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ABSTRACT

Today most of the organizations realize that eanpleyee is not necessarily the ‘best’ employeeeims of
loyalty, commitment and productivity. It is only &tcupied employee’ who is rationally and expresli bound with the
organization, feels passionate about its ambitiod B committed towards its values. commitment atupation was
explained by Kahn as the ‘harnessing of organimationembers’ selves to their work roles but it Appositive impact on
employee satisfaction and performance. Engagedog@plalways willing to put maximum effort to achéesrganization
targets and becomes a great contributor in orghoimd success. This study encompasses factorstiaffeemployee
engagement for the organizations and provides foa&teto the managers to maximum utilize their empes by

engaging them in best possible manner.
KEYWORDS: Employee Engagement, Occupied Employee, Harnes§iBgganizational Members

INTRODUCTION

Employee engagement is a key business driver fganizational success. Employee engagement is the
willingness of employee to “go the extra mile” toh&eve the organizational vision. Every organizatitesired to take a
stand in competition by gaining a certain positmrer others and employee engagement is the begiregut for it.

Before explaining the factors, there is a needotthgough the meaning of employee engagement hgusauthors.

“Employee Engagement or employee involvement isitipe attitude adopted by the employee towards th
organization and its values”. “It is an erroneowscé that stimulated employees to higher (or lowlerels of

performance.”

“Employee engagement is a psychological commitrntaat employee has towards the organization and its
values”. It is the art of getting people to beliewbat you want them to believe. It is the emotiooahnection which
people of the organization feels towards their @yplent which tends to influence their own behadod behavior of

others.

Perrin's Global Workforce Study (2003) defines “employees’ willingness and ability to jhe¢heir company

succeed, largely by providing discretionary effumta sustainable basis.”
Gallup organization explains employee engagement as the involvemehtamid eagerness for work.

Employee Engagement term first used in a 1990 Aogdef Management Journal by William A. Kahn. Kahn’s

article on the Psychological conditions of pers@raagement and disengagement at WBEkF) shows the conditions at
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work which contribute to engagement and disengageme

High levels of engagement in always produce higbelleof talent, foster customer loyalty and increase
organizational performance and stakeholder wortigalgement is influenced by many factors such agpeaosnculture,
organizational interactions and managerial stydesespect and dignity, leadership and company atiput If employees
are not efficiently and effectively engaged witleithreputed organizations they cannot able to faimmpsychological

connection with it.

If organizations need to expand themselves anéwel in becoming more dependent on technologheretis a
greater need to connect with their employees apdotrprovide them required identity. Engagementekated to job

involvement which helps employees to work bettehiir organizational climate.
OBJECTIVE OF THE STUDY

This study will help executives to identify variotectors which affect employee engagement and ntiaé

capable to modify their strategies accordingly.&@byes of this study are:
* To study the comprehensive framework of factorsciiiig employee engagement.
* To know the methods to measure employee engagement.

LITERATURE REVIEW

Kahn, (1990) defines employee engagement as the 'harnessi@ggafizational members' selves to their work
roles. In engagement, people employ and expressstilges physically, cognitively, and emotionallyridg their task
performances. So Employee engagement is the ldvelvolvement and commitment an employee has tosvaheir
organization and its values. Is engaged employed&samwith colleagues to improve performance withie fob for the
benefit of the organization. Organizations must kvtr develop and cultivate engagement, which regua two-way

relationship between employer and employee.

Schmidt et al. (1993)proposed a bridge between the pre-existing conokfjob satisfactionand employee
engagement with the definition: "an employee's im@ment with, commitment to, and satisfaction witbrk. Employee

engagement is a part of employee retention."

Sandeep et al (1994indicates that in the organization, there are neonployees who are not engaged than there
are engaged employees. This shows that how emplygagement been conceptualized, how to individiffdrences
related to employee engagement and how does engploymlvement relate to employee engagement. Pafrson
relationships have also been found to impact wadagement. They have shown that there may be action between

organization performance and level of engagement.

Holbeche and Springett (2003grgue if there is a need to achieve high engageraeture of shared sense of

destiny and purpose is significant which links deagt an emotional level and elevate their persdaeaire.

Purcell et al's (2003)study reveals a humber of factors which are higlalgnected with high level of employee
engagement. The one thing all of these factors ihadommon was that they were connected with an eyegls
involvement in a practice related to their work.r Bxample, effective communications was found toabéactor as

engagement levels were affected by the amount fofriration employees received about how well the gamy was
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performing and how they contributed to the compagiyieving its business objectives.

The Gallup Organization (2004)reveals link between employee engagement, custtmylty, business growth
and profitability. They compared the scores of ¢heariables among a sample of stores scoring a5 per cent on
employee engagement and customer loyalty with thosthe bottom 25 per cent. Stores in the bottomp2b cent
significantly under-performed across three proditgtimeasures: sales, customer complaints and wemdsallup cites

numerous similar examples.

May et al (2004)reveals that engagement is closely associatedj@tinvolvement. Job involvement is defined
as ‘a cognitive or belief state of psychologicadndfication’. This differs from engagement in thats concerned more

with how the individual employs him/her self duritige performance of his/her job.

West (2005)argues that when people feel positive emotiorey ttre capable to think in a more dynamic or open
minded way. Those who have more positive emotibikely to feel greater self control, have more caeskills and be

less defensive in the workplace.

Cawe (2006)reveals the various factors influencing employegagement. This study shows that engagement
culture, leadership, and management, talent mingseshmunication and knowledge sharing are the itapbrfactors

influencing employee engagement in South Africa.

Bakar (2013) and Men (2015Yeveals that apart from factors which influencedkciy employee engagement

there are various factors that influences empleyemgement indirectly.

Kangure, Wario and Odhiambo (2014)show the connection between job characteristich a8 job clarity, job
autonomy, job significance and job performance @miployee engagement. This study revealed that afalve
characteristics have positive significant relatlips with employee engagement. This study only $eduon direct

relationship between the variables under study.
FACTORS AFFECTING EMPLOYEE ENGAGEMENT

Literature review depicts various factors whicheaf6 employee engagement in an organization. Thidys
reveals some factors which can enhance employeagengent. Below diagram shows the choosing factans fthe

literature review:
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e Career Development-Prospect for individual expansion

Organizations with high levels of engagement previdmployees with opportunities to enhance their
abilities/capability, learn new skills, acquire néwowledge and realize their potential. Compani@gehto plan for the
career opportunities/paths for employees and wioempanies plan for the career paths of their emgsyd endow in

them. This way their people invest in them.
» Career Development — Effectual executive dfalent

Career development influences engagement for ermapkyand retaining the most talented employees and
providing opportunities for personal developmengtdiing potential employees is the far most imgrartfunction of

successful organizations today.
e Leadership- Lucidity of Company Values

“Values are the principles or standards of behayione's judgment of what is important in lif&fployees need
to feel that the core values for which their conmparstand are unambiguous. It should also be ateall so work of the

company should be done accordingly.
» Leadership — Reverential dealing ofvorkforce

Respect and dignity are the intense wants of erggloyn the organization. In today’s scenario theyret only
doing their job for money but they are working &irgself respect and dignity. Successful orgaroratishow respect for

each employee’s qualities and contribution — relgasdof their job level.
e Leadership — Company’s Standards of Ethical Behaviar

Ethic isthe branch of knowledge that deals with moral pples. Ethics are the fundamental principles ofedéc

human conductA company’s ethical standards also lead to engageafen individual

Impact Factor (JCC): 1.5429 — Articles can be serb editor.bestjournals@gmail.com



Employee Engagement: A Study on Factors Affecting Bployee Engagement 27

* Immediate Manager Working Relationship

Good management is known for the success of ratiand involving employees. Good People Managess ar
competent in informing employees of what is reqliia@d expected from them, providing feedback oir ferformance,
providing opportunities for their development, dgléng appropriate levels of responsibility andisgtpriorities. They
are approachable, fair, good listeners and eskahlisl maintain good relationships with their dinexgorts and other key

colleagues.

«  Empowerment

Empowerment is a management practice of sharimgnwdtion, rewards, and power with employees sottiet
can take initiative and make decisions to solvéofemms and improve service and performance. Empowetrie based on
the idea that giving employees skills, resourcesharity, opportunity, motivation, as well holdittgem responsible and
accountable for outcomes of their actions, willtcitnuite to their competence and satisfaction

* Image

How much employees are prepared to endorse theugio@nd services which their company provides its
customers depends largely on their perceptionshefduality of those goods and services. High leeél&mployee
engagement are inextricably linked with high levelsustomer engagement. Employees will be moreected to their

customers if they are being connected by the cognpseif.
Other Factors
» Equal opportunity and unbiased conduct

Superior must provide employees’ opportunities @ganizational growth and expansion as well as for
employees’ advancement. Conditions should be dqualll the employees and management conduct atnrent should

not be partial for a particular class/mob.
e Performance appraisal

Performance appraisal is basically known as emgl@gpraisal. It is a method by which the job penamce of

an employee is documented and evaluated.

Fair evaluation of an employee’s performance igraportant criterion for determining the level of gloyee
engagement. The company which follows an apprapmpatformance appraisal technique (which is tramspeand not

biased) will have high levels of employee engagamen
» Compensation and Benefits

The company should have a proper pay system sohtha&mployees are motivated to work in the orgatin. In
order to boost his engagement levels the emplogieesld also be provided with certain benefits aochgensations. By

making them sound from financial terms, a compaay&asily deal with the psychological problemsroployees.

» Wellbeing and Protection

Research indicates that the engagement levelsoardflthe employee does not feel secure while wagki

Therefore every organization should adopt apprtgm@ethods and systems for the health and safetyeaf employees.
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This is already shown by Abraham Maslow in his nééstarchy model of motivation that employees atputeel
motivated by achieving these factors.

» Job Satisfaction

Job satisfaction is the positive feeling of pedpden their work, task, job or organization.

Factors Affecting Job Satisfaction

*  Working Conditions

e Opportunity for Advancement

* Workload and Stress Level

* Respect from Co-Workers

* Relationship with Supervisors

* Financial Rewards

e Salary

» Job security & safety

» Fringe benefits

« Employee motivation

A person who is satisfied from his/her job can bke 40 become involved employee. So leaders hasctite new

paths which stimulate employees to work betteraatdeve more for themselves and for the organiaatio
e Communication

Company should clearly communicate plans & politeethe employees. If it kept secret from them ttheyy feel
de motivation and start shirking to put their befforts. Organizations should avoid chain policyd amdopt flat
organizations with the help of smooth interactitm@sphere. There should be free flow of ideas ossage from one

place to another. Proper and adequate channeletpremployees to engage themselves in a better way.
e Family Friendliness

A person’s family life influences his wok life. When employee realizes that the organization isidening his
family’s benefits also, he will have an emotiongihehment with the organization which leads to gegaent
» Co-operation

It is an act or instance of working or acting tdgetfor a common purpose or benefit. If the entirganization
works together by helping each other i.e. all tipleyees as well as the supervisors co-ordinatétieeh the employees
will be engagedCooperation is important because it allows peoptegroups to work together to achieve a common goal

or derive mutual benefits.
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What One Factor Affects Employee Engagement the Mits

Research indicates that the single most importactof to drive employee engagement and retention is

thelmmediate Manager Working Relationship.
HOW TO MEASURE EMPLOYEE ENGAGEMENT?

Careful Listening: Employers must adopt careful listening while iatging to his employees. Listening is

always considered as continuous activity which gbMakes place when both (employers & employees) siteracting
with each other. Employees actually require histiioess in the organization. To gain importancey thievays tried hard
to become favorite to their boss. Employer mustiol® employees their better space so that emplogaesliscuss any

matter with them without any space/gap.

Measuring actual performance of employees=mployers should measure their employees’ currerfopmance

to keep an eye on their contribution towards orgational growth and success. This will show empisybat how much

effort their employees are putting on job.
CONCLUSIONS

The world’s top- performing organizations understdimat employee engagement is a force that drivegess
results. Research exhibit that engaged employeemare creative employees. They are more profitahge customer -
focused, safer, and more likely to withstand teripts to leave the company. Engagement of emplofiessa direct
influence on productivity of employees. Involved ayees always perform better and also benefi@altfie whole
organization. In the excellent organizations, emeéboengagement transcends human resources imtiats/the way they
do business in today scenario, managers of topitcsihess houses required to focus upon above disdufactors which
help them to engage their employees well and miagmn tfeel more satisfied. It is already said thab#enal connection
always stimulates employees to work effectivelymtiulds the behavior of employees in a better way affects whole
organization including customer service and taskea®@ment on actual job. A successful employee gagant helps to

create a community at the workplace and not juskers.
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