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ABSTRACT

The study reveals Gallup Organization research atvethat organizations with world-class employee
engagement are 18 percent more productive and dcpemore profitable than industry competitorshaliottom quartile
performance! In fact, top decile companies reaiZetimes the Earnings per Share (EPS) growth cat@pared with low
engagement performers within their industry. A 26G@6dy by the Gallup Management Journal found twagaged
employees make up an average 29 percent of a corspamrkforce, leaving a startling 71 percent whee &not
engaged” or “actively disengaged.” (Cue offstageesim.). Engagement comes not from dollars but fnoone personal

factors.

The paper conceptually reveals the various straegiadopted by firms in employee engagement.
The organizations are adopting various types oftsgies like talent management, open communicatomployee
retention practices in engaging the employees. ®lganization effectiveness can be achieved throagiployee

engagement and it has been proved by various studie

KEYWORDS: Germination Engagement, Organization EffectivenBsives for Engagement, Talent Management, and

Employee Retention
INTRODUCTION

Attracting, retaining and utilizing talent has bewa major challenge for the organizations duesthriology
advancement, complexity in running a business ssfakly and scarcity of people with exceptionallskiin the changed
business scenario, the organizations can becomé vetass through people as creators of assetss Employee
engagement assumes significance as a way of manpgople in organizations because engaged emplaldiesr high
quality/committed service. The present study is@@mpt to assess the drivers for employee engageand the practices

which the organizations should adopt to engage dmployees.

An engaged employee puts his best effort into laskvin the form of time, brainpower, and energyowab and
beyond what is considered adequate. An engagedoge®has a desire and commitment to always ddiedeést job.
They grip any task with energy and enthusiasm. Tireyg fresh ideas, infuse their teams with the@maengagement and
are less likely to seek opportunities to work elsexe. They believe in the purpose of their orgdiinaand demonstrate

that belief through their actions and attitudes.
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Robinson et al. (2004) define employee engagemeritgositive attitude held by the employee towatts
organization and its value. An engaged employeawiare of business context and works with colleagoeisnprove
performance within the job for the benefit of theganization. The organization must work to devedom nurture

engagement, which requires a two-way relationshigvben employer and employee.”
Employees can be broadly classified into threegrates-

Engaged:Engaged employees are enthusiastic about thedy joyal, motivated, committed and productive. They

have a strong emotional allegiance to their wordg@land are driven to succeed.

Not Engaged: Not engaged employees are not totally psycholdlgicannected to their companies. They work
hard and contribute but are less driven to suctige their engaged counterparts and are more lthkedpngage in absentee

behavior and/or leave the company.

Actively Disengaged:Actively disengaged employees are emotionally @ghitively divorced from their work,
they have in a sense “checked out” although theypaysically there. They are disgruntled, unhaplypd there and their

negativity is palpable, infectious and disruptiee the organization.

Employees who are who are engaged in their workg,S2006) and display a deep, emotional connettigheir
workplace (Wagner and Harter, 2006; Kahn, 1990ateSt (2008) suggested that field of employee’s gagent is
expanding as companies pour resources into dewglopimore engaged workforce. Many organizationgebelthat
employee engagement is a dominant source of cotimpetidvantage and thus have been drawn to itstexpability to
solve challenging organizational problems such ascreasing workplace performance, productivity
(Macey and Schneider, 2008, Macey et al. 2009)

SIGNIFICANCE/RELEVANCE OF EMPLOYEE ENGAGEMENT

According to the book “First, break all the rulesihich compiled the results from the Gallup orgatian’'s
program of research on engagement, less than 1 obub employees is actively engaged in their work
(Buckingham, 1999 as referenced in Attridge 2009 same results, showing a low rate of engagerentinued to be
presented in many other surveys conducted in teedeade. This represents the tendency for & énigiroductivity and
the worker's well-being (Attridge 2009). These feswenforced the managers to realize the need rigagng the

employees to take appropriate action in time andmtose productivity.

The distinctive feature of employee engagementnaislea is that it pulls these positive jobs and knaittitudes
together under one umbrella. Advocates argue tiatrdsearch clearly shows that when employee engageis high,

organizations do better.
REVIEW OF LITERATURE

Various management persons and researchers hawéfigdk various factors in employee engagements.

Here are some identified drivers for employee eegant from past researchers,

The Blessing White (2006) study has found that alnteo thirds’ (60%) of the surveyed employees waote
opportunities to grow forward to remain satisfiedtheir jobs. An strong manager-employee relatignsh a crucial

ingredient in the employee engagement and retefaionula.
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Development Dimensions International (DDI, 2008tes$ that a manager must do five things to credighdy
engaged workforce. They are: Align efforts withastigy, Empower, Promote and encourage teamworlcalfaboration

and to Help people grow and develop Provide supgudtrecognition where appropriate

The Towers Perrin Talent Report (2003) identifies top ten workplace attributes which will resalteémployee
engagement. The top three among the ten drivetedlisy Perrin are: Senior management’s interestnployees’

well-being, Challenging work and Decision-makingdhauity.

CIPD (2006) based on its survey of 2000 employems ficross Great Britain indicates that commurdcais the
top priority to lead employees to engagement. Tdmont singles out having the opportunity to feedirttviews and
opinions upwards as the most important driver afgbes engagement. The report also identifies thygoirtance of being

kept informed about what is going on in the orgation.

The oldest consulting organization in conductingagement survey, Gallup has found that the managiie
key to an engaged workforce. James Clifton, CEGGaflup organization indicates that employees whuehelose
friendships at work are more engaged workers (@1jf2008). Vance (2006) explains the fact that eyge engagement is
inextricably linked with employer practices. To dHight on the ways in which employer practice®efffiob performance
and engagement, he presents a job performance madebrding to him, Employee engagement is the aute of
personal attributes such as knowledge, skills,itags| temperament, attitudes and personality, r@arizational context
which includes leadership, physical setting anda®etting and HR practices that directly affdw person, process and

context components of job performance

Robinson et al (2004) model of the drivers of ergpl engagement The approach to employee engagement,
discussed by Robinson et al (2004), focus on tyef&etor feeling valued and involved by the orgatians which can be
approached through a number of drivers. Robinsaal. §2004) state that this can be a better apprt@organizational
effectiveness.

f | training dewveloprment and career

immediate managernant

performance and appraisal

equal opportunities feeling
and Fair treatment _—_———_____:.__ valued t
— ad engagemen
pay and benefits involved

health and safeaty /7

co-operation

impottance

Family frie ndliness

job satisFaction

Source: IES Survey, 2003
Figure 1: NHS Case Study
Analysis of the NHS case study data indicates d¢pations about, and experiences of, many aspeaotdding
life are strongly correlated with engagement levelswever, the strongest driver of all is a senfséeeling valued and

involved. This has several key components:
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* Involvement in decision making

 The extent to which employees feel able to voicgrtideas, and managers listen to these views,vaht

employees’ contributions
» The opportunities employees must develop their jobs
* The extent to which the organization is concermegefmployees’ health and wellbeing.

Talent Management and Performance Various researchers have proved that employeagemgent has been
the important factor in organizational effectivenelere are the results of some studies which ptioeesfficiencies of

employee engagement practices,

Blessing White, 2006; Perrin Report, 2003 reveatetieir study Employees who are not engaged kedylto be
spinning (wasting their effort and talent on tatkat may not matter much), settling (certainly dat show full
commitment, not dissatisfied enough to make a Braall splitting (they are not sticking around foings to change in
their organization), have far more misgivings abibgir organization in terms of performance meassteh as customer

satisfaction.

Meere (2005) based on the survey conducted by I5B66000 employees from 41 companies in the wod@'s
economically strong countries finds that both opegamargin and net profit margins reduced ovehnrad-year period in
companies with low engagement, while these measncesased over the specified period in companidés gh levels

of engagement.

Accord Management Systems (2004), revealed thatndeged employees are more likely to cost their

organization. According to the report, Employeeswahe disengaged:
» Miss an average of 3.5 more days per year
» Are less productive
* Cost the US economy $292 to $355 billion per year

The University of Wisconsin conducted research, ttekien together with Right Management's 2008-20i@®al
benchmarking study, revealed significant relatigpsh between engagement and key organizational csetri
This study used the Right Management engagementoa@iogy and research data, studying 3,200 empéofeen 343
companies, and examined factors such as the nmedhiip between engagement and key organizationalesdAccording

to the survey following results were revealed
* There is a strong relationship between the levelngbloyee engagement and organizational performance
* Engaged employees reported much higher levelsroeped customer Satisfaction.

 Engaged employees are 7 times less likely to lgatlee next year and 1.5 Times more likely to dtayat least 5

years.
e There is a very strong link between productivitg @mgagement.

McBassi & Co. (2006) revealed that high scorers five categories of human capital management
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(leadership practices, employee engagement, kngeleatcountability, workforce organization, and héag capacity)
posted higher stock market returns and betterysadéebrds—two common business goals that are tapind for today’s

senior leadership.

IBM and the Human Capital Institute highlights. (8) study showed that 56 percent of financial pengrs
understand and address employee engagement. Tjbi isne piece of a large body of evidence tHastilates how the

cultures built within our organizations are crud@httracting and retaining key talent.

Gallup in 2006 examined 23,910 business units amdpared top quartile and bottom quartile finanpedformance with

engagement scores. They found that:

Those with engagement scores in the bottom quatdeaged 31 — 51 percent more employee turnotepeb-

cent more inventory shrinkage and 62 percent mecilants.

Those with engagement scores in the top quartiegamed 12 percent higher customer advocacy, 18&iperc

higher productivity and 12 percent higher profitipi

Harter et al in the Harvard Business Review fourad tustomer and employee engagement augment teartad
the local level, creating an opportunity for accaled improvement and growth of overall financia@rfprmance.
They made an Analysis of the performance of 1,97€irn@ss units in ten companies and the researealex that those
units that scored above the median on both emplapdecustomer engagement were on average 3.4 s effective
financially (in terms of total sales and revenuefg@enance to target and year over year gain inssatel revenue) than
units in the bottom half of both measures.

Hay Group in their publication Engage Employees @ubst Performance 2001 conclude that engaged

employees generate 43 percent more revenue thamgdiged ones

Marks and Spencer Marks and Spencer recently coetple longitudinal study which found that long-term
employee engagement trends are directly linkedng-term sales performance Using data from a sgudyp of 137 high
street stores over four years, those stores withinggroving engagement trend over the four yearsifstgntly

outperformed the stores where engagement scoresdeelining (compared to respective sales targets).

Winkler et al (2012, p. 514), in their analysis milti-wave employee attitude survey data and aseat
performance in a retail bank, find that employegag@ment predicted subsequent business unit pexfmerover a three-

year horizon and that business unit performanceigieri engagement only over a single year.

The Kenexa High-Performance Institute publishedlente based on their research in 158 organizations a
wide range of industries illustrating that bothuti#ld earnings per share and three-year total shlderhreturn were
directly linked to employee engagement. Analysisvdbrk Trends survey data from 22,500 employeelsticountries has
also led Kenexa to conclude that organizations witth employee engagement levels outperformed thate low

engagement in total shareholder return and anratahcome.

Aon Hewitt research shows a strong correlation betwemployee engagement and financial performaves
in turbulent financial times. They analyzed theimfloyee Engagement Database of more than 5,700ogegl

representing five million employees worldwide, ahdir work showed that in 2010 organizations witiy@gement levels
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of 65% or greater posted total shareholder rettiraswere 22% higher than the market average. Gealye companie

with theengagement of 45% or less generated returnwere 28% lower than the same market bench
ENGAGEMENT AND PERFORMANCE
Various theories and models have been propoundenhptoyee engageme

Sirota consulting developed a model of employeeagament in the research of 40 years or researahitiveg

effective, and behaviorabmponents to engageme

Intellectually Engagedmployees are constantly improving the company wigw and creative ideas a

innovations while maintaining a generally posititew of both the company itstand their relationship with
Emotionally Engageémployees are proud, passionate and enthusiastit #i® compan

Behaviourally Engagedmployees are willing to go above and beyond fercdtimpany, their customers, and tt

team members while advocating on behathe company and remaining loyal.

Based on findings, described in detail in our k The Enthusiastic Employe&hey have developed a distiive
model of Employee Engagemer8irota’s Thre-Factor Model. According to their research engagenierachievec

through the satisfaction of three primary engagerfariors.

Achievement: To take pride in one’s accomplishments by doingdhithat matter and doing them well,

receive recognition for one’s accomplishments, tanighke pride in the organization’s accomplishmi

Camaraderie: Having warm, interesting, ancooperative relations with others in the workplaaehieving ¢

sense of community, belonging, and collegie

Equity: Being treated justly in relation to the basic cdiodis of employment with respect to others in

organization as well as minimumrgenal/societal standar

Sirota’s Three: Factor Model of Engageme

N

y \ ; Y Human
Leadership & R [ Engagement Resources
Management \[ ) I o Customer

Practices i [ Satisfaction | Satisfaction
I | Camaraderie p X —_—
Immediate N ) Indifference Operational
Management e Excellence
& Unit ; =SS
Environment Equity Anger Financial
\_/ T Performance

Figure 2: Sirota's Model

Strategies for Talent Engagemen The researcherhave proved that employee engagement is an iendaty
to organizational success. But it is a challengettie managers to engage its employee. Here are poacticeshave

given by researchers to engage its emplo
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e The organizations should have clear policies fratertt acquisition to talent retention. Effectivengtment
programmes should be there to hire the best empsoyethe war of talent. The managers should befain
pooling out the potential talent of the new emplyirough effective recruitment. The recruitmend an
orientation programme should be general as welsgecific so that the new employees can have arbette
understanding about the company mission, visiolyeg policies and specific with their job respobiigy, job
expectations, goals and current priorities of tapadtment. After hiring the employee should be pled suitable

job position according to his education, skillsd aaucation to avoid role conflict.

« Management should take initiative: Employee engaggmequires an employee to be dedicated and feel
passionate about the jobs. The employees are vach nmfluenced by their leaders or superiors. Tésdérs
should initiate their employees to be engaged énditganizations by creating leadership commitménisugh
establishing the clear mission, vision, and valubgess the people at the top believe in it, owpaiss it down to
managers and employees, and enhance their legueeshployee engagement will never be more thangust

“corporate fad” or “another HR thing”.

* Communication: Managers should promote two-way comipation. The managers should understand that the
employees are not machines so that they can rum ftheam power without giving then any change to saythe
issue related to their job and life. Clear and @ziest communication make the employees feel thay tan
express what they feel. Participative decision mgkieels the employees a sense of belongingness thét

organizations.

*  Opportunities for development. The employees shbalgrovided proper opportunities for further depenent.
Even some organizations sponsor further studieth&f employees so that the employees can devéleip t
career. Encourage independent thinking throughmgithem more job autonomy so that employees wileha
chance to make their own freedom of choosing thein best way of doing their job so long as theympelucing

the expected result.

» Effective training and development programmes: fingj programmes help employees in learning theipec
skill which helps them in their current job as wasl for their further development. The developnmagrammes
help the employees in enhancing their decision-ngakkills and analytical skills so that they canpbepared for
the promotions. From training programmes employes& a better understanding of their job and expiects.
They really get to know what is expected of themd their confidence increases by being able to watkout

much supervision which in turn builds their selfiegficy and commitment.

» Strong feedback system: Companies should develogrfarmance management system which holds managers
and employees accountable for the level of engageriey have shown. Conducting a regular survey of
employee engagement level helps make out factatsitake employees engaged. After finalizing theesyrit is
advisable to determine all the factors that drivemggagement in the organization, then narrow ddwenlist of

factors to focus on two or three areas.

* Pay and Incentives: Several management theoriesihdicated that when employees get more pay, retog,

and praise, they tend to exert more effort intdrtjeb. There should be a clear link between peniamce and
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incentives given to the employees.

e Corporate culture;: Companies should promote a gtwaork culture in which the goals and values of agers
are aligned across all work sections. Companiestibdd a culture of value and respect by keepingcess

stories alive will keep their existing employeegaged.

» Focus on top-performing employees: A study conalibieWatson Wyatt Worldwide in 2004/05 on HR preesi
of 50 large USA firms shows that high-performingg@amizations are focusing on engaging their topepening
employees. According to the finding of the sameeaesh, what high-performing firms are doing is what
top-performing employees are asking for and thduces the turnover of high-performing employees asc

result leads to top business performance.
IMPLICATIONS OF EMPLOYEE ENGAGEMENT

Below are various engagement practices in orgaoizmgcross India:
Tata Tele Services

The company’s HR practices include a strong HR rhdlue talks about alignment, assignment, engagémen
empowerment, and pride of the workforce. Their melvand recognition (R&R) policy aim to create anfeawork for
recognizing and rewarding the contributions of wdlials and teams, and institutionalizes a cultafeopenness,

transparency, and meritocracy.”

TTSL strives to provide career growth in consonanite performance, merit, and potential of an engpwhile
considering organizational needs. The opportunitiéeclude Career Progression Policy and CAS

(Career Advancement Scheme),

To ensure a supportive and encouraging environnierSL has focused its efforts towards institutiaziab
several initiatives like the employee health andl-tveing policy, Long Service Award on completiohfive and 10 years

of service, Medical Insurance, Liberal Personalident Insurance coverage etc.

TTSL engages in many activities to offer employeas opportunity to display the creative side of tthei
personalities. TTSL encourages employees to enhidnedeskills and come up with innovative ideas doas$t practices

through initiatives like Mind Beans, Propel (SixgBia) and Promising Practices.”

Employees are also actively encouraged to devdlejp personalities. The portal Gyaan Jyoti enapbkssple to

enhance their skills through e-learning. Employlestsheir fields of interest and expertise on Gyarang
HCL Technologies

The company believes that training and engagementhee main impetus to engage employees. The \sariou
engagement programs of the company include the @raplFirst Councils which is a platform that enemas every HCL
employee to pursue his/her passion and make aeliffe. Then there is Fundoo Friday which is synansmwith Fun @
work at HCL Technologies. An hour on Fridays of mveveek is celebrated with a lot of activities, eisg contests, and

competitions across HCL offices in India.
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Recognition programmes at HCL include a platforniieca Make a Difference Jamboree or MAD JAM.
This is essentially a platform which recognizes ahdwcases the contribution of those employees mév@ made a
sizeable and positive contribution to the orgaimzat Another is the O2 League of Extraordinary thetognizes the
achievements of extraordinary individuals who hbeen outstanding performers and have been ratetstadding' for 2

consecutive years.

Another recognition program is Xtramiles that imepi HCL employees to recognize a colleague forbawell
done. The program empowers employees to recogmizefforts of one's direct reports, manager(sjeagles and peers
across HCL on a set of criteria that further maggethem. Recognition is in the form of ‘miles'gwints one earns, that

keep adding to the miles account and provide enagean opportunity to be part of a select clubchfeers.

To help employees learn and grow, HCL has tied ith two leading institutions of higher educationda
advanced learning of its workforce - U21 Global atafvard Business School Publishing (HBSP). To leetployees
understand their passions and drivers for growthabmpany has also implemented a self-assessnwntaited EPIC
(Employee Passion Indicative Count. CompaniesHiiid Technologies have reaped the benefits of haaiagll-defined
engagement program. The success is reflected inogegs being involved with and enthusiastic abbeirtwork who

have a positive emotional attachment to their eg@iand lead their organization to success.
IBM

IBM offers tailored Employee Engagement Surveys tremslate employee feedback into business pedocs
These surveys measure what matters most to youpamyn—improving your business. When your workforc@mngaged,
your employees work harder, stay longer, care mbmt their job and find more gratification in halp your company

succeed.
IBM Employee Engagement Surveys Offer

»  Four-step process featuring program design, adtnétion, reporting, and behavior change to helpr ygurvey

program run smoothly.

e A solid partnership with IBM that includes understang your desired outcomes and providing besttjpes for

action planning.

* Innovative design that allows you to ask the kifhdwestions you need to ask and focus on the keystthat will

help you create a more engaged and productiveforaek
APPLE

Apple, in a very real sense, pioneered the coreanof 360-degree engagement: emphasizing theection between
passionate employees and customer retention asdtiginess profitability. Here are four simple tessfrom the Apple

model that Jobs created—and examples of how sosaerl&known companies are putting them into practice
*  Build a Culture of Fandom

Of all the fans of Apple and its products, probablgne are more enthusiastic than the company’s own

employees. One of the chief reasons is that Apfiava employees to use many of its latest produletiy. Apple
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employee discounts usually fall in the 15 to 25cpat range, making it easy for staff to buy thedat“gotta have” Apple
products for friends and family. Apple frequentiyes every employee gifts ranging from the iPodfféhdo the iPhone.
Also, before Apple recycles a computer, it givesplyees the opportunity to take it home. All ofsthihakes every

employee a brand ambassador.
» Emphasize Employee Retention

The Apple attitude has a lasting impact on its leyges. Even after leaving the company, former eyeds say

they still “bleed six colors,” about the origina-solor Apple logo, according to Joe Moreno, anfier Apple engineer.

Communication plays a big part in creating thataloy At Apple, employees can raise issues witheupp

management by posting on the Can We Talk sectidheointernal human resources website.

e Create Great Customer Experiences

Apple believes a high-quality buying experiencethwknowledgeable sales staff who conveys the vafuis
products and services, greatly enhances its akbilittract and retain customers. Apple’s serviogmm offers customers

personal training sessions with the company’s fieememployees on all things Mac, iPhone, iPad, i&od.
CONCLUSIONS

Engaged employees lead to increased productiétgntion, customer loyalty, and profitability.

Various studies demonstrate that communicatiortjgi@eitive decision making, feeling valued by masagnt,
providing more opportunities to employees are tpedrivers of the employee. As studies indicateplegees do not give
much importance to pay and benefits. The emplogeesattracted by non-financial rewards such asevahd respect.
The literature indicate that employee engagemecibeely linked with organizational performanceames. Companies
with engaged employees have higher employee retentiecause of reduced turnover and high retentadio,r
productivity, profitability, growth and customertisfaction. The Managers should enhance two-way ncanication,
ensure that employees have all the resources #exyto do their job, give appropriate trainingrtorease their knowledge
and skill, establish reward mechanisms in whichdgjod is rewarded with various financial and narahcial incentives,
build a distinctive corporate culture that encoesadhard work and keeps success stories alive, afevel strong

performance management system which holds managdremployees

With an increase in responsibilities at home antbsire to excel in their careers, employees ofttrdgstracted
from their work which needs to be taken care ofpleryees are the assets of the organization aribyf &re not given a
space whereby they can make a perfect blend of wottk, fun, optimum performance from them may bé#idlilt.
Employee engagement focuses on the importance @fiogee communication on the success of a busin&ss.
organization should realize the importance of erygds, more than any other variable, as the moséguolrcontributor to
an organization’s competitive position. Organizasi@nd employees share a symbiotic relation, whette are dependent
on each other to satisfy their needs and goal. efbier; employee engagement should not be a onediarcise, but a

continuous process of learning, improvement, atidc
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