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Employee Engagement in Organizations

Employees are the most invaluable asset that any organization can have as they are the ones relied upon to help in attaining the goals and objectives that the organization pursues. This makes employee engagement a critical component of employee management since it determines the type of employees that an organisation attracts and whether the organisation will keep them for the long haul. Due to this, organisations have invested in the employee value proposition as a way of ensuring that they have properly engaged their employees and are also keeping track of the employee satisfaction with the job so that they can make necessary changes when the need arises. This discourse argues that appreciating the need for employee engagement, and coming up with appropriate diagnostic tools and employee value proposition parameters is imperative in supporting the attainment of organisational goals both in the short-term and the long-term.
The Concept and Drivers of Employee Motivation

Employee engagement can be considered as the level of dedication and enthusiasm that employees have towards their job (Sun &Bunchapattanasakda, 2019).  This implies that engaged employees significantly care about their job and what their performance means to the organisation they are working for; they, therefore, give their best to ensure that they help the organisation to attain its goals and objectives (Satata, 2021). Osborne and Hammoud (2017) note that engaged employees are not just motivated by their salary or benefits; they rather consider their well-being to be associated with their performance.  In this way, they are instrumental when it comes to obtaining the success of their organisation.

Employee engagement is also the measure of how employees perceive or feel about their organisation. The perception that employees have about their organisation could make them highly engaged in which case they have a favourable opinion of their organisation (PratimaSarangi & Nayak, 2016); they are strongly connected with their teams; have intentions of staying in the organisation for long and are the brand ambassadors of the organisation to their friends and family.  Highly engaged employees and carry their colleagues to give their best in their roles and responsibilities (Sun &Bunchapattanasakda, 2019).

Employees could also be moderately engaged and in this case, they moderately perceive their organisation as a favorable employer. Moderately engaged employees may like their organisation but still can point out areas that need improvement (Osborne &Hammoud, 2017).  Such employees are highly unlikely to seek more responsibilities in the organisation and they often end up performing beyond their capabilities since there is something about the job or the organisation that discourages them from being fully engaged (Sun & Bunchapattanasakda, 2019).

Employees could also be barely engaged and in this case, they often feel indifferent towards the employer.   They are largely demotivated and only do as much as possible to get themselves by or they may even do less than is required of them (Pratima Sarangi &Nayak, 2016).  These are employees who are working time in the organisation since they are looking for job opportunities in other organisations and are considered a high turnover risk (Satata, 2021).

Some employees are totally disengaged from their job or organisation.  This group of employees normally have a negative opinion about their job or employee and are totally disconnected from the vision, mission, and strategic plans of their organisation (PratimaSarangi & Nayak, 2016).  Their negative perception reflects in their low productivity levels since they lacked commitment to their job or position in the organisation (Sun & Bunchapattanasakda, 2019).

Some of the drivers of employee engagement include the organizational culture, which determines the way organisation operates, hence the level to which employees are engaged.   for instance, innovative organisations allow their employees to share their ideas or grievances (Sun & Bunchapattanasakda, 2019).  The industry in which the organisation operates is another factor considering that non-profit organisations do not engage their employees the same way for-profit organisations engage employees. Each industry provides employees with different opportunities for getting involved such as trade shows, industry conferences, and professional networking opportunities (PratimaSarangi & Nayak, 2016).

 Employee engagement is also determined by the job function which influences the perception of the employees regarding the meaning of their work through which they derive intrinsic motivation.  The job function determines how employees interact with others thereby resulting in a positive or negative work environment.  It also determines the job security and work-life balance of the employee (Sun & Bunchapattanasakda, 2019). 

The career path of an employee is another driving factor, which relies on the career stage in which a particular employee is at and therefore the elements of the work that motivate them. Employees who are in the early stages of their career often prioritise competitive compensation and strong mentorship; while those in later stages of their career focus on flexible work arrangements and teamwork relationships (Osborne &Hammoud, 2017).  
Employee Engagement Diagnostic Tools

Employee surveys are the commonly used diagnostic tools for measuring employee engagement.  They are often used to get a sense of the attitudes and feelings of the employees regarding their job (Macey, 2009).  Employee surveys are effective when they are completed anonymously, a factor that increases the participation rate and also encourages the sharing of honest responses by the employees (Fletcher & Robinson, 2014). Employee surveys should be structured in such a manner that they can yield data regarding the motivations, passions, quality of work relationships, and job satisfaction of the employees (Schneider &Barbera, 2014). The advantages of employee surveys are that they are flexible, cheap to execute, and require less time to develop and conduct.  They can however provide skewed results if they are conducted regularly; they may also include incomplete or unreliable data (Truss, Alfes, Delbridge, Shantz, & Soane, 2014). 

The other limitation of employee surveys is that it does not provide ongoing, real-time, and holistic feedback from the employees (Bakker & Leiter, 2010). Due to this, organizations have opted to use HR tools to supplement periodic surveys.  The HR tools are based on versatile software programs that have capacities for gathering and tracking employee engagement throughout the year (Truss, Alfes, Delbridge, Shantz, & Soane, 2014).  The HR platforms connect employee feedback and also measure employee satisfaction while they enable human resource managers to manage the staff and their respective data by archiving results at one point (Fletcher & Robinson, 2014). The HR tools also include performance management software that facilitates more frequent feedback and conversations between the managers and their employees.  In this way, the platforms ensure that everyone is on track, satisfied with their working conditions and that they are focused on attaining the organizational goals either as individuals, departments, or teams (Schneider &Barbera, 2014). 

Furthermore, the increase in the uptake of social media platforms has provided human resource managers with another option for measuring employee engagement in the workplace (Fletcher &Robinson, 2014). For instance, companies are using Glassdoor reviews and ratings to measure the sentiments of their employees regarding their perception of their jobs and their employers as well (Osborne &Hammoud, 2017). Companies have also developed internal social media networks based on their intranet which enable their employees to engage in conversations and share their ideas and opinions.  With these internal social media networks in place, organizational managers can gain a sense of their teams’ morale and the overall culture of their company regarding the engagement of the employees. This may be evident from the ideas and opinions that the employees share regarding their work and the challenges that are associated with their respective roles and responsibilities (Pratima, Sarangi &Nayak, 2016). The managers can also take pre-emptive actions to ensure that the employees' difficulties and challenges are mitigated. The drawback of these internal social media networks is that the employees may desist from sharing genuine or sensitive opinions in the fear that they may be victimized by the management (Sun &Bunchapattanasakda, 2019). 

Exit interviews are also used as diagnostic tools for measuring employee engagement.  For them to be effective they need to be made up of well-designed questions that interrogate why an employee chooses to leave the company (Osborne &Hammoud, 2017).  The feedback drawn from exit interviews is invaluable when it comes to identifying the areas of employee engagement that need improvement to retain existing employees and attract potential employees (Sun & Bunchapattanasakda, 2019). The drawback of this diagnostic tool is that the existing employee may not be honest about the reason they are leaving the company and the incomplete information they Share could be misleading to the management (Osborne & Hammoud, 2017). 
Employee Value Proposition to Increase Employee Engagement

Pawar and Charak (2014) define an employee value proposition as a unique set of benefits provided to the employees in return for the skills, knowledge, experience, and capabilities that they bring to the organisation. Employee value proposition essentially defines the essence of an organisation in terms of its uniqueness as compared to others in the industry and what it represents or other stands for. 
The employee value proposition is made up of five key elements which include compensation, job stability, location, work-life balance, and respect. These elements should be considered as an organisation seeks to enhance its engagement with its employees (Ng & Zin, 2019). 

Compensation

Employees should be well-compensated for the skills, competencies, experience, and commitment that they provide with regard to obtaining the goals and objectives of the organisation (Ng & Zin, 2019).  This makes the employees feel assured that the efforts are recognised by the organisation and they in turn increase their commitment to pursuing the organization's goals (Nagpal&Nagpal, 2019). When compensation is based on the industry standards it reflects the fairness of the organisation; but it becomes more of a motivator when it is based on the effort and contribution of the employee to the organisation (Pawar&Charak, 2014). 

Job Stability 

Employees tend to settle in jobs that provide them with a sense of security. In this way, they are discouraged from looking around for better job opportunities but rather focus their efforts to help the organization to realize its goals (Ng & Zin, 2019). Job stability acknowledges that employees have needs beyond their workplace and that their jobs should provide them with the psychological security of being capable to cater for those needs in the long haul. This makes employees more focused on their jobs because of the significant contribution that their remuneration is playing in other facets of their lives (Nagpal & Nagpal, 2019). 

Location 

The location of the workplace is also a critical determinant of employee engagement. Organizations have invested in transportation systems to save their employees the hustle of daily commute and therefore, ensure that they are relaxed enough to handle their jobs once they land at the workplace (Nagpal &Nagpal, 2019). This also saves them the costs they would have to incur if they were paying from their pockets. Other organizations allow their employees to work remotely for some particular days of the week and only report to the workplace on specified days or hours. This motivates employees to be more committed to helping accomplish the organizational goals since they feel that the organization is concerned about their welfare (Ng & Zin, 2019). 

Work-life Balance 

Stressful workplaces, characterized by the pressure to attend to specific targets or clear certain work overload easily demotivate employees leading to burnout and high rates of turnover (Pawar & Charak, 2014). Employees are therefore better engaged by providing them with a working environment that ensures that they achieve a work-life balance (Ng & Zin, 2019).  This may include providing flexible work schedules or allowing employees to work remotely. Employee engagement increases as employees handle other facets of their lives effectively and are more committed to organizations that provide them with such opportunities (Nagpal & Nagpal, 2019). 

Respect 

Employees perform better in working environments where they are respected despite their backgrounds or any other diverse personal characteristics that they may present (Pawar & Charak, 2014).  Therefore, to enhance employee engagement it is imperative for organisations to adopt and implement diversity and inclusivity programs or culture which ensures that the organisation does not just recruit from a diverse pool of candidates but that once they are recruited they are provided with a conducive environment to discharge their duties and responsibilities.  In such contexts employees are bound to be productive and innovative in response to the environment that their employer has provided them (Nagpal & Nagpal, 2019). 

Conclusion

Organisations that are keen on attaining their goals and objectives should invest in appropriate employee engagement approaches.  This will not only help them to retain the best talent; but will also come in handy when it comes to attracting the most competent candidates for particular positions. The attainment of effective employee engagement is supported by the use of diagnostic tools that help the organisation to know at each particular time the level of job satisfaction of the employees and the challenges that they are facing, which may need managerial intervention.  In particular, organisations need to be deliberate about their employee value proposition. This will ensure investment in the right amount of elements that will support the job satisfaction of their employees at various levels of the organization.
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