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Introduction
HR activities in any organization are directed towards enhancing the contribution of the employees to the organization’s goals and objectives. The HR department targets to have the firm getting the most out of the employees it has, which means making the workforce as efficient as possible. One of the parameters that make the workforce as efficient as the management would like it to be is employee satisfaction (Jeung, 2011). How satisfied employees are with their jobs can be gauged by how well they are engaged, which indicates the enthusiasm and willingness to be involved in the organization they work for. Employees want to be involved in their work and develop a sense of belonging to the firm, and this in itself come with various other effects and benefits. Every employer wants to have employees who are highly involved and committed to their organization and their job since that plays a major role in increasing their overall productivity (Jeung, 2011).
The concept of employee engagement
The concept of employee engagement does not only benefit the organization but also the employees themselves. In essence, the term employee engagement refers to the level to which employees are committed and connected to their organizations. This concept has in recent years emerged as a critical factor that drives business success as the marketplace continues to be very competitive (Anitha, 2014). Organizations that have high levels of employee engagement are able to retain their best employees and as a result, they also report higher levels of customer loyalty, improved overall organizational performance, and the value for stakeholders also goes up. These factors make employee engagement a significant concept that all employers and managers want to foster in their firms (Anitha, 2014). 
Improving how engaged employees are in an organization requires the managers to understand the factors that motivate their employees as well as the things that drive them to be personally invested in the organization’s work (Welch, 2011). In this regard, they ought to have the understanding that there are no universal factors that motivate and drive employees to want to work for their organizations. Rather, every organization has its unique set of factors which combine to create a working environment that either motivates or demotivates the employees at the firm. It is therefore an important thing for employers to know the specific factors that motivate their employees so that they can cultivate these while working to minimize the things that demotivate the employees (Welch, 2011). 
Drivers of employee engagement
There are no universal ways through which firms can leverage employee engagement. However, there are some broad factors that contribute immensely to the improved engagement and satisfaction of the employees. The first of these actors is the mental and physical wellbeing of the employees. In recent decades, the awareness of mental health issues and the need to resolve these in the most amicable ways at the workplace have continued to gain traction (Bedarkar and Pandita, 2014). The organization loses its productivity when some of its employees have to take stress-related sick days every year and this creates the need for managers to ensure their employees are kept away from major stressors at the workplace. The most common stressor at the workplace involves heavy workloads, which lead the employees to have difficulties balancing their work and personal lives outside the workplace. The employers have to be aware of their staffing needs and always ensure that employees have the right amount of work so as to avoid overworking them and, as a consequence, an increase in stress-related illnesses and demotivation (Bedarkar and Pandita, 2014).
The company’s values and purpose also play a vital role in engaging the workforce. According to market research, employees are more likely to be engaged with their work when there is an alignment with the vales of the company they work for. It is a crucial factor for employers to clearly outline and communicate the mission and business proposition of their firms as this is a primary factor in creating a united vision and connecting all the employee under the emblem of the vision (Popli and Rizvi, 2016). This is a significant strategy that helps organizations’ employees to buy into the firm’s objectives and they feel part of a wider strategy where their contribution goes a long way to help the organization in achieving its set objectives. This also sets the mood for the organization’s culture to establish a positive relationship between the management and the employees. Significantly, the relationship between the management and the employees has a direct impact on the productivity, happiness, and willingness to be engaged in the company’s work (Popli and Rizvi, 2016). 
Diagnostic tools to measure engagement
Quantifying employee engagement is difficult because, among other reasons, there are no straightforward ways of defining employee engagement and all the factors that impact it in a specific organization. In some organizations, the approach to employee engagement is hinged on their happiness and satisfaction, while others define it in terms of how committed employees are to the company’s goals and objectives. Since every organization has a distinct working environment and relationships between employees and their managers, it is a bit complex to try and confine the definition of employee engagement to any set of factors. However, there are various metrics that can be universally applied to gauge how engaged employees are in their organizations (Popli and Rizvi, 2016). 
The first diagnostic tool that organizations can use to measure employee engagement is surveying. Frequent employee surveys provide the organization with a quick and effective method of measuring employee engagement. In addition to how engaged the employees are, employee surveying also shed a light on how motivated the employees are to work for the organization as well as their relationship with the management. Surveying also provides the management with a significant avenue through which the company can collect feedback from the employees regarding the company’s operations as well as positive ideas on what aspects of the company can be improved (Pandita and Bedarkar, 2015). With regular surveys, it is possible to identify changes in the moods and relationships between employees and the management as well as the potential factors that cause such shifts, which puts the firm’s management in a pole position to change such issues for the better functioning of the firm. Having a two-way communication channel between the organization and its employees is vital for the organization that wants to have a highly engaged workforce. When sending the surveys, organizations should ensure they focus on the basic metrics of employee satisfaction, alignment with the firm’s goals, and their future orientation in order to understand the organization’s temperament (Pandita and Bedarkar, 2015). 
While two-way communications make it easy for managers to understand the temperament of their organizations and how engaged their employees are, having one-on-one meetings with the employees goes a step further in strengthening the relationship that they have with their workforce. These meetings provide the HRs and managers with an opportunity to communicate directly with their employees in such a way that they can read even the non-verbal cues that contain more information than what would be written in surveys (Pandita and Bedarkar, 2015). With these meetings, employees also get a chance to candidly express themselves to their managers and, as a result, a culture that thrives on positive employer-employee relationship is developed. When this is made a routine such that HRs and managers get to meet their employees on a regular basis, it becomes easier to quantify how engaged they are as well as realizing in advance when things are not functioning normally, thus giving the management enough time to arrest matters before they get out of hand and derail the organization’s progress towards its set objectives (Pandita and Bedarkar, 2015). 
Regardless of how good employees are to an organization, there comes points in time when they have to leave the organization for different reasons. The HRs and managers should be motivated to find out the reason behind employees leaving their organization, and if it is possible to keep the best talents for as long as the organization can. In many cases, employees will leave an organization due to low engagement and poor relationship with colleagues and the management of the firm (Browne, 2012). Conducting exit and stay interviews helps the HR and managers to unea1qazrth such causes and this serves two main purposes; first, the management can spot the main issues causing employee turnover and low engagement, and secondly, the management can enquire for the employees who want to leave the organization what solutions would best serve them n order to keep them at the company. In the end, the managers can be able to come up with lasting strategies that would help the organization reduce employee turnover by improving their engagement (Browne, 2012). 
Employee value proposition 
An employee value proposition refers to a set of benefits that an organization avails to its employees which they receive upon achieving various defined milestones. Organizations use these sets of benefits and rewards as a source of motivation for their employees in order to ensure that they remain as productive as the organization would want them to be (Browne, 2012). The benefits can be a combination of tangible benefits in terms of monetary rewards, as well as intangible benefits which span from basic recognition and praise for one’s achievements at the workplace to the provision of a clear and open opportunity for career development. Different organizations approach employee value propositions in different ways, but all these propositions describe the perks, benefits, and compensation that each employee at the company receives for the various milestones which are also defined by the organizations. Attractive employee value propositions pull the best talents to work for an organization, which in turn gives the firm an edge against its competition (Browne, 2012).
A potential effective employee value proposition would read like, “The best place you could work!” in the employee value proposition, the statement needs to be backed by a list of the benefits that an employee gets from working with the organization. These benefits include inclusivity and equal treatment for all employees (Goswami, 2015). Most employees would like to work in an environment that does not treat them differently, especially if the difference makes the treatment adverse. Inclusivity and equality in treatment with regards to such factors as gender, sexual orientation, race, country of origin, among other such factors, is an attractive proposition for most employees which makes them feel the need to commit to working for the organization where they receive such positive treatment (Goswami, 2015).
Monetary benefits can be defined in multiple ways by an organization and the definition can be tailored in such a way that it meets the specific needs of the organization and its employees. Employees can be given monetary bonuses at the end of the company’s financial year or quarter when the company has made enough profits for that to be possible, and this can be made a regular thing as it helps make the employees to feel a part of the company’s success. Additionally, the company could provide a well-defined plan through which the employees’ remuneration can be raised according to their progress at work (Goswami, 2015). 
An organization that provides a clear path for employees to get promotion or increase their knowledge in their line of work also presents an attractive proposition for employees. In an organization that wants its employees to be highly committed to working there, the employees require to be convinced that they will have a fair chance of getting promoted in their line of work when opportunities for that show up (Raj, 2020). Also, employees would be more engaged in a company’s work if they are allowed and enabled by the employer to increase their knowledge and sharpen their skills by taking additional educational courses. The employer could offer to support the employees by paying part or all their tuition fees in order to make it easier for the employees to take those courses. When the employees are through with their additional studies, they also need a fair assurance that they will be allowed to progress with their careers through increased remuneration or accompanying promotion (Raj, 2020).  
Conclusion
Employee engagement is a vital component of organizational success, which is why employers and HR managers have to keenly observe their employees to find out how engaged they are. Employees who are well engaged in their work will be committed to working for the company as they feel a part of the firm. However, employees who are not engaged in their work will often be demotivated from their work and will be less productive. There are various tools that can be used to evaluate employee engagement in an organization, and all these relate to the organization’s ability to collect feedback from its employees. Having a highly engaged workforce is the goal that all employers aim to achieve.
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