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ABSTRACT

Organizational success depends on employee’s productivity which is accelerated through employee’s
commitment towards his organisation. This paper is attempted to analyze the relevance of engaged
employees for the growth and development of organisation and its success. employee Engagement is
the level of employee’s commitment and participation towards their organization and its values. With
the Employee Engagement becoming an area of emergent concern in the literature, the purpose of the
study is to have deep analysis of the relationship between Employee Engagement and Organizational
Performance and its outcomes. All organizations want their employees to be engaged in their work.
Employee engagement is linked to customer satisfaction which is linked to an organization's financial
success. Engagement comes about when enough people care about doing a good job and care about
what the organisation is trying to achieve and how it goes about doing it. This caring attitude and
behaviour only comes about when people get satisfaction from the jobs they do believe that the
organisation supports them and work with an effective HR manager. This paper makes an attempt to
study the different dimensions of employee engagement with the help of review of literature. This can
be used to provide an overview and references on some of the conceptual and practical work

undertaken in the area of the employee engagement practices in India.

Methods/Statistical Analysis: For this study, researchers have used review method. Under the
process of review around thirty academic and popular research papers/ literature in the area of
employee engagement, researchers have come up with different factors which are mostly commonly
mentioned in these research papers. The review process aims at strengthening existing literature. After

studying all the factors in each research paper, authors have taken the findings.
Applications/Improvements:Study results has scope of future reference where by implementing

various engagement factors for improved productivity and business performance.
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I. INTRODUCTION TO THE STUDY

Engagement is described in HR literature as: the enthusiasm that employees feel with regards to their
work (1). Engagement is the degree to which employees are passionate about their work and devote
themselves to their work. Engaged employees go the extra mile to contribute to the success of your
organisation. In short, engagement means that employees work and express themselves in a physical,
cognitive and emotional manner. The management is finding itself being tested every day on its
capabilities to keep its employee engaged while also implementing the policies defined. Employee
turnover has taken different sectors in the industry by a storm, as employees are found to be con-
stantly switching jobs thus causing high attrition rates. Hence employee retention and engagement has
become a daunting task in these unstable economic times. Many surveys and studies are being
conducted all around the world by several HR professionals to derive at conclusions about the factors
responsible for influencing the engagement. Today we are living in an era of globalization where
change is certain and the management of human capital is important for the success of the
organization. As the organizations are facing huge competitions have realized the importance of
making their employees fully linked with the organizations and their job.

‘Employee Engagement' is quite a new construct in HR literature. Engaging employees is a key to
satisfy organization’s customers. HR consultants consider that the engagement is how employee feels
about the work and how he or she is treated in the organization. Employee engagement is rightly
viewed as the main aspect of productivity. Organizations have an important role in our daily lives and
therefore, successful organizations represent a key ingredient for developing nations. Continuous
performance is the focus Determinants of organizational performance of any organization because
only through performance organizations are able to grow and progress. Thus, organizational
performance is one of the most important variables in the management research and arguably the most
important indicator of the organizational performance. Managers began to understand that an
organization is successful if it accomplishes its goals (effectiveness) using a minimum of resources

(efficiency).

When companies start traveling the road map to engagement, the improvements along the way can

seem abstract. But the outcomes of engagement initiatives are more than increased employee
satisfaction. Increased engagement drives real, measurable business results. Engaged employee is
almost three times more sincere toward his job in comparison to those employees who are actively
disengaged (Kular, Gatenby, Rees, Soane, & Truss, 2008). Therefore the organization should focus on
the aspect of employee engagement in order to improve organizational performance (Basbous, 2011;
Sundaray, 2011). Employee engagement can be a deciding factor for organizational effectiveness. It

does not only have the potential to significantly affect employee retention, productivity and loyalty,
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but also has a key link to customer satisfaction, company reputation and overall stakeholder value
(Sundaray, 2011).Engaged employees provide a lot of benefits to the organization such as
productivity, improved quality, customer care, cooperation among the employees, reduced employee
turnover, reduced absenteeism and disputes (Wilson, 2009; Mortimer, 2010).. In the present business
environment, organizations across the globe are enhancing the level of engagement of their employees
in order to gain competitive advantage in the form of higher productivity, profitability, lower turnover
and safety of the organization (Mani, 2011).

1.1Types of Engaged Employees

According to the Gallup, the Consulting Organization, there are mainly three types of engagement
that occur in the organization. All are different in terms of involvement and their role in the
organization. Types of employee engagement are

1.1(a).Engaged Employees

An engaged employee is considered as the base of the organizational development. Such kind of
employees carry the organization in positive direction. They not only perform their work but also play
an important role in achieving the organizational goals and objectives. Engaged employees want to
use their talent and strength at work every day. They perform with passion, drive innovation and
move their organization forward through their performance (Vazirani, 2007).

1.1(b)Not Engaged

These kind of employees care only about their work not any other things like goals, objectives and
development of the organization. They do not have energy and enthusiasm in their work (Reilly,
2014). These categories of employees do not have cooperative relationship with their colleagues as
well as the employers also. Their contribution is little in the success and development of the
organization.

1.1(c)Actively Disengaged

Actively disengaged employees do not perform their work in a proper manner and do not complete
their work timely. Their contribution is almost negligible in the success and development of the
organization. They are unhappy at work and look after the work of the other member of the
organization. Such kind of employee carry the organization in the negative direction and organization

suffers in achieving its goals and objectives (Vazirani, 2007).

1.1(d).Characteristics of Engaged Employees

According to Robinson, Perryman, and Hayday (as cited in IES, 2003) an engaged

employee has the following characteristics:
1. Engaged employees have emotional attachment with their job as well as the organization.
2. They have trust in the employers of the organization.

3. Engaged employees are more committed towards their work as well as organization also.
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Create healthy working environment and respect other employees of the organization.
Cooperate with their colleagues to perform effectively.
Engaged employees perform beyond the expectation of the employers.

Perform their work in view of goals and objectives of the organization.

© N o g &

Engaged employees make necessary change as per requirement and keep update with the

knowledge in their field.

I11. Literature Review

This literature review is examined peer-reviewed journal articles, working papers, textbooks, and
other published resources relevant to employee engagement. Rothbard (2001) defines engagement as
psychological presence and, furthermore, states that it involves two critical components: attention and
absorption. Attention refers to cognitive availability and the amount of time one spends thinking about
a role, while absorption means being engrossed in a role and refers to the intensity of one's focus on a
role. According to Maslach et al. (2001), six areas of work-life lead to either burnout or engagement:
workload, control, rewards and recognition, community and social support, perceived fairness and
values. They argue that job engagement is associated with a sustainable workload, feelings of choice
and control, appropriate recognition and reward, a supportive work community, fairness and justice,
and meaningful and valued work According to Holbeche and Springett (2003), people’s perceptions
of ‘meaning’ with regard to the workplace are clearly linked to their levels of engagement and,
ultimately, their performance.They argue that employees actively seek meaning through their work
and, unless organisations try to provide a sense of meaning, employees are likely to quit. Robinson et
al. (2004) define employee engagement as “a positive attitude held by the employee towards the
organization and its value. An engaged employee is aware of business context, and works with
colleagues to improve performance within the job for the benefit of the organization. The
organization must work to develop and nurture engagement, which requires a two-way relationship

between employer and employee.”

According to Pech and Slade (2006), globalization, speed, and ambiguity in the business landscape
demand the highest levels of fitness to facilitate organizational survival. In such volatile
environments, competitors with the correct combination of economic output, trust, innovation and
leadership have the greatest prospects of survival. Penna (2007) researchers have also come up with a
new model they called “Hierarchy of engagement” which resembles Maslow’s need hierarchy model.
In the bottom line there are basic needs of pay and benefits. Once an employee satisfied these needs,
then the employee looks to development opportunities, the possibility for promotion and then
leadership style will be introduced to the mix in the model. Finally, when all the above cited lower

level aspirations have been satisfied the employee looks to an alignment of value-meaning, which is
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displayed by a true sense of connection, a common purpose and a shared sense of meaning at work.
Mone and London (2010) defined employee engagement is “a condition of employee who feels
involved, committed, passionate, and empowered and demonstrates those feelings in work
behaviour”. Tt is thus the level of commitment and involvement an employee has towards their
organization and its values. The organization must work to develop and nurture engagement, which
requires a two-way relationship between employer and employee. Thus, employee engagement is a
barometer that determines the association of a person with the organization.

Practitioners and academics tend to agree that the consequences of employee engagement are

positive (Saks 2006). There is a general belief that there is a connection between employee
engagement and business results; a meta-analysis conducted by Harter et al (2002:272)

confirms this connection. They concluded that, “...employee satisfaction and engagement are

related to meaningful business outcomes at a magnitude that is important to many

organisations”. However, engagement is an individual-level construct and if it does lead to

business results, it must first impact individual-level outcomes. Therefore, there is reason to
Practitioners and academics tend to agree that the consequences of employee engagement are

positive (Saks 2006). There is a general belief that there is a connection between employee
engagement and business results; a meta-analysis conducted by Harter et al (2002:272)

confirms this connection. They concluded that, “...employee satisfaction and engagement are

related to meaningful business outcomes at a magnitude that is important to many

organisations”. However, engagement is an individual-level construct and if it does lead to

business results, it must first impact individual-level outcomes. Therefore, there is reason to
Practitioners and academics tend to agree that the consequences of employee engagement are

positive (Saks 2006). There is a general belief that there is a connection between employee
engagement and business results; a meta-analysis conducted by Harter et al (2002:272)

confirms this connection. They concluded that, “...employee satisfaction and engagement are

related to meaningful business outcomes at a magnitude that is important to many

organisations”. However, engagement is an individual-level construct and if it does lead to

business results, it must first impact individual-level outcomes. Therefore, there is reason to
Practitioners and academics tend to agree that the consequences of employee engagement are

positive (Saks 2006). There is a general belief that there is a connection between employee
engagement and business results; a meta-analysis conducted by Harter et al (2002:272)

confirms this connection. They concluded that, “...employee satisfaction and engagement are

related to meaningful business outcomes at a magnitude that is important to many

organisations”. However, engagement is an individual-level construct and if it does lead to

business results, it must first impact individual-level outcomes. Therefore, there is reason to
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Engagement Impact On Organization’s Productivity: Employee’s knowledge of how well an
organization’s assets are being managed has a positive impact on engagement. There is a strong link
between productivity and engagement. Employees’ knowledge of an organization’s productivity
levels also has positive impact on engagement. Employee Engagement depends on four major
conditions in the workplace such as organization’s culture, continuous reinforcement of people

focused policies, meaningful metrics and organizational performance.

1. Corporate culture helps an organization to connect with the employees, gives them empowerment
in decision making process and develops them to shoulder greater responsibilities.

2. Continuous reinforcement happens when an organization frames policies which act as facilitator
towards accomplishment of goals by the employees and thereby the organization itself.

3. Meaningful metrics refers to devising performance measurement criterion in such a way that
employees are clear about their goals.

4. Organizational performance leads to pride, job satisfaction, trust and a sense of belongingness to
the organization.

Employees should have the feeling that they possess the right kind of physical, cognitive and
emotional resources to perform their job at optimum level.An organization should also know how to
project and communicate the success stories of the organization to the employees. Thus employees are
able to relate their individual performances with the success and also understand how their
performance has a direct impact on the performance of the organization as a whole. This contributes
towards enhanced employee engagement. High engagement leads to higher financial performance,
higher productivity, higher customer satisfaction and lower manpower turnover

Organisational Outcomes Of Employee Engagement: Employee engagement is a critical part of
organizational success. Employee engagement predicts the employee outcomes, organizational
success, and financial performance. The impact of engagement or disengagement can manifest itself
through productivity and organizational performance, outcomes for customers of the organization,

employee retention rates and organizational culture.

Practitioners and academics tend to agree that the consequences of employee engagement are positive
(Saks 2006). There is a general belief that there is a connection between employee engagement and
business results; a meta-analysis conducted by Harter et al (2002:272) confirms this connection. They
concluded that, “...employee satisfaction and engagement are related to meaningful business
outcomes at a magnitude that is important to many organisations”. However, engagement is an
individual-level construct and if it does lead to business results, it must first impact individual-level
outcomes. Therefore, there is reason to expect employee engagement is related to individuals’

attitudes, intentions, and behaviours.
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Although neither Kahn (1990) nor May et al (2004) included outcomes in their studies, Kahn (1992)
proposed that high levels of engagement lead to both positive outcomes for individuals, (eg quality of
people’s work and their own experiences of doing that work), as well as positive organisational-level

outcomes (eg the growth and productivity of organisations).

The Gallup Organisation (2004) found critical links between employee engagement, customer loyalty,
business growth and profitability. They compared the scores of these variables among a sample of
stores scoring in the top 25 per cent on employee engagement and customer loyalty with those in the
bottom 25 per cent. Stores in the bottom 25 per cent significantly under-performed across three
productivity measures: sales, customer complaints and turnover. Gallup cites numerous similar
examples. The International Survey Research (ISR) team has similarly found encouraging evidence
that organisations can only reach their full potential through emotionally engaging employees and
customers (ISR 2005).

In an extension of the Gallup findings, Ott (2007) cites Gallup research, which found that higher
workplace engagement predicts higher earnings per share (EPS) among publicly-traded businesses.
When compared with industry competitors at the company level, organisations with more than four
engaged employees for every one actively disengaged, experienced 2.6 times more growth in EPS
than did organisations with a ratio of slightly less than one engaged worker for every one actively

disengaged employee.

The findings can be considered as reliable as the variability in differing industries was controlled by
comparing each company to its competition, and the patterns across time for EPS were explored due
to a ‘bouncing’ increase or decrease which is common in EPS (Ott 2007). Whilst this research does
not show investors and business leaders exactly what organisations are doing on a day-to-day basis to
develop engaged employees, the findings do demonstrate differences in overall performance between
companies, and Gallup’s meta-analyses present strong evidence that highly engaged workgroups
within companies outperform groups with lower employee engagement levels, and the recent findings
reinforce these conclusions at the workgroup level. The meta-analysis study shows that top-quartile
business units have 12 per cent higher customer advocacy, 18 per cent higher productivity, and 12 per
cent higher profitability than bottom-quartile business units. In contrast, bottom-quartile business
units experience 31 per cent to 51 per cent more employee turnover and 62 per cent more accidents
than those in the top quartile of workplace engagement. This research into EPS provides a degree of

proof that employee engagement correlates to crucial business outcomes.
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IV.Employee Engagement & Business Results

Numerous studies show a direct correlation between employee engagement and business results:

1. A 2008 BlessingWhite study demonstrated a correlation between engagement and

retention—85% of engaged employees planned to remain with their employer for ten or

more months.

2. Towers Perrin discovered that high-engagement firms grow their earnings-per-share

(EPS) at a faster rate (28%) while low-engagement firms experienced an average EPS

growth rate decline of 11.2%.

3. The Center for Human Resource Strategy at Rutgers University found that highly

engaged business units were on average 3.4 times more effective financially than units

who were less engaged. This paper also found that when disengaged, workers can cost

the company in lost productivity and negatively affect customer relationships.

4. A report by the Society of Human Resource Management (SHRM) estimates that by

strengthening engagement, MolsonCoors saved more than $1.7 million in one year—

citing one example where the average cost of a “safety incident” for an engaged

employee was $63, compared with the average of $392 for a disengaged employee.

5. Hewitt found that highly engaged firms had a total shareholder return that was 19%

higher than average in 2009. In low-engagement organizations, total shareholder return

was actually 44% below average.

Significant literature available indicates the positive impact of employee engagement on the financial
performance of a firm (Harter et al., 2002; Towers Perrin, 2007; Walton, 2009). Empirical evidence
exists that establishes a strong positive correlation between employee engagement and operating
income, employee engagement and earnings per share, and employee engagement and shareholder
value (Towers Perrin, 2007; Walton, 2009). Konrad (2006) believes that apart from the shareholders,
employees also stand to gain when the profits of a firm increase due to employee engagement. The
increased profits result in increased pay packages, resources, perks and promotions for the employees

(Heger, 2007). Engaged employees display many behaviors aligned with organizational success.

Significant amount of research has been undertaken to further substantiate the linkage between people
and an organizations financial performance. Tower Perrin Linkage Framework deconstructs the four
core elements in the fundamental relationship between people and business (financial performance).
When a company aligns its programs and practices within this framework to drive the right behavior
from employees through to customers, it positions itself to realize an appropriate return on its people
investment. By contrast, when a company builds its people programs in a strategic and operational
vacuum — with no explicit or implicit links to behavior and performance — it will not only fail to
achieve a return on investment but may, overtime, see a drop in customer retention, profitability and
the like.
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Impact of employee engagement on productivity
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Higher engagement
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Employees who are engaged with their job and employer are more productive because they are
motivated beyond personal factors. They are more focused and more motivated than their disengaged
counterparts. This means they work more efficiently and with the success of the organisation in mind.
In 2009, Harter et al. conducted a meta-analysis encompassing 199 research studies across 152
organisations in 44 industries and 26 countries. They statistically calculated the available data on

business/work unit level relationship between employee engagement and performance outcomes

within in each study. The studies covered 32,394 business/work units and 955,905 employees (Harter
et al. 2009). Their findings quantified significant differences between business units ranking in the top
and bottom 25% on engagement. They found an 18% drop in productivity between the top and bottom

performers. Additionally, there was a 60% drop in quality (measured by defects in products).

In a similar study into Fortune 100 companies, it was found that there was a dramatic 1,000 percent
increase in errors among disengaged versus engaged employee populations (Gonring, 2008).Research

consistently shows that low levels of employee engagement are detrimental to performance. In fact, it

has been found that employees that are highly engaged are twice as likely to be top performers (Taleo
Research, 2009)

V.A close analysis of employee engagement on business outcomes

Employees are often considered the determining factor between booming and mediocre companies
bound to remain in the shadow. The difference between the two types is that successful companies
have engaged employees; they’re admired by their competition and envied for their success. The
connection between business performance and commitment at the workplace has been broadly talked
about by academics, OD consultants, and HR professionals. Nonetheless, many line managers and C-
level executives, who still think that employee engagement is a fuzzy, soft concept, and they can’t
understand why it is so important to keep workers motivated. It is imperative for business owners of

all types to grasp that engagement has a great impact on the financial outcomes of their companies.

Volume 8, Issue X, OCTOBER/2018 Page N0:2132


http://www.insyncsurveys.com.au/surveys-consulting/employee-surveys-consulting/employee-engagement-survey/
http://www.insyncsurveys.com.au/surveys-consulting/employee-surveys-consulting/employee-engagement-survey/

International Journal of Management, Technology And Engineering ISSN NO : 2249-7455

VI1.Employee engagement — an important contributor to a company’s success

How would you characterize success? For many CEQOs, everything comes down to a single word:
profit. To truly understand the most important aspect of success in business, it’s paramount to
measure and examine your company’s most important assets: your employees. They’re the ones to
help you thrive, so they must be treated right otherwise they will leave and search for another job that
can satisfy their demands. Employees make the difference between a thriving and a dull company that
will never reach the top of the pyramid. When everyone in your enterprise, micro-business, or non-
profit organization works with pleasure, engagement, and determination, things will work to your

advantage, and sooner or later, you’ll come out of the shadow and reap great benefits.

Money is great, yet its recognition and attention that your company needs to become well-known.
When employees feel like they’re being part of a “family” they’ll be more willing to take chances and
go to extreme lengths to help you accomplish success. Studies have proven over the years that
widespread and frequent employee recognition, connected to corporate values, generate a constructive
corporate culture and thus adds to future company sustainability. How can leaders measure the
effectiveness of their enterprises? What does it take to achieve great performance? For starters, you
can begin with paying more attention to employee engagement, because the people who work for you

are vital for your company’s long-term achievements.

VI1.Conclusion:

After reviewing the various research and survey findings of employee engagement, it can be certainly
concluded that high levels of employee engagement will lead to improved employee commitment &
involvement towards job and thus creating a motivated workforce, that will work together to achieve
the common goals of the organization . Acquiring skilled workforce is just not enough in today's
changing economy like ours; instead a lot needs to be done to retain, involve and make them
committed to the organization and its goals.The organizations should not only provide their
employees with great infrastructure and other facilities but also freedom to make their work exciting
and also are providing them an environment wherein they can say good-bye to a monotonous work.
They should focus on retention as an outcome of three HR focus areas such as employee motivation,

career growth & remuneration, and compensation.

In the present study, the researcher has tested the impact of employee engagement on organizational
performance in terms of customer satisfaction and turnover intention and found that there was strong
and positive relationship between employee engagement and customer satisfaction. The researcher
has also reported that employee engagement was moderately and negatively related with turnover

intention. Cattermole and Johnson, (2014) were also in the same opinion and reported that there is
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strong relationship between employee engagement and organizational performance. Ariani (2013) has
reported that employee engagement is positively related with organizational performance. The
organizations which have high level of employee engagement are having higher profitability,
productivity and lower attrition rate. In a study conducted by Sreekanth and Aryasri, (2012) revealed
that employee engagement improves organizational performance and guest satisfaction. Whereas
Robertson (2012) has discussed that if employee engagement is high, definitely organizational
performance is improved. All the researchers have pointed out that there is strong relationship
between employee engagement and organizational performance. However, in last it can be said that
employee engagement which is strongly related with organizational performance can be derived from
a strong mutual relationship among the co-employees, their employer and the organization as a whole.
Thus by increasing the level of employee engagement, the organizations can enhance organizational

performance
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