2014). The bottom line of employees working and contributing to the success of the organization is that they help the company while they also earn, which helps them fulfil their ambitions. When the company provides equitable pay and other rewards and recognition to the employees, the employees are more likely to be motivated to give more to the organization and also improves their commitment and engagement (Bedarkar and Pandita, 2014). 
Employee development, through learning and training opportunities, is another factor that drives employee engagement (Popli and Rizvi, 2016). It is generally considered that every employee wants to develop and grow their skillsets and their career as well. In this regard, skill and knowledge enhancement is a vital aspect employee engagement because it acts as an indication to the employees that the company is interested in helping them grow as they help the company too (Popli and Rizvi, 2016). Essentially, skills and knowledge enhancement plays the vital role of motivating employees through job security in that they get the opportunity to remain up to date with the requirements of their job roles, thus making them remain relevant to the organization in the long run. Also, employees understand that a company would not invest in them by providing such development opportunities with the plans of releasing them in the near future. Thus, they will feel indebted to the organization and will be more committed and engaged to the organization’s cause (Popli and Rizvi, 2016).
Diagnostic tools to measure engagement
Companies often face challenges and struggles when it comes to measuring employee engagement the right way. The most challenging issue that these organizations face while measuring employee engagement is the lack of a unified definition of what employee engagement entails of (Anitha, 2014). In this regard, measurement can be taken from the employees’ feelings about their work, employees being absorbed in what they do, employees being energized in their work, or a combination of these and many more factors that can indicate that an employee is committed to whatever he or she does in an organization (Anitha, 2014). However, there are various tools that managers can use to gauge the engagement levels of their employees so that they can also find out where the company is failing to leverage the most out of its employees. Employee engagement measurement can be done in many ways including by the managers themselves, through third-party survey providers, and a hybrid of both third-party surveys and managers’ personal observations. Some of the tools that can be used for these purposes include the few ones described below (Anitha, 2014).
One of the tools for measuring employee engagement is the Utrecht Work Engagement Scale (UWES). According to this tool, employee engagement is defined as a positive and fulfilling state of mind in relation to one’s work (Macey et al., 2011). This state of mind is characterized by vigor, absorption, and dedication. In this essence, vigor refers to the characteristic high levels of energy and mental resilience while dedication is characterized by the feelings of enthusiasm, pride, inspiration, challenge, and a sense of importance (Macey et al., 2011). Absorption on the other hand refers to the employees being deeply concentrated and fully engrossed in their work such that they are unable to detach themselves from the work. The UWES tool measures these three aspects of employee’s nature at work and highlight that employees who are more engaged in their work will have higher scores in all the three aspects (Macey et al., 2011).
The Gallup Workplace Audit is another tool that managers can use to measure employee engagement in their companies. This tool has for long been dominant when it comes to measuring engagement and it has been proven through impressive outcomes where it has been used (Gupta and Sharma, 2016). According to this tool, there exists a high correlation between employee engagement and customer satisfaction, employee turnover, safety, productivity, and profitability. This is an indication that without employee engagement, an organization would most likely struggle to meet its goals on multiple fronts. The tool entails 12 questions which encompass items relating to expectations, resources, and opportunities (Burnett and Lisk, 2019). 
Human resource software has also been developed as a tool to measure employee engagement in an organization. The software has been developed as an improvement to the employee surveys that companies conduct once or twice a year to gauge their employee engagement. The improvement is that software provides real-time information in contrast to the surveys that are periodic and may not entail the information that could be affecting the organization (Dickson, 2010). Indeed, companies are using a combination of both employee surveying and software methods in order to get better measurements of employee engagement in their organization both in the short-term and the long-term. Software can be a vital resource for managers to keep track of their conversations with the employees and provide feedback on specific issues affecting the employees (Dickson, 2010). Most especially, these are digital solutions that can be personalized and tailored solutions can be developed for each problem with an employee to avoid the issue from spreading since employee relationships with each other also impact their engagement in the organization as well as the culture of the company. All managers should have the future of the organization in mind when handling their employees, and that would be a way for them to remain fixed upon continuous improvement of their organizations in ways that include improving their employee engagement (Dickson, 2010).
Employee value proposition
An employee value proposition (EVP) refers to the set of unique benefits that the employee of an organization receives after delivering skills, capabilities, and experience to the company. There are many things that an employee gains from a company in return for his or her participation in making the company successful. EVP involves two sides of value; the value that the employee offers to the company, and the value the employer offers to the employee (Goswami, 2015). 
At this company, the employee is valued as one of the strong pillars that make the company exist as it does. For this reason, the organization has taken various measures to ensure that the employees working here will find the conditions as conducive as possible and opportunities that match the best standards in the market. In this company, we value human safety and the welfare of all our employees is paramount in everything that we undertake. It is for this reason that we have incorporated measures to make sure none of our employees has their safety compromised while they are at work.
First of all, we recognize the impact that Covid-19 has on employees and their families, and indeed with everyone that the company associates with through service and business. Since care is embedded in the company’s culture, we have gone miles to ensure that our employees will not have to leave work for fear of contracting the virus or for the fear of putting their families in danger of the diseases. The company has made the workplace “Covid-19 safe” through a number of ways which have all been deliberated upon after following the health guidelines provided by the government. One thing the company has done is to ensure that face masks are available for all employees working here, and the employee are provided with at least three pieces daily such that they can dispose of the ones they are using after some time during the day. Additional hygiene measures have also been incorporated, including availing handwashing facilities and sanitizers. 
One of the most attractive things about working with us is that our employees do not really have to come to the workplace when they deem it unsafe. We have introduced flexibility in our working schedules and when an employee feels like it is risky for them to commute to their work station, they only need to make arrangements with their supervisors and the management will arrange for the to work from home, where they will feel safer. Also, flexibility introduced in the working times and schedules has allowed the company to ensure that we do not have crowded workplaces by dividing the employees into shifts.
The company understands the hardships that the Covid-19 has brought on the economy as a whole, and with this in mind, the company has had to change some of the aspects of its business and operations so as to better handle the effects of Covid-19. However, the company did not want to lay off our employees because we understand that they are experiencing the same things out there. With the knowledge of how important keeping the relationship with our employee is for both the company and the employees, the company resorted to job redesigns and restructuring some of the roles that would have otherwise been eliminated as the company tried to adapt to the changing market conditions with the pandemic. We want our employees to feel appreciated by the company for the vital role they play in making us successful and the least we could do is find a way to keep them with us in the face of adversity. 
Conclusion
In conclusion, this article has focused on the importance of employee engagement in an organization and why this is a significant factor of success for the organizational managers to pay attention to. The importance of this factor has, however, not fully convinced all the managers in the country are yet to fully engage their employees and this could indicate a loophole from which companies fail to get the most out of the skills and experience of their employees. The challenge that many managers face is in measuring employee management, although this can be solved by using some of the measuring tools that have been highlighted in this article and others that have not been mentioned. The most important thing for managers to note is that with the employees fully engaged, the company stands to benefit from an overall point of view and, as such, proper attention must be paid to this issue.
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