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ABSTRACT 

In the last two decades, there has been significant change in the culture of 

many organisations, a shift in the way employees are valued and treated and 

recognition of the impact employees have on business success. Most organisations 

attempt to create a culture and environment that reflect their values, mission and 

goals and some actively focus on engaging their employees as a key driver of 

success.  Employee engagement is the emotional commitment employees feel 

towards their organisation and the actions they take to ensure the organisation’s 

success; engaged employees demonstrate care, dedication, enthusiasm 

accountability and results focus. Employee engagement is about positive attitudes 

and behaviours leading to improved business outcomes, in a way that they trigger 

and reinforce one another. In this paper, we would like to emphasis on importance 

of employee engagement in the organizations and its outcome. 

 

KEYWORDS: Employee Engagement, Components, Drivers, Human Resource, 

Forces, and Outcome.1 

 

INTRODUCTION 

Employee engagement is the extent to which employees feel passionate about 

their jobs, are committed to the organization, and put discretionary effort into their 

work. 

 

Employee engagement is a workplace approach resulting in the right 

conditions for all members of an organisation to give of their best each day, 

committed to their organisation’s goals and values, motivated to contribute to 

organisational success, with an enhanced sense of their own well-being. 

 

Employee engagement is based on trust, integrity, two way commitment and 

communication between an organisation and its members. It is an approach that 

increases the chances of business success, contributing to organisational and 

individual performance, productivity and well-being. 
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Employee engagement is about our employees feeling pride and loyalty 

working for our organisation, being a great advocate of the organisation to clients, 

users and customers, going the extra mile to finish a piece of work. 

 

 

Employee engagement is about drawing on our employees’ knowledge and 

ideas to improve our products and services, and be innovative about how we work. 

Employee engagement is about drawing out a deeper commitment from our 

employees so fewer leave, sick absence reduces, accident rates decline, conflicts and 

grievances go down, productivity increases.  

 

Employee engagement can be viewed from a cognitive, an emotional, and a 

behavioral perspective. The cognitive aspect revolves around the employees' 

perception and beliefs regarding the organization and its culture in general, its leaders, 

and working conditions in particular. The emotional aspect relates to whether the 

employee has a positive or negative attitude toward the organization and its leaders. 

The emotional perspective is influenced by the cognitive element. The behavioral 

aspect of engagement fosters the employee's willingness to apply his or her 

discretionary effort to the work, resulting in a value-added benefit to the organization. 

So employee engagement is distinctively different from employee satisfaction, 

motivation, and organizational culture, though they have a bearing on it. 

 

CONCEPT OF EMPLOYEE ENGAGEMENT 

Kahn in 1990 (eg Rothbard, 2001). Kahn (1990) defined engagement in terms 

of a psychological state as ‘the harnessing of organisation membersʹ selves to their 

work roles; in engagement, people employ and express themselves physically, 

cognitively, and emotionally during role performances’ (p. 694). 

 

‘An engaged employee extends themselves to meet the organisation’s needs, 

takes initiative, is proactive, reinforces and supports the organisation’s culture and 

values, is in the flow, shares the values of the organisation, stays focused and vigilant 

and believes he/she can make a difference’. (Macey, 2006 cited in Kaufman et al., 

2007). 

 

Vodaphone defines employee engagement as ‘an outcome “measured or seen 

as a result of people being committed to something or someone in the business – a 

very best effort that is willingly given”.’ (Suff, 2008) 

 

Johnson and Johnson defines employee engagement as ‘the degree to which 

employees are satisfied with their jobs, feel valued, and experience collaboration and 

trust. Engaged employees will stay with the company longer and continually find 

smarter, more effective ways to add value to the organisation. The end result is a high 

performing company where people are flourishing and productivity is increased and 

sustained’. (Catteeuw et al., 2007 p. 152) 
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Dell refers to being engaged as ‘giving time and talent to team building 

activities’. (Dell, 2008) 

 

BUSINESS CASE 
Every major corporation in the world is paying attention to employee 

engagement. There are good reasons for this. Engaged employees are more 

productive, provide better customer service, have less absenteeism, and are less likely 

to quit than their disengaged counterparts. There are many studies that support these 

findings. Here are a few: 

• Northwestern University found that organizations with engaged employees 

have customers who use their products more, and increased customer usage 

leads to higher levels of customer satisfaction. (Cozzani and Oakley n.d.) 

• Engaged organizations are 52% more profitable than their disengaged 

counterparts. (MacLeod and Clarke 2009) 

• McKinsey & Company, in a global study of successful organizational 

transformations, identified co-creation, collaboration, and employee 

engagement as key success indicators. (McKinsey &Company 2010) 

 

Engaged employees are rare. Gallup's most recent global research finds only 

13% of employees worldwide are engaged at work. According to the latest State of 

the American Workplace report, just 33% of employed residents in the United States 

are engaged at work. 

 

Engagement and productivity can be affected by social cohesion, feeling 

supported by one's supervisor, information sharing, common goals and vision, 

communication, and trust. Employees want to feel valued and respected; they want 

to know that their work is meaningful and their ideas are heard. Highly engaged 

employees are more productive and committed to the organizations in which they 

work. 

 

COMPONENTS OF EMPLOYEE ENGAGEMENT 

There are two primary factors that drive employee engagement. These factors 

are based on statistical analysis and widely supported by industry research.  

Engagement with The Organization 
measures how engaged employees are 

with the organization as a whole, and 

by extension, how they feel about 

senior management. This factor has to 

do with confidence in organizational 

leadership as well as trust, fairness, 

values, and respect - i.e. how people 

like to be treated by others, both at 

work and outside of work. 

Engagement with "My Manager" is 

a more specific measure of how 

employees relate to their direct 

supervisors. Topics include feeling 

valued, being treated fairly, receiving 

feedback and direction, and generally, 

having a strong working relationship 

between employee and manager based 

on mutual respect. 
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DRIVER OF EMPLOYEE ENGAGEMENT 
Extensive research has been conducted to determine the factors that influence 

employee engagement levels. The research has indicated that there are both 

organizational drivers and managerial drivers.  

 

Organizational drivers 
Some of the research identifies organization wide drivers of employee 

engagement. For example, research by Watson Wyatt indicates that the level of 

employee engagement (or disengagement) depends on how effectively the 

organization: 

 Ensures that senior leaders set the direction.  

 Focuses employees at all levels on the customer.  

 Compensates people based on performance and customer focus.  

 Communicates corporate strategy and goals, the importance of the customer 

and the value of the total rewards package clearly.  

 

Quantum Workplace (the research firm behind the "Best Places to Work" 

programs in more than 40 metro areas) has identified five key factors that set 

companies with higher engagement scores apart from others. Such companies:  

 Set a clear, compelling direction that empowers each employee.  

 Engage in open and honest communication.  

 Maintain a focus on career growth and development.  

 Recognize and reward high performance.  

 Provide employee benefits that demonstrate a strong commitment to 

employee well-being. 

 

Management drivers 
It is clear that employee engagement increases dramatically when the daily 

experiences of employees include positive relationships with their direct supervisors 

or managers. Behaviors of an employee's direct supervisors that have been correlated 

with employee engagement include:  

 The Gallup "Q12," which are 12 core elements that link strongly to key 

business outcomes. These elements relate to what the employee gets (e.g., 

clear expectations, resources), what the employee gives (e.g., the employee's 

individual contributions), whether the individual fits in the organization (e.g., 

based on the company mission and co-workers) and whether the employee 

has the opportunity to grow (e.g., by getting feedback about work and 

opportunities to learn).   

 Employees enjoy a good relationship with their supervisor.  

 Employees have the necessary equipment to do the job well.  
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 Employees have authority necessary to accomplish their job well.  

 Employees have freedom to make work decisions.  

 

ROLE OF HR AND MANAGEMENT IN EMPLOYEE ENGAGEMENT 

Employee engagement is influenced by many factors—from workplace 

culture, organizational communication and managerial styles to trust and respect, 

leadership, and company reputation. In combination and individually, HR 

professionals and managers play important roles in ensuring the success of the 

organization's employee engagement initiatives. 

 

• Role of HR 
To foster a culture of engagement, HR should lead the way in the design, 

measurement and evaluation of proactive workplace policies and practices that help 

attract and retain talent with skills and competencies necessary for growth and 

sustainability.  

 

• Role of managers  
The manager's role in employee engagement has been hotly debated. Studies 

showing that people leave managers, not companies, have led some HR professionals 

to hold supervisors responsible for engagement survey results. Management bonuses 

are often tied to engagement scores. However, engagement experts have suggested 

that the responsibility for engagement needs to be shared from top to bottom.  

 

Middle managers play a key role in employee engagement, creating a 

respectful and trusting relationship with their direct reports, communicating company 

values and setting expectations for the day-to-day business of any organization.  

 

But middle managers need to be empowered by being given larger 

responsibilities, trained for their expanded roles and more involved in strategic 

decisions. If an organization's executives and HR professionals want to hold 

managers accountable for the engagement levels, they should: 

 Make sure that managers and employees have the tools to do their jobs 

correctly.  

 Periodically assign managers larger, more exciting roles.  

 Give managers appropriate authority.  

 Accelerate leadership development efforts.  

 Ask managers to convey the corporate mission and vision and to help 

transform the organization.  

 

HR PRACTICES IMPACT ON EMPLOYEE ENGAGEMENT 

HR practices have a significant impact on employee engagement. The 

following practices can increase employee engagement: 
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• Job enrichment. Incorporate meaning, variety, autonomy and co-worker 

respect into jobs and tasks so that employees view their role more broadly 

and become more willing to take on duties beyond their job description. 

• Recruiting. Target applicants who are likely to view their work as interesting 

and challenging. Encourage those who are not suited for particular work to 

opt out of the process. 

• Selection. Choose candidates who are most likely to perform job duties well, 

make voluntary contributions and avoid improper conduct. 

• Training and development. Provide orientation to create understanding about 

how the job contributes to the organization. Offer skill development training 

to increase job performance, satisfaction and self-efficacy. 

• Strategic compensation. Use pay-for-performance programs to focus 

employees' attention on incentivized behaviors. Adopt competency-based 

pay to encourage acquisition of knowledge and skills and enhance employee 

performance. 

• Performance management. Provide challenging goals that align with the 

organization's strategic objectives, feedback, recognition for 

accomplishments and extra voluntary contributions. 

 

ENGAGEMENT IS LINKED TO THREE ESSENTIAL FORCES  

• Attrition is the number of people leaving the organization and it's a well-

known fact that is one of the major problem being faced by the organizations 

be it any sector. An engaged workforce definitely has less chances of leaving 

the organization, a person who is engaged in his work is likely to stick to the 

company as he offers his best and as result of which the organizations takes 

due care of him in the form of hike in salary by way of incentives and bonus. 

Attrition is likely to come down in the organization, which have engaged 

workforce and this will get in the likely benefits for the organization.  

• Productivity is the output of the workers in the form of work done by them 

it’s not the quantity that matters it's the quality that is of importance for the 

organization. An engaged workforce understands what is expected of them at 

work so thus they are able to carry on their task effectively and efficiently 

thus adding to the productivity of the organization and thus adding to the 

growth and success of the organization.  

• Profitability is the ability of a company to earn a profit. It is a relative 

measure of success for a business. Research has proved that an engaged 

workforce is likely to result in an increase in the profitability of the concern 

as they have complete dedication and commitment to their work and thus this 

is likely to result in an increase in the profit of the concern and thus ensuring 

the success of the organization. 
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The organizations now days take all reasonable steps to ensure that they have 

engaged workforce like organizing birthday bashes, talent shows, sports activities and 

many other things. They want their employees to be committed to their work fully 

besides all the above activities they also make sure that the employees have role 

clarity, get all the material and equipment they require to perform their work 

efficiently etc.  

 

EMPLOYEE ENGAGEMENT OUTCOMES 

Employee engagement is a hard‐nosed proposition that not only shows results but 

can be measured in costs of recruitment and employee output (Johnson, 2004) 

 

• Customer loyalty 

Levinson (2007) suggests that employees who are happy in their work are 

more likely to create loyal customers. Engaged employees tend to have a better 

understanding of how to meet customer needs and, as a result, customer loyalty tends 

to be better in organisations where the employees are engaged (Pont, 2004). Levinson 

(2007) claims that ‘in departments where [highly] engaged employees sell to engaged 

customers, customer loyalty, repeat purchases and recommendations to friends are 

double that of companies with average employee engagement’. Ultimately, this may 

lead to what is sometimes termed ‘customer engagement’, where there is a mental 

and emotional connection between the organisation and the customer (Bates, 2004). 

 

• Employee retention 

Levinson (2007) also suggests that employees who are happy in their work 

are more likely to stay in the organisation, and Demourouti et al (2001). found that 

work engagement is indeed positively related to organisational commitment.  

Blessing White (2008) reports that 85 per cent of engaged employees plan on 

sticking around compared to 27 per cent of disengaged employees. In addition, 41 per 

cent of engaged employees said that they would stay if the organisation is struggling 

to survive. 

 

• Employee productivity 

Engagement affects employee performance (Kahn, 1990). ‘Engaged 

employees work harder, are more loyal and are more likely to go the ‘extra mile’ for 

the corporation’ (Lockwood, 2007). 

 

Sonnentag’s (2003) survey of employees from six public service 

organisations found that high levels of engagement at work support employees in 

‘taking initiative and pursuing learning goals’. 

 

Likewise, Watson Wyatt’s (2007) survey of 946 companies across 22 

countries found that employees who are highly engaged are more than twice as likely 

to be top performers than are other employees. 

 

 



INTERNATIONAL JOURNAL OF MULTIDISCIPLINARY ADVANCED RESEARCH TRENDS 
ISSN : 2349-7408  
VOLUME IV, ISSUE 1(1) JANUARY, 2017 

 202 

CONCLUSION 

Engaged employees work with passion and feel an emotional connection to 

their company, they drive innovation and move the organisation forward. They are 

characterized as being loyal, committed, productive and deliver results. Employee 

engagement is about organisation actions that are consistent with the organisation’s 

values. It is about kept promises, or an explanation why they cannot be kept. It is a 

positive attitude held by the employee towards the organisation and its values. An 

"engaged employee" is one who is fully involved in and enthusiastic about his or her 

work and so will act in ways that advance his or her organization's interests. Employee 

engagement is important to the competitiveness of any organization, particularly in 

the current business environment. An engaged employee is aware of business context 

and works with colleagues to improve performance within the job for the benefit of 

the organisation. The organisation must work to develop and nurture engagement 

which requires a two‐way relationship between employer and employee’. 
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