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Review: Concepts and drivers of employvee engagement
Emploves engigement

The approach of employee engagemem is considered as facilnating approprate comditions for
all members of an organization that can ensure all members can be commitied o the
organization’'s values amd goals and contribate 10 the organization through their best
performance. Armstrong and Taylor (20001 noted thar HEM and performance peed o
cmployes centred and focused on emploves wellbezing. Kwon and Park (3009 noted that
despite the employe: engagement research is proliferating in the area of Human Respasce
Development, there is o lack of practical knowledge regarding assessing. boosting, and
sustaining emploves engagement in the workplace.

Drespine the lack of employee engagement theories, there are various definitions available that
consider employee engagement to be personally engaging the members of an organization for
harnessing them to their job moles. Emplovee engagement increases both individoal and
organizational performance. workforce prodectivity, and wellbeing as Tomington ef al. (20204
noded businesses with emploves engagement e 1o be wice as successiul as those with a

lower level of employves engagement,

Ome of the crucinl aspects of employee engagement is b0 promede  frost, Pao-way
communication, commitment, and integrity. While intemal communication is perceived as a
cractil factor for integrating employee engagement, Lemon and Palenchar (20018 noted that
internal commumcation 15 a technical ool for prodecing organizational messages rather than

developing emplover engagement,

Employes engagement 15 pereeived as a medintor of work motivation and job satisfaction while
these two variables are nlso noted for their positive impact on work engagement, Improved
employes engagement tends 1o be a resull of an improved level of maotivistion that promssles
wiprkplace commitment and often resulis i iscreased job satisfaction. According w Rivaito e
ard, (2021 managing emplovee mover is one of the major challenges for current organi zalions
arl decreased mwtivation and lack of commitment are leading to ipcreasing voluniary turmyver,
The definition of employes engagement varies across different organizations and some of the
poglar definitions of employee engagement fefer o cmploves engagement as a commitment,

positive attachment, morale, and participation of the employess.
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Varous organizational practices can positively influence ermploves engagement by boosting
crmployes morale and their willingness o contribute 1o the organization's goals and success,
[ravis and Van der Heijden (20 18) revealed that the majority of the rescarchers have perceived
Kahn's definition of employee engagement which indicates when engaged people employ and
express themselves emoticnally, physically, and cognitively during their role performances.

Factors driving emploves engagement

From the need-based theories of motivation especially Herzberg's Two-factor theory of
mintivation, it can be poted that sermeneration of salay, aloing with job security, and access o
organizational resources are basic factors that ensure employess ane not dissatisfied. However,
for engaging the employess in the workplace, factors bevond the basic neads of the employees
nezd to be conskdered which can drive improved performance and willingness to contribute to
the orgonizational success. The main drivers of employee engagement are the following;

" {'_:Irg:mi:'.m:i:mul support: Khodakarami amd Dhrami (X0 noted that elffective ST
from the leaders, manoagers, and peers tends (o improve the engagement level of the
employees. A supportive workplace boosts employee morale and improves the
perocived belongingmess of the employees which positively impacts the engagement
level of the employees,

=  Autonomy: Highly engaged workforce is ofien subjected o a cerain bencficial
workplace environment which is characterized by autonomy . Employees are likely to
be more interested and engaped in achieving the organicational goals if they are
provided with the autonomy of expressing opinions, contributing to the decision-
making, freedom 1o choose time management, and application of expertise is opposed
to micre-management. Joseph ef af, (20018) noted that engaged employvees are motivated
tox becoamie more creative and mnovative and a leadership sty le that provides signaficant
autonaamny o the employees ends o result m improved employes engagement.

# Resources: Resources are often overlooked but are a crucial driver of employee
engagement as it enables employees w feel capable of putting imelleciual, physical,
and emotional energy into their work, Waseem and Mehmood (2019 noted that desired
psychological conditions crecial for engagement can be genemied from factors like task
significance, support, work design, and pccess to personal and organizational resources.,

= Lesdership: Leadership plinys a crucial role in engaging and motivating the emplovess

and effective leadership can influence the organizational environment as well,
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MADUEA (2020} noted that leaders need to create an open and fair enviconment for
the emplovess in the organization to emsure that emplovess understand the align
themselves with the goals and values of the of ganizstion.

& Positive organizational environment: Positive organizetional environment thiat supports
inchsion, collabomation, and emploves wellbeing is a significant driver of employee
engagement. A positive organizational environment i characterized by clear job roles,
work-life balance, positive relationships with colleagues and the managers, Fair anxd

equal reatment, and effective orgamzational support.

Apart from these foctors, meaningful work, emploves voice practices, constructive leedback,
rraining, and pridessional development opporiunities are effective in enhancing employee
cngagensent.
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Evaluathon of the diagnostic tools used to measure the engagement

The level of engagement often differs based on the iklividual differences, personalities, ansd
motivational levels of the employees. Howewer, measuring engagement can prove o be
challenging when it is approached separsiely from the individual performance of the
crtployees. Currently, in the post-pandemic er when employees are subjected 1o flexible wnd
remote working, assessing the engagement level is crucial for taking further messures. that can

enhance the engagement level of the employess.

From the level of satisfaction o the quantity of work employee ensagement canmnot be
mieasured cormactly as the concept of engagement is associoted with the level of commitment,
motivation, and connection that employees feel with their job sole, work. and the company.
The level of engagement can Fluctuate depending on both intemal and external Factors and thus,
messuring the engagement is necessary b fke necessary sleps (o prevent employees from
becoming disengaged.

= Employee survey and leedback

Conducting an infernal survey is a simple and effective tool for gathering opinions, and
feedback. and focilitating communication which can help in cateporizing employess hased
on their engagement level, Surveys conducted on emplovess can help in measunng the
level of engagement based on their responses. However, this ool canms identify the
resisons for disengagement and issues that are leading 1oa disengaged workforee, Langfond
(2009} moted that incorporating psychometric properties in an employee opimon survey at
the lower-level factor structune of the work practices and the higher-level work systems can
help in measwring the engagement level effectively.

+  Software-based HRE Flaiforms

Software-based HR platforms provide easy and wvser-friendly interfaces for ohdaining
emphoyee responses on o weekly, monthly, and annual basis. These platforms help in
generating real-time feedback and can provide a clear indicator of engagement at both
imdividual and the organizational bevel. Different HR-based enterprise systems belp in
generating feedback from team managers, emglovess, HR leaders, and other staff in the
organization for genermting reporis through which it is possible to tmck the engngemen

level of the employees.
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=  LUtrecht Work Engagement scale

Schanfeli er al. (2007 noted that Utrecht is one of the most widely used work engagement
measurement scales that helps in genemting results based on in-depth interviews and the
17-item self-report questionnaire. This ol can be effective in idemifying the vigor,
dedication, and absorption level of the employees. L'WES is also available in shorter
versions and can be used for employe: engagement surveys.

= Productivity metrics and refention rate

Although employes engopement depemds on variows factors apart from the willingness to
switch the company amd the productivity of the emplovees, for ganing tangible and
queamtitative results, measuring productivity metncs and the retention e can be effective
These tols have the nsk of providing inadegquate resulls suggesting faully engagement
sopres a8 these are based on the productivity and emplovees” tendency o work in the

O i Ealion,

Employes engagement surveys are the most wsed diagnostic ool bowever, muliinatiimal
compamses have focussd on developing their individual and wnigue engagement messuremen
scabes based on inponan determinants of employes engagement mcluding tee wellbeing soore
and the employee perception of their work. Evaluating the psychological stressors and the
atresa bevel of the employees can also belp in understanding whether the employees are engaged
with their work as stressors tend 1o act as demotivators negatively affecting the engagement
levels of the employees. Geldenhuys er al. (2004} prefer jobs that they find o be interesting,
accomplishing, and helpful for their development. Thus, evaluating the job designs and
obtaining feedbock from the employees regording their perception of their jobs can help in

assessing their engagement level indirecily.

Shuck and Reio Ir (2004) noted that working in negative psychological climates canses
negative emotions that can lead 1o pegative psychological well-being, Thus, identifving
whether the emplovees are gedting adequate suppont and whether they are satisfied with the

work environment can help in understanding the reasons for their kevel of engagement.
Employves value proposition and strategies to raise levels of engagement

The emiploves value proposition is an organizationa] policy that enables firms (o sttract, and

retain the maost tlented employees based on the affermgs of the organization o the employees,
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Pawar (2008) noted that employee value proposition acts as an orgamzational strafcgy for
dealing with chalbenges of HE and marketing. Developing a unigque employes value proposition
is crucial for effective emiployer branding that can lead an organization to bacome a prefemed
employer within the labour market. Yacine (202 1) has defined emploves value proposition &
the experiences and the things that the employer imends 1o offer the employecs. The following
employes value proposition can be effective for the organization:

“Chur company ensures an inclusive and supportive work environment that sddresses the
diverse necds of the members ensuring that the members of our organization are motivated,
satisfied, ond well-eguipped to contribute to the overall success of the firm. This organization
effers fexible and adaptive work prisctices thal can ensure every member of the organiztion
con prowide their best to achieve the organizational gooals along with contineouws leaming wnd
develspment thal prepanes the members 1o excel in their professional life,”

For mising employves engagement., the following strategies can be effective:

= Formulating the core vahees and the mission of the organization and linking them to the
human resource sirategies of the company

# Prioritising emplovee well-being by introducing memal bealth assessment and
measures for improving mental health outcomes of the employess

= Ensuring an improved work=life balance of the emplovees by providing them motational
wiork opportunities and ensuring worklosd is distributed toirly

*  Hecognising and rewarding achievements of the individuals aml teams can enable
improved engagement levels

& Conducting Frequent employee engagement surveys and taking initiatives o integmie
the feedback of the employees in the workplace practices

«  Providing training and bearning opposiunities for ensuring professional developreat
and self-actualization of the employees

&  Fostering a leaming and collabborative environment through effective knowledge
Management practices

s Assessing the imerests and the skills of the emplovees before assigning any job role

# Promoting awosomy in teams and ensunng emplovess can express their feelungs and
opinions without any fear

= Improving the sense of security of the employees by introducing performance-based

appraisals amd comstructive Teelback
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# Helping emplovees 1o understand their important role in the organization and
promading their sense of belongingness in the organization

Con clusion

In the current 41rgu.11i:.':li|:u1:|] contest, as the compny i= alremly I'i:;,:ux.'o.'ing o 'impn".'ing thi
will-being of the employees by introducing Nexible working, remote working, and job desipns,
miesssring emploves engagement through using tobe-made soltwane and anonymoas surveys
cin be effective, Generating feedback , amd evaluating the performance of the employess can
help in understanding the current issues thal can cause a lack of engagement. Funhermore,
digital workplaces have increased the working hours and work pressure, assessing tee menial
well-being of the employess and the stress level can be crucial Tor implementing necessary
micasunes o drive engagement. Fostering a positive and supportive working environiment,
cffective leadership. providing employess auonomy . and opportunities to contribute to the

organization meaningfully can increase the engagement level.
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