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Employee engagement
The concept of employee engagement may refer to different meanings depending on the employer, especially with regards to employers’ idea of whether their employees are adequately engaged or not. However, the basic meaning of employee engagement refers to the situation at the workplace where the employees are involved in the company’s policy making, decision-making, and development (Kruse, 2021). It is a term that refers to employees being valued more than just their basic roles in the company where they work. It is the level of commitment and connection of the employees to the organization where the employer and the employees are closely tied together by the organization’s purpose and objectives. Employee engagement aims at getting the best out of a company’s workforce while at the same time helping the individual employees in their personal and professional development (Kruse, 2021). 
However, it is worth noting that employee engagement does not mean the same as employee happiness. This is because it is possible to have a happy employee at the workplace who is still not committed enough to work hard and achieve the goals of the organization. Companies will often come up with policies for the purpose of making their employees happy, and good as that serves, it is different from having the employees properly engaged (Milliman, Gatling, & Kim, 2018). Employee engagement is also different from employee satisfaction in their jobs. Although engaged employees are more likely to be happy and satisfied with their jobs, employees may also be satisfied with their jobs and be happy at the company but still be less engaged. The major beneficiary in employee engagement is the employer, but the benefits are shared with the employees in more ways than just monetary perks (Milliman, Gatling, & Kim, 2018).
Employee engagement significantly boosts the productivity of the organization and this is one of the main reasons why employers should have their employees well engaged. According to reports and studies in human resource management, employees who are well engaged are likely to be about 21% more productive than their less engaged counterparts (Young et al., 2018). For a company, the employees are the most valuable resource it can have and increasing the productivity of the workforce directly impacts the productivity of the company. Engaging the employees is about making them feel appreciated and that they are succeeding and feeling good about the contributions they make to the organization. When the company manages to do this with its staff, they are more likely to be proud of their efforts and, in return, they will be ready to add more onto what they give to the organization (Young et al., 2018). 
Employers can have different ways of engaging their employees, whether that involves giving them a challenge and responsibilities, and making them feel that they are working first and foremost for themselves and then for the company overall. Setting a challenge or adding a responsibility has a way of motivating the employees individually. This happens because these goals will compel the employees to want to achieve them, get the reward for the achievement, and then work for a higher goal (Saks, 2019). Thus, employees also need to provide rewards to their employees when they achieve the goals that they have set for them. There are multiple ways through which the employees can feel rewarded, one of these being having monetary rewards for the achievements in forms of bonuses. However, there are also non-monetary ways of motivating and rewarding employees after they have achieved their targets. Sometimes, all those employees want is recognition for their achievements and simple but timely praises are a significant way through which the employers and managers can make them feel appreciated (Saks, 2019).
Employee engagement also increases customer satisfaction. Notably, employees are the face of the company when dealing with customers. Therefore, when the employees feel like working for the company has a personalized feeling of appreciation and development, they are going to treat the customers more like these were their own customers (Young et al., 2018). Passionate employees about their jobs are the best when it comes to satisfying the needs of the customers. Essentially, customers will always notice the moods, passion, and willingness of the workers to serve them and ensure their needs are met. Therefore, such customers are more likely to be infected by the same passion and are more likely to return for business in the future. Engaging the employees increases the chances of retaining the best customers, as well as retaining the best employees (Young et al., 2018). 
Tools for measuring employee engagement
Since the importance of employee engagement is apparent, as discussed in the preceding section, employers must have ways to measure how engaged their employees are. There are many tools that companies can adopt to measure their employees’ engagement, and there is not one of these that is universal. Therefore, employers require to be creative about the situation in their companies in order to decide the tools that would best work for them (Othman et al., 2018). Before embarking on measuring employee engagement, however, the employers need to be certain about the aspects of employee engagement that they would be assessing so that they can have a set of expected outcomes. This means that they need to determine what is important for their employees and then analyze the drivers of employee engagement in their workplace (Othman et al., 2018). 
Surveying is the most commonly used tool to measure employee engagement. This tool is widely accepted because it collects the feedback from the employees themselves, which means that the results are representative of what the situation at the company’s workplace exists like. The company should come up with a strategy to use surveys as a tool to collect employees’ feedback on what the conditions at their workplaces feel like, what needs to improve, and where the company is getting it wrong about its workers (Othman et al., 2018). Surveys, however, have a downside in that they may take a long time to prepare, issue, collect, and then analyze. This means that the managers will be forced to use a limited number of surveys per year, may be two to four surveys. In many places, engagement surveys are conducted biannually and that means the company would issue one after every two quarters (Othman et al., 2018).
The downside of this tool is that by being widely spaced between one and the other, the results may not be specifically detailed about what happens in the workplace. It is a tool that provides a lot of vita information to the management, but it also leaves a lot of similar information in the lost time when assessments are not conducted (Attridge, 2009). Companies also need to ensure the anonymity of their employees when filling these surveys because unless that is provided for, the employees may only provide what they consider to be positive feedback. However, when conducting the surveys, the management should be more interested in the negative feedback than the positive because when the company understand what it is doing wrong with regards to the relationship between employees and the company, it would be possible to make changes and improve on that (Attridge, 2009). 
On the contrary, when employees are afraid to provide negative feedback due to the fear of being victimized for their transparent answers, they are most likely to play it safe and provide the employer with a positive feedback that is not representative of the workplace environment. That would be devastating for the company in terms of human resource management because it would form a false image of the workplace atmosphere (Attridge, 2009). That would also blind the management from making observations for the necessary improvements. In addition, the company would have a false image of how engaged its employees are, and as a result, too much potential would be lost which would have been harnessed and applied to the development and productivity of the company (Attridge, 2009). 
Another tool that companies can use and one which can resolve the shortcomings of the surveys. This tool is an online survey, mostly developed using such tools as Google Forms. The advantages of this tool include the fact that it maintains anonymity of the respondent and ease of filling and analysis (Van Rooy et al., 2011). The company can develop this tool and ask the employees to fill in the forms at the end of every one of two moths. Since it only takes a few minutes, and it is online, the employees can easily fill in their answers when they are off the work, like when they are at home or during work breaks. This would not be a burdening tool for the employees to fill, and also it would not burden the employers when analyzing the results (Van Rooy et al., 2011). 
An online survey is more likely to be filled honestly and by more employees. Also, the fact that the employer can issue more than six surveys per year makes the employees feel that their feedback is valued. However, the value of the feedback can only be observable if the company corrects the areas where negative feedback has been provided before (Van Rooy et al., 2011). When that is done, the employees will be more engaged in the company because they will experience a personalized atmosphere which is shaped by policies made with their feedback in consideration. This survey can also be sent to different populations within the whole workforce instead of having every employee filling in every month. To avoid the monotony of filling in the replies, the managers can select to survey employee engagement and satisfaction according to their departments, then the improvements can be made in a similar fashion (Van Rooy et al., 2011).
Employee Value Proposition
Given the nature of changes that the pandemic has brought about, the company should develop an employee value proposition which makes them feel appreciated by the company. Employee engagement during the recovery period will be vital for the company because during such a difficult period, the company cannot afford to lose out its best employees. The cost of hiring new employees would also be a high but avoidable cost for the company (Browne, 2012). Therefore, the proposed employee value proposition for this company entails five (5) areas; Pay, affiliation, work content, career development, and benefits. 
With regards to pay, the company should come up with a strategy which enables it to make the employees feel adequately remunerated. To do this, the company should offer incentives and cash recognition to employees who achieve certain set objectives on top of the basic salary. The process through which the incentives and perks are awarded should be made as honest and transparent as possible (Browne, 2012). 
With regards to affiliation, the company should make its mission and values clear to all the employees. The company should also provide a working environment that is peaceful and enabling for the employees’ professional and personal development. The company should be interested in improving certain aspects of its organizational culture using feedback from the employees (Arasanmi & Krishna, 2019).
With regards to the work content at the workplace, the company should have a system in place where the employees can be rotated within their areas of expertise. This would introduce variety of tasks and challenges that the employees would be working on from time to time, and that would keep them sharp in their tasks. The company should also foster some degree of autonomy on the employees and take into consideration the employees’ feedback (Arasanmi & Krishna, 2019). 
Regarding career development, the company needs to help the employees develop in their areas of expertise. One way for enhancing personal growth is offering training and also promotion of the employees. Promotions and training should then be accompanied by increased responsibilities and challenges, as well as financial rewards. Also, the company should provide employment security to its staff (Goswami, 2015).
Regarding benefits, the company should offer its employees health and retirement benefits, such as insurance coverage. The pandemic has exposed the need for these benefits as employees have in most companies struggled with health issues affecting their families, and that would have an impact on their productivity at work (Browne, 2012). The company should also offer them leisure time off through paid leaves as well as work arrangements that best suite the employees with regards to special cases like nursing mothers and those taking on studies. Another benefit can be tuition sponsored by the organization, even if that comes with a guarantee that the employee will use the gained expertise on developing the company further (Browne, 2012). 
The proposed employee value proposition assumes the form of the figure 1 below.

Figure 1: Proposed Employee Value Proposition
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Employee Value Proposition


Pay
- Incentives
- Cash Rewards
- Basic Salary
- Transparent payment system


Work Content  
- Task variety
- Challenges and responsibilities
- Feedback
- Autonomy


Career Development 
- Training
- Job security
- Personal development


Affiliation
- Mission and values
- Work environment
Organizational culture


Benefits 
- Health insurance
-  Time off work
- Work arrangement
Tuition and Retirement plans 


