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Abstract

Organizations expect the employees to believe in its mission, purpose and values and come out with the
commitment by way of their deeds. This situation is called Employee Engagement. An employee, who has total
belief in the organization, has a desire to work to make things better and better in the business context, he is
considered to be an Engaged Employee. They put forth an extra effort, as well as are very loyal towards their
organization. They work there for long and show a strong level of commitment. Employee Engagement is a powerful
source of competitive advantage. With this a research study was conducted among the employees of a reputed
industrial organization at Hosur. A proper methodology was followed, tool administered, statistical test were done
and findings were drawn.

Introduction:

Employee Engagement is the degree to which an employee is emotionally bonded to his/her
organization and passionate about his/her work. Employee Engagement essentially depicts our
connection to our work, our organization, our customers, our effects and to results. In any study
involving employee engagement the three aspects which are studied are: i. Employees as unique
entities in terms of their skills, abilities, attitudes and aspirations., ii. Employee in their role to
create conditions of engagement and iii. Relationship, trust and communication between
employees across levels. The challenge is not only to attract the best talent but also to engage the
employees like, raising opportunities for carrier development, life style decisions, job changing
and unbalanced work life which influence an individual’s decision to continue or quite.

“Engagement is the process in which the employees are encouraged to engage with the
organization for the maximum period of time or until the completion of the project
Definition:

According to, Employee Engagement is “the harnessing of organisation members’ selves to
their work roles; in engagement, people employ and express themselves physically, cognitively,
and emotionally during role performances”( Kahn ,1990). Miles (2001) says that EE means to
intensively involve all employees in high-engagement cascades that create understanding,
dialogue, feedback and accountability. According to Daniel (2004), EE is a positive, two-way
relationship between employee and his organization where both parties are aware of their own
and the other’s needs, and support each other to fulfill these needs and go the extra mile, and
both reap mutual benefits. Lanphear (2004), too is of the same opinion that EE as the bond
employees have with their organization. When these committed employees really care about the
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business, they are more likely to go an extra mile. Thus Employee Engagement can be
understood as the degree to which an employee is emotionally bonded to his/her organisation and
is passionate about the work that really matters. It also explains the extent to which people enjoy
and believe in what they do and feel valued for doing it.

Hence, Employee engagement is a property of the relationship between an organization and
its employees. When employees find the physical work place and especially the psychological
work environment (organizational culture) to their liking, they form a positive emotional
connection which makes them much more likely to "go the extra mile"™ and commit
enthusiastically to their own job and their role at the organization. The choices and action which
this heightened positive emotional state can bring about are called "engagement”.

The Study on Employee Engagement

The research was done based on the topic “Employee Engagement” at a reputed
manufacturing Organization situated in Hosur, the industrial town of Tamilnadu. Here the
researcher wanted to study about the level of employee engagement in an organization. During
past two decades, employee engagement became a very popular managerial concept.
Organizations use different engagement building tools in order to stay competitive and improve
performance. The aim of this paper is to contribute to the research regarding the engagement of
employees within its organization, though their day-to-day performance has a significant
influence on the quality of the entire institution performance. This paper will apply related
concepts, theories and critics and engagement measuring methods to measure the existing level
of engagement of the employees in an industry.
Objectives:

The aim in this research was to find the current engagement level of employees and to find
the factors, which need to be improved in order to further increase engagement. This study was
conducted to study the passion, work life, commitment and involvement of the employees,
employee potentiality, job satisfaction, employees’ leadership and management support in the
organization.

Methodology:

The research was also supported with the information from the review of literature from
books, journals and articles. The researcher used the Descriptive design for this research to
describe about the various factors of Employee Engagement. The samples were chosen by
stratified disproportionate simple random sampling using lottery method. The total number of
samples was 100. Questionnaire consisting of 54 questions under employee engagement in
various factors was used to collect data. The collected data was analyzed and interpretation was
done and the outcome has been represented through tables and chi square test was used to test
the hypothesis.

Major Findings:

1. The analyzed data shows that half (50%) of the respondents really looked forward to
going to work always and also the respondents were very passionate in doing work
happily.

2. The data explains that two third (66%) of the respondents agreed that their job activities
were personally meaningful.
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3. There is no significant relationship between marital status and achieved correct balance
between home and work lives. So null hypothesis (HO) is accepted and alternative (H1)
hypothesis is rejected. It is presented below:

Table-1
Marital Status * Achieve the correct balance between home and Work Lives

Achieve the correct balance [Total
Marital Status [between home and Work Lives
Agree Disagree
. 27(84.4) 5(15.6) 32(100.0)
Single (32.1) (31.2) (32.0)

. 57(83.8) 11(16.2) 68(100.0)
Married (67.9) (68.8) (68.0)
Total 84(84.0) 16(16.0) 100(100.0)

(100.0) (100.0) (100.0)

It is found that more than two third (70%) of the respondents have said the present
working job was mildly stressful.

. The analyzed data described that the majority (83%) of the respondents were always
providing heart full commitment on their work.

. “Loyalty in and of itself will not solve a company’s challenges, but strong employee
loyalty will put the company in a better position to face them.” Loyalty is built upon trust
and without it there can be no loyalty. The surest sign of trust is to give the employees to
power to make decisions to do the right thing. If that trust is granted, it is amazing how
closely loyalty follows. The below table shows about the employees level of loyalty
towards organization, supervisor, manager, and co-workers in an industry.

Table -2
Employees Level of Loyalty in an Industry

Employees | Loyalty Loyalty Loyalty Loyalty
Level  of | towards towards towards towards
Loyalty Organization | Supervisor | Manager | Co-worker
Very High | 63(63.0) 10(10.0) 17(17.0) 33(33.0)
High 28(28.0) 69(69.0) 52(52.0) 46(46.0)
Low 9(9.0) 15(15.0) 26(26.0) 13(13.0)
Very Low | 0(0) 6(6.0) 5(5.0) 8(8.0)
Total 100(100.0) 100(100.0) | 100(100.0) | 100(100.0)

It is encouraging to see that the majority is less than two third (63%) of the respondents

showed their level of loyalty is very high towards organization, and more than two third (69%)
of the respondents showed their level of loyalty is high towards supervisor. The table shows
more than half (52%) of the respondents have said their level of loyalty towards manager is high
and again the highest is less than half (46%) of the respondents showed their level of loyalty
towards co-workers.

Finally it can be inferred that the overall assessment says the respondents have showed

either very high or high level of loyalty towards their organization, supervisor, manager and co-
workers.
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7. Little more than half (51%) of the respondents were always exerting a lot of energy for
better performance.

8. The data enumerates that little less than half (47%) of the respondents said that they used
to stay always until the job was done in the organization.

9. It was found that more than half (56%) of the respondents always get excited when they
were performing well in their job.

10. The collected data states that less than half (43%) of the respondents agreed with their
current salary and remuneration.

11. Less than two third (63%) of the respondents agreed that they have cordial and friendly
relationship between employees and managers.

12. The data states that less than half (42%) of the respondents said that sometimes the
management treats the employees fairly.

13. Exactly half (50%) of the respondents have said that their business unit keeps them fully
informed about the happenings in their department and in the organization.

14. More than half (54%) of the respondents agreed that they had plan to remain with the
same organization for the foreseeable future.

15. The response for the question for what reason they had intended to leave the job in the
last one year is given below:

Table -3

Reasons for intending to leave job within a year
Reasons for Leaving Job Yes
Intend to find another similar Job 12(12.0)
Intend to do a different type of Work 15(15.0)
Intend to be Self-Employed 20(20.0)
Intend to Retire Voluntarily 11(11.0)
Intend to return to full time Study 6(6.0)
Intend to care for your Children 5(5.0)
Intend to care for other Dependents 7(7.0)
Intend to leave for low Job Satisfaction | -
No Better pay/benefits elsewhere 18(18.0)
No Opportunities for Promotion 22(22.0)
Easier/Shorter Journey to Work 1(1.0)
No More Flexible Working Hours 8(8.0)
Other Reason 4(4.0)

The first highest is more than one fifth (22%) of the respondents said that there was no
opportunity for promotion. The second highest is exactly one fifth (20%) of the respondents said
that they would intend to leave the organization for the purpose of Self-Employment The next is
less than one fifth (18%) of the respondents said that they leave their job for the purpose of no
better pay/benefits ,and finally the table clearly shows that all the 100 respondents would not
leave the organization for the purpose of low job Satisfaction, and clearly says that all the
employees in the organization are satisfied with their present job in the organization.
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16. More than half (58%) of the respondents agreed in the last year they had an opportunity
to learn and grow at work.

17. More than one third (38%) of the respondents disagreed that the employees received
recognition and praise for doing good job in the last seven days.

18. The collected data explain that more than half (59%) of the respondents agreed at work
place they had an opportunity to do what they were supposed to do best every day.

Most of the employees are engaged in the present organization with their better
performance and growth and the organization also support the employees in all the ways of
their life. Most of the employees are very proud to work for the present organization it is a
well known organization in the world.

Suggestions
1. Recreational activities and having fun at work can give kind emotional bounding between
the organization which can improve the level of social interaction and good relationship
among the members. Today’s employees are expecting more from the organization,
both for the family members and to him.
2. Actively promote organizational effectiveness, reputation values and ethics —
Employees want to feel good about their leaders, where they work, the achievements
they did and the publications can keep going.
3. Support employees in their work and growth — The management must respond to a
subordinate’s idea as brilliant or even good success begets. You can support employee
growth by providing education and learning opportunities, training, coaching, and other
interaction that help employee’s personal development.
4. To enhance employee’s personal growth and opportunity the management can
encourage the actual use of suggestion scheme with special reference of employee in
service training requirements.
5.  An important factor is employees are more sensitive in their salary so the management
must concentrate little on the side of the employee’s salary and wages it could be more
helpful in the future.
6. When the management provides facilities and incentives up to employees expectation
level then the job satisfaction exist in the organization and this leads to retain the
talented employees for many years.
Conclusion

Employee engagement is a positive attitude held by the employees toward the
organization and its value. It is rapidly gaining popularity, use and importance in the workplace
and impacts organization in many ways. Employee engagement emphasizes the importance of
employee communication on the success of a development of organization. An organization
should thus recognize more than any other variable, as powerful contributors to an organization’s
competitive position. Therefore employee engagement should be continuous process of learning,
improvement, measurement and action. We would hence conclude that raising and maintaining
employee engagement lies in the hands of an organization and requires a perfect blend of time,
effort, commitment and investment to craft a successful endeavor.

Organizations have to give their employees the freedom to make their work exciting and
an environment having an engaged work life. With increase in responsibilities at home and a
desire to excel in their careers, employees often get distracted from their work which needs to be
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taken care of .Employees are the assets of the organization and if they are not given a space
whereby they can make a perfect blend of both work, fun, optimum performance from them may
be difficult. Employee engagement emphasis the importance of employee communication on the
success of a business. An organization should realize the importance of employees, more than
any other variable, as the most powerful contributor to an organization’s competitive position.
Organizations and employees share a symbiotic relation, where both are dependent on each other
to satisfy their needs and goal. Therefore employee engagement should not be a one-time
exercise, but a continuous process of learning, improvement and action.

References:

1. Alexnadria, 2010. For Adrienne, Raising Engagement, HR Magazine, Vol. 55, Iss. 5, pg.34.

2.

10.

11.

Brown, S.P,1996. A Meta-analysis and review of organizational research on job
involvement. Psychological Bulletin, 120: 234-255.

Daniel, 2004. Engagement policies boost pre-tax profits at Nationwide, 1-7. Personnel
Today.

Heraty Noreen, Morley Michael J, Cleveland Jeanette N. 2008. Complexities and
challenges in the work — family interface, journal of Managerial psychology, vol. 23, NO.
3, pg, 209-214.

Coffman C, 2000. Is Your Company Bleeding Talent? How to become a true “employer of

choice”. The Gallup Management Journal, 2000. The Gallup Organization, Princeton,
NJ.
Kahn, Willaim, .A. 1990 ‘Psychological conditions of personal engagement and
disengagement at work’, Academy of Management Journal, Vol 33, pp692-724.
Lanphear, S. 2004. Are Your Employees Highly Engaged? Credit Union Executive
Newsletter, 19, 1-2.Credit Union National Association, US.
Miles, R. H. 2001. Beyond the age of Dilbert: Accelerating corporate transformations by
rapidly engaging all employees. Organizational Dynamics 29(4), 313-321
Robinson, D, S. Perryman, and S. Hayday 2004."The Drivers of Employee
Engagement". Institute for Employment Studies.
Schneider, Hanges, & Smith 2003. Which comes first: employee attitudes or
organizational financial and market performance? Journal of Applied Psychology.

Shuck, Brad and Wollard, Karen K. 2011. "Antecedents to Employee Engagement: A
Structured Review of the Literature™. Advances in Developing Human Resources.

www.aarhat.com Impact Factor :0.987

Page 1 5


http://www.employment-studies.co.uk/summary/summary.php?id=408
http://www.employment-studies.co.uk/summary/summary.php?id=408
http://www.employment-studies.co.uk/summary/summary.php?id=408
http://www.employment-studies.co.uk/summary/summary.php?id=408
http://www.employment-studies.co.uk/summary/summary.php?id=408
http://www.employment-studies.co.uk/summary/summary.php?id=408
http://www.employment-studies.co.uk/summary/summary.php?id=408
http://www.employment-studies.co.uk/summary/summary.php?id=408
http://www.employment-studies.co.uk/summary/summary.php?id=408
http://www.employment-studies.co.uk/summary/summary.php?id=408
http://www.employment-studies.co.uk/summary/summary.php?id=408
http://www.employment-studies.co.uk/summary/summary.php?id=408
https://en.wikipedia.org/wiki/Institute_for_Employment_Studies
https://en.wikipedia.org/wiki/Institute_for_Employment_Studies
https://en.wikipedia.org/wiki/Institute_for_Employment_Studies
https://en.wikipedia.org/wiki/Institute_for_Employment_Studies
https://en.wikipedia.org/wiki/Institute_for_Employment_Studies
https://en.wikipedia.org/wiki/Institute_for_Employment_Studies
https://en.wikipedia.org/wiki/Institute_for_Employment_Studies
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short
http://adh.sagepub.com/content/13/4/429.short

