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TOPICS TO BE COVERED IN THIS LECTURE 

-Introductory part of employee engagement  

-Definition and its origin 

-Categories of employee engagement 

-Why employee engagement 

-Importance of engagement 

-Elements and dimensions of employee 
engagement 
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Meaning-Employee Engagement 

    Employee engagement is the level of commitment and 
involvement an employee has towards their organization 
and its values 
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Definitions 
    Kahn (1990:694) defines employee 

engagement as ‘the harnessing of organization 
members’ selves to their work roles; in 
engagement, people employ and express 
themselves physically, cognitively, and 
emotionally during role performances. 

   Truss et al., (2006) define employee 
engagement simply as ‘passion for work’, a 
psychological state which is seen to encompass 
the three dimensions of engagement. 
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• Robinson et al (2004) defined engagement as 

   ‘one step up from commitment’. As a result, 
employee engagement has the appearance of 

    being yet another trend, or what some might 
call ‘old wine in a new bottle’. 

• (Baumruk 2004, Richman 2006 and Shaw 
2005) Employee engagement has been defined 
as emotional and intellectual commitment to 
the organization or the amount of 
discretionary effort exhibited by employees in 
their job (Frank et al 2004). 
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Importance of Engagement 
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Elements of Employee Engagement 
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Factors leading to Employee Engagement 
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Employee Engagement 

Unit-II 
 

Employee engagement-Conceptual Issues-Consequences 
of engagement-Keys to engagement- Levels of 

engagements-Building engagement 
 



Conceptual Issues 

    There are two main approaches that can be 
applied to study engagement.  

    The first one is to use a ready-made 
instrument (for instance, the Gallup survey 
items). This approach saves time and 
resources for developing and testing a 
questionnaire. 



   The second approach is to develop an 
independent instrument for the needs of the 
specific organization.  

    In this case, the persons responsible for the 
study should first familiarize themselves with 
the theoretical nature of employee 
commitment in order to correctly 
operationalize the category and ensure a 
reliable and valid questionnaire. 

 



   Kahn defines personal engagement as “the 
harnessing of organization members’ selves to 
their work roles; in engagement, people 
employ and express themselves physically, 
cognitively, and emotionally during role 
performances” [5].  

    Schaufeli et al. define engagement “as a 
positive, fulfilling, work-related state of mind 
that is characterized by vigor, dedication, and 
absorption”  



• Other author defines engagement as 
psychological presence but goes further to 
state 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.” 



• Some practitioners define engagement in 
terms of organizational commitment. For 
example: 

• Wellins and Concelman suggested that ‘‘to be 
engaged is to be actively committed, as to a 
cause.’’ [9]; 

• Fleming, Coffman and Harter researchers from 
Gallup Organizationuse the term committed 
employees as a synonym for engaged 
employees [10] 

 



Basic problems with nature of 
employee engagement 

• Definitions are not clear as to whether 
engagement is an attitude or a behavior 

• Lack of clear distinction between employee 
engagement and commitment. 

• Organizational commitment differs from 
engagement in that it refers to a person’s 
attitude and attachment towards their 
organization. Engagement is not an attitude; it is 
the degree to which an individual is attentive and 
absorbed in the performance of their roles. 



• According to Kahn, "affective" commitment is a 
major prerequisite for the formation and 
maintenance of engaged behavior 

• Alan M. and Saks Joseph view organizational 
commitment as a consequence of employee 
engagement formed through the job 
characteristics, perceived organizational support, 
perceived supervisor support, reward and 
recognition, procedural justice, distributive 
justice. 



• The definitions do not make clear the 
relationship between engagement and other 
well-known and accepted constructs - Many of 
the definitions of employee engagement 
involve existing constructs, such as job 
satisfaction, organizational commitment, 
organizational citizenship behaviors and job 
involvement, but they do not demonstrate the 
relationship of employee engagement to 
those other constructs 



 
Consequences of Employee 

Engagement  
 • Job Satisfaction 

• Organizational Commitment 

• Intention to Quit 

• Organizational Citizenship Behavior 



Measurement Issues of Employee 
Engagement 



Keys to Engagement 



• Meaning 

• – Your work has purpose beyond the job itself. 

• Autonomy 

• —The power to shape your work and environment in 
ways that allow you to perform at your best 

• Growth 

• —Being stretched and challenged in ways that result in 
personal and professional progress. 

• Impact 

• —Seeing positive, effective, and worthwhile outcomes 
and results from your work. 

• Connection 

• —The sense of belonging to something beyond yourself. 

 







Maslow’s hierarchy of needs and  
employee engagement 





Building engagement 



Building engagement 
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                      Unit-III: Engagement culture       
     

Engagement survey-Best practices-legal aspects-
engagement equation, leadership strategies-work 

place frustration and strategies 
 



Engagement survey 

• Engagement index questions 

• LEAD Questions 

– Leadership 

– Enablement  

– Alignment 

– Development  

 



Engagement index questions 
 

1. “I am proud to work for [Company]” 

2. “I would recommend [Company] as a great 
place to work” 

3. “I rarely think about looking for a job at 
another company” 

4. “I see myself still working at [company] in 
two years’ time” 

5. “[Company] motivates me to go beyond what 
I would in a similar role elsewhere” 

 

 

 



 
LEAD Questions 

 
Leadership 

6. “The leaders at [company] keep people 
informed about what is happening” 

7. “My manager is a great role model for 
employees” 

8. “The leaders at [Company] have 
communicated a vision that motivates me”  

Enablement  

9. “I have access to the things I need to do my 
job well” 

 

 

 



10. “I have access to the learning and 
development I need to do my job well”  

11. “Most of the systems and processes here 
support us getting our work done effectively”  

Alignment 

12. “I know what I need to do to be successful in 
my role” 

13. “I receive appropriate recognition when I do 
good work” 

14. “Day-to-day decisions here demonstrate that 
quality and improvement are top priorities” 

 

 



Development  

15. “My manager (or someone in management) 
has shown a genuine interest in my career 
aspirations” 

16. “I believe there are good career 
opportunities for me at this company” 

17. “This is a great company for me to make a 
contribution to my development” 

 

 

 

 

 

 

 



18. “Are there some things we are doing great 
here?” 

19. “Are there some things we are not doing so 
great here?” 

20. “Is there something else you think we should 
have asked you in this survey?” 

 



Best practices 
1. Build trust, be human, and default to open 

2. Start at the top, with executives and management. 

3. Articulate goals and responsibilities. 

4. Offer help to those who aren't performing well. 

5. Spot and encourage "power employees." 

6. Create a forward-thinking work environment. 

7. Be careful who you hire. 

8. Be supportive of career planning and advancement. 

9. Give people freedom to make their own choices. 

10. Promote open and direct communication. 

11. Don't confuse "engagement" with "happiness." 

12. Keep things interesting, add some fun. 

13. Encourage team-based working methods. 

14. Make it a daily focus. 

 

 

 



Legal aspects 

• Tax issues for the company and the employee  

•  Liability exposure for the company 

•  Employment-related issues 



Employee Engagement Equation  

• R= Relationship 

• F= Feedback 

• V= Vision 

• PSI= Personal Self-Interest 

• Employee Engagement is equal to the quality of your 
relationship with your employees and the feedback 
you share with them, within the context of a shared, 
inspiring and clear vision, in service of the organization 
and others and not your own personal self-interest. 

http://cdn2.hubspot.net/hub/555380/file-4135922691-jpg/blog-files/employeeengagementequation-300x225.jpg?t=1507313308054


Leadership Strategies 

• 1.Building employees' confidence in the future 
of the organization (through Clear & Promising 
Direction, Confidence in Leaders, Quality & 
Customer Focus) as well as employees' roles in 
it (i.e., Development Opportunities) 

• 2.Ensuring that employees are adequately 
rewarded for their contributions to company 
success (through Pay & Benefits and Respect 
& Recognition) 

 



Work place frustrations 

• Pesky co-workers 

• Annoying activities 

• Bad bosses 

• Job insecurity 

• Lack of communication 

• Lack Of Recourse For Poor Performance 

• Boredom 

 



Strategies  

1. Create a safe and trusting environment 

2. Ask people for their opinions 

3. Start, stop, continue 

4. Manage change, don’t just announce it 

5. Focus on development of boss/employee 
relationship 

6. Foster empowerment, control, and autonomy 
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Employee Engagement 

 Unit-IV: Employee Empowerment 
 

Concept-basic issues and concerns-best practices-relation 
between employee empowerment and engagement-work and 

reward for employee empowerment and engagement 
  



• Empowerment refers to increasing the 
spiritual, political, social, educational, gender, 
or economic strength of individuals and 
communities. 

•  Employee empowerment is giving employees 
a certain degree of autonomy and 
responsibility for decision-making regarding 
their specific organizational tasks. It allows 
decisions to be made at the lower levels of an 
organization where employees have a unique 
view of the issues and problems facing the 
organization at a certain level. 









Relation with EE & Empowerment 

• Employee empowerment is a component of 
employee engagement 

• Employee engagement describes how 
committed and energized employees are 
about their jobs 

• To achieve employee engagement an 
organization needs some level of 
empowerment, but employee empowerment 
alone does not ensure employee engagement. 

 



Rewards for Employee Engagement 
& Empowerment 

• Job enrichment 

– For job enrichment, the employee is given 
responsibility and decision-making authority for 
multiple steps in the overall process. 

• Fair compensation 

• Open communication 

• Employee Respect 

• Good corporate culture and good working 
conditions are all basic requirements. 

 



Contd., 

• This allows the employee to feel important to 
the function of the organization rather than 
just a cog in the wheel.  

• Workers are in control of their time and tasks 
and empowered to make adjustments as 
situations change. 
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Employee Engagement 

 Unit-V: Evaluation of engagement  

Basic considerations-steps in evaluation- other 
evaluation approaches 

  



EVALUATION PHASES AND PROCESSES  

• Planning 

•  Implementation 

• Completion 

•  Dissemination And  

• Reporting  



APPROACHES TO EVALUATION  

• Participatory Evaluation  

• Empowerment Evaluation  



EVALUATION METHODS  

• Quantitative Methods  

• Qualitative Methods  

• Mixed Methods  
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Employee Engagement 

             Unit-VI: Measuring  

 Measuring Employee engagement- Steps 
in measuring employee engagement 

  



What  

Evaluation is the systematic assessment of the 
worth or merit of an activity, project, 
programme or policy.  It can be formative (for 
ongoing improvement) or summative (to 
document success/failure) and there are many 
methodologies and approaches. 

 



Why  
• Do you want to capture change over time or is this a one-

off exercise? 

• Do you want to set some targets and measure whether 
you've met them? 

• Do you want to compare what you are doing with what 
others are doing? 

• Do you need external verification or is this just an internal 
exercise? 

• Are you interested in identifying best practice, eg on how to 
collaborate for mutual benefit? 

• Do you want to measure engagement from a community 
perspective? 

 



How  

• A well designed and conducted evaluation will: 

• Afford opportunity to improve practice 

• Help to clarify and focus on objectives and how to 
know if you've been successful 

• Demonstrate impact, value, benefits, value for money, 
of your activity 

• Provide evidence, a record of achievement, 

• Help to secure/retain funding 

• Inform and improve future activities 

• Inform the practice of others 

 



Measuring Employee engagement 

Step I: Listen 

Step II: Measure current level of employee 
engagement 

Step III: - Identify the problem areas 

Step IV: Taking action to improve employee 
engagement by acting upon the problem 
areas 
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