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Employee engagement
Introduction
	Employee engagement is a concept that refers to the degree to which workers are passionate about their work, loyal, and discretionary to the business. The engagement of workers extends beyond meetings, events, and games. The dedication of the workers drives efficiency. Employee engagement makes the whole organization to consider its function, where, and how it fits. This leads to improved choices. Organizations with committed staff compete for more. They are gaining a higher per share (EPS) and rebound better from recessions and financial crises. In terms of development and creativity, engagement is an integral differentiator. A personal interaction survey is essential to a deeper understanding of the organization's needs. It is not similar to a satisfaction survey. Working from home can lead to dissatisfaction because most people lack the self-discipline required to complete the work (Rees, & Porter, 2015). Employees may also get bored since they do not have their colleagues to associate with. 
Employees are also scared of the virus because they might lose their lives or their loved ones. Various drivers ensure employee engagement in these difficult times. They include:
 Autonomy 
	In encouraging staff to do their best, this leader has an especially important role. The counter-thesis of micromanagement and individuality at work helps workers determine how to do their work better. With the ability to control their time and the degree to which staff uses their skills, the organization and its mission are much more likely to be invested (Armstrong & Taylor, 2020). During this pandemic, the managers may give employees tasks for the entire week and let them do them at their own time, provided that by the end of the week, they will have completed the assigned tasks.
Support and coaching
	It might seem impossible to overcome the problem of the low degree of engagement, but coaching is a step in the right direction. Coaching is an important way to increase employee involvement in a business. Corporate coaching services are a perfect job and learning opportunity for workers. Coaches also provide outstanding assistance, from skill shortcomings to insight holes, for any growth crisis. Coaching can help managers and workers provide guidance accurately by leading them towards precision, personalization, and efficiency. This makes the discussion more productive for all parties. Coaching aims to strengthen workers' involvement by preventing barriers to accountability, such as "learned helplessness." The coaching team encourages them to take charge of their learning and development. During the pandemic, most organizations are carrying out coaching through webinars.
Feedback
	The leader lets workers know that their thoughts matter through ongoing feedback assessments and even obtain invaluable input on topics like morale. It is an ideal way to increase employee morale by leveraging the survey data to help meet the employees' requirements. Data indicates that almost all workers at all levels of employment tend to obtain direct management input. Where workers may provide input and gain feedback from their supervisors, they feel better, less depressed, and contribute to building trust.
Opportunities to learn and develop
Learning and development in organizations should make major moves to encourage both higher employee participation and organizational growth. Offering staff key learning and development opportunities not only create competent and confident staff, but evidence confirms that learning and development are fundamental to commitment. Growth means that current and established leaders have the experience and expertise to direct others. Learning and learning services provide executives with opportunities to train their workforce for transition and help workers change mindset and trust.
Task variety
	The concept behind including a diversity of job design skills is to alleviate boredom and improve employee satisfaction and motivation. That may be valid as long as the individual has the credentials and views the inclusion and mixture of skills to contribute to the job. But adding a range of skills to the workers may have the reverse impact and raise dissatisfaction if they are not trained to fix or merely apply simple tasks and low skills without adding to their intrinsic value. Involve workers in job design to positively affect motivation and happiness.
Responsibility
	It is not sufficient to inspire or engage workers. One must ensure that the employees take responsibility for their jobs - both the positive and the poor. If things are going better, they get the credit. But if things don't go right, they will need to continue to take responsibility for these results.
Diagnostic tools to measure the engagement
	One crucial explanation of why it is so difficult to quantify employee engagement is that there is no clear meaning. Some organizations consider it pleasure, some term its fulfilment, and others consider it a dedication to priorities. The most common method of assessing dedication is to use surveys. Surveys are only one component and only one calculation tool. The dedication of workers is a dynamic issue that everyone in the company has to make an effort. Surveys (regardless of how often) are not just enough. Software such as Office vibe will help you monitor the team's dedication continuously. Short, regular surveys are an ideal way to keep the office pulse intact. This method must not be made difficult. You want a way to ask everywhere between 5 and 10 questions about how people are at work and what they will change (if anything).
1-on-1s 
	The one-on-one sessions with workers are another perfect way to measure dedication. It's a nice way to get a real understanding of what's going on with daily, hour-long sessions where you can talk informally with and members of the team. This input gathering method has the benefit of being in person, and because it's a confidential, secure discussion, you can get a lot of insight on each topic you have posed (Taylor, 2010). It is necessary for managers to eradicate this anxiety from their workers to make them feel comfortable. During this lockdown period, the sessions can be held online via Zoom. This will prevent the spread of the disease and therefore keep both the employee and managers safe.
Stay/Exit Interviews  
	Structured interviews with staff are ideal for gathering feedback to figure out what engages them or keeps them from being involved. In most companies, departure interviews are very normal, but one smart approach is to stay interviews more frequently, where workers who are satisfied at work are asked about what makes them want to stay. Exit interviews may be fantastic, but their only problem is that the time you get through this process, it may be too late. In most company they ideally use both. The goal is to figure out what you should have done best to increase your contribution and to find out what you are doing well with a stay interview (and what you could improve on).
ENPS
One of the most powerful and simple methods of calculating commitment is using the employee net promoter score (ENPS). This is a basic question which really tests loyalty. It is one thing to be satisfied at work, but it is another to suggest the company as an outstanding workplace or recommend the products/services they sell.
Employee value proposition
We create an inclusive community that encourages workers to do their best. Feedback, research, and our team illustrate that versatility is the number one way to do that. It creates confidence in our business to encourage employee independence and autonomy to build their work-life balance, but it is also right. This is why versatility lies at the heart of our benefits, society, and financial planning.
Herzberg's theory
	Herzberg suggests that the reasons that contribute to job satisfaction are separate and distinct from those that lead to job dissatisfaction. So, you can make peace but not fundamentally increase your performance if you are trying to remove dissatisfying factors instead of inspiring the staff to enhance efficiency (Marchington et al., 2012). The hygiene factors are considered the traits synonymous with workplace dissatisfaction. When handled properly, people are neither disappointed nor pleased. You have to reflect on happiness issues such as success, appreciation, and accountability if you want to inspire the squad.
Hygiene factors- Factors of hygiene are the factors that are crucial to working encouragement. Both are not conducive to long-term optimistic fulfilment. Although these causes are not present/if they are not present at work, they induce unhappiness. Hygiene considerations are the factors that alleviate workers and leave them unsatisfied as sufficient/fair in work. These aspects are alien to the workplace. Often named grooming factors are dissatisfied or care factors, which are important to discourage disappointment. The working environment/scenario is defined in these factors. The hygiene factors symbolized the physiological needs that the people wanted to satisfy. They include:
· Pay - The pay system or pay structure should be fair and acceptable. The market in the same sector must be honest and competitive. Even if there are pay cuts since most people work from home, the pay should be reasonable.
· Corporate Policies and Management Strategy —corporate regulations should not be too strict. One must be equal and unambiguous. Flexible working time, dress code, vacations, holidays should be included. 
· Fringe benefits: health care coverage (Mediclaim), parental benefits, job aid services, etc., should be provided to workers. Many citizens, even those who are working, do not have health insurance. The organization should ensure that its employees have medical covers in case they contract the virus.
· Physical work environments - secure, clean, and hygienic working conditions are expected. Running facilities should be updated and cared for. For most organizations, people are working home during this pandemic. However, some essential workers report to the physical location to work. The administration should ensure that they adhere to the regulations put in place by the government to protect their employees.
· Status – The status of the workers must be familiar and maintained within the company.
· Interpersonal relationships - Workers must have an appropriate and acceptable interaction with their supervisors, managers, and subordinates. No dispute or aspect of embarrassment should occur. 
· Job security- During this pandemic, a lot of people are losing employment. However, every company should ensure job security for its employees.
Motivation factors – Hygiene factors cannot be seen as motivators, according to Herzberg. The motivational influences are optimistic. All variables are operating naturally. These aspects inspire workers to do well. These considerations are satisfactory. There are variables that contribute to the mission (Essential Torrington et al., 2014). These considerations are fundamentally worthwhile for workers. The motivators were indicative of the added rewards of psychological needs. Motivational factors include the following: 
Acknowledgment – the administrators, should congratulate and reward workers for their successes. 
Sense of success - Workers must feel worked. It's up to your work. At work, there must be some kind of fruit. 
Growth and promotions – Growth and promotion opportunities in a company must inspire workers to deliver positive results. 
Responsibility – The job has to be performed by workers. The bosses should assign them the job. They should limit power to a minimum but hold commitments. 
The job's meaning - for the employee to succeed and be inspired, the work itself must be important, exciting, and demanding.
Conclusion
	In conclusion, the two-factor hypothesis suggests that administrators must ensure that the hygiene factors are sufficient to deter employee frustration. Furthermore, the supervisors need to ensure that the job is satisfying and rewarding to make it harder and easier for their workers to work. This philosophy stresses the enrichment of jobs in order to inspire workers. The work must optimize the talents and skills of the employee. Concentration on motivational aspects will increase the quality of work.
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