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PROCESS 
 

Prepare and Design: Discovering your organization's unique requirements and setting 

priorities is what preparation and design are all about. A customized design for carrying out the 

entire process can then be created. 

Employee Engagement Survey: Create the survey's questions and distribute it with the aid of 

the proper media. Depending on the employees' comfort level and your questionnaire 

evaluation process, it may be printed or set up online. 

Result Analysis: it is the phase that matters the most in the whole process. It's time to analyze 

reports to determine what precisely drives employees to deliver their best work. Presentations 

can then be used to present the findings and information. 

Action Planning: Organizations must approach the difficult question of "how to turn the results 

of the survey into an action" with the utmost caution. Additionally, so that they can successfully 

implement the changes, they should be informed of the dos and don'ts.  

Action follows up: It is necessary to determine whether the action was taken appropriately and 

whether the intended results are achieved. 

 

It takes concentration and surprisingly little time to complete a quality process. In one case, it 

took eight months, while in the other it took six months, from the decision to pursue this option 

to a fully implemented system with quantifiable, bottom-line benefits. Additionally, a 

remarkable morale boost was seen. 

Disengaged workers typically cost American businesses $350 billion a year. This case study 

aimed to investigate the methods employed by some communication business leaders to 

involve their workforce. Four communication business leaders in Jackson, Mississippi, with at 

least a year of successful employee engagement, made up the target population. The conceptual 

foundation of the study was the self-determination theory. We gathered the archived records of 

the participating company and conducted semi-structured interviews. Through a thorough 

process of data familiarization, data coding, theme development, and theme revision, patterns 

were discovered. To ensure the validity of the conclusions, member-checking was applied to 

the interpretations of the data. According to the methodological triangulation of the data 

gathered, three key themes—rewards and recognition, employee empowerment, and creating a 

bond between leaders and employees—rose from the data's thematic analysis. 

The purpose of the paper is to investigate, utilising the dynamic process of employee 

engagement, the relationship between leader-member exchange (LMX) relationships and work 

role performance. The study explains why and how leadership is essential for fostering 

employee engagement and producing successful work outcomes. We were able to verify our 

hypotheses that employee engagement mediates the relationships between LMX and work role 

performance in a sample of 198 Indian working managers at various levels and across a variety 

of industries by using a survey-based research approach. It provides an empirical understanding 

of the relationships between the performance of work roles and employee engagement and the 



LMX. The results also suggest that good interpersonal relationships among employees are 

positively correlated with employee engagement and job performance. 

STRATEGIES 
 

Open Communication: Encourage open, two-way communication between management and 

employees. Employees are made to feel heard and valued by frequent updates, town hall 

meetings, and feedback sessions. 

Professional Development: Provide opportunities for professional growth and development. 

Employee commitment and sense of value can be increased through mentoring, training, and 

workshops. 

Flexible Work Arrangements: When possible, allow for remote work or flexible work hours. 

Both job satisfaction and work-life balance may benefit from this. 

Team Building Activities: Teambuilding Exercises Plan team-building activities and events to 

encourage close bonds and cooperation among employees. 

Leadership Development: Development of strong leaders is an investment that will pay off in 

the form of motivation, inspiration, and efficient team management. 

Regular Feedback: Offer suggestions for improvement and constructive criticism. Employees 

can understand their progress and potential for improvement with regular performance reviews. 

In an era of expanding international operations, employee engagement should be seen as a 

long-term commitment between the organization and the employees, with each supporting the 

other. In fact, a key strategy for long-term organizational sustainability in global markets is 

employee engagement. 

The findings supported the current study's research aims and went in the expected direction. 

Low factor loadings during the first phase indicated low engagement levels at the start of the 

career and after 16 months of employment. High factor loadings at intermediate stages of 

employment were a sign of high engagement, but the data from the interviews showed that this 

might only signify high loyalty temporarily. Three distinct factors—organizational culture, 

career planning, incentives, and organizational support—were identified in the second phase's 

factor loadings. The first two showed a high rate of attrition. 

To produce higher levels of job performance, many modern organizations are emphasizing 

their performance management systems more. We contend that directing the performance 

management system to encourage employee engagement may be the most effective way to 

produce performance increments. In order to achieve this, we outline a novel method for 

performance management that incorporates employee engagement and the primary factors 

influencing it at each stage. In order to achieve high levels of job performance, we present a 

model of engagement management that incorporates the paper's key ideas and offers a fresh 

way of looking at how to encourage and manage employee engagement. 
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