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Abstract: Employee engagement has become a top business priority for senior executives. In this rapid cycle economy, 
business leaders know that having a high-performing workforce is essential for growth and survival. They recognize that a 
highly engaged workforce can increase innovation, productivity, and bottom-line performance while reducing costs related 
to hiring and retention in highly competitive talent markets. But while most executives see a clear need to improve employee 
engagement, many have yet to develop tangible ways to measure and tackle this goal. However, a growing group of best-in-
class companies says they are gaining competitive advantage through establishing metrics and practices to effectively 
quantify and improve the impact of their engagement initiatives on overall business performance. The research found that 
while most leaders understand the importance of engagement, three-quarters of those surveyed said that most employees in 
their organizations are not highly engaged. A significant gap showed up in the views of executive managers and middle 
managers in this area. Top executives seemed much more optimistic about the levels of employee engagement in their 
company, making them seem out of touch with middle management’s sense of their frontline workers’ engagement. The 
survey found that many companies find it challenging to measure engagement and tie its impact to financial results: fewer 
than 50 percent of companies said that they are effectively measuring employee engagement against business performance 
metrics such as customer satisfaction or increased market share. But one group of companies—called “high prioritizers” in 
the study because they saw engagement as an extremely important priority—are effectively using metrics and shared some 
best practices for tying engagement to business performance. 
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I. INTRODUCTION 
 
In addition to focusing on the management and 
technology, many organizations have turned their 
attention to improving organizational performance 
significantly. Organizations need access to the 
globalization for globalization has the potential to 
help improve employment outcomes. In order for this 
to be successful, it needs to improve three operational 
aspects: quality of work, speed and innovation, 
including the ability to bring a product or service in 
the market [1]. 
Organizations are under increasing pressure to 
improve performance and maximize the contribution 
of every employee. Employee engagement has 
become an attractive business proposition. The triple 
bottom line consists of three Ps: profit, people and 
planet. It aims to measure the financial, social and 
environmental performance of the corporation over a 
period of time [1]. People are the most important 
asset of every  organization. Most of the studies 
suggest that employee engagement improves the 
bottom line in almost every instance and it is well 
worth all organizational efforts to actively engage 
employees. Engaged employees have an impact on 
productivity and financial performance. Efficient 
leadership and effective management can take place 
if emerging paradigm like employee engagement is 
appropriately understood and put into practice. 
Employee engagement starts at the first step i.e. 
recruitment of an employee to the last step i.e. 
retirement .The HR Practices of an organization play 

the most major role in helping the employees walk 
the extra mile. Effective employee engagement is the 
key component for improved organizational 
performance. 
Employee engagement has emerged as a popular 
organizational concept in recent years. It has become 
one of the most leading priorities of human resource 
practitioners and senior managers in the organization 
today in the corporate world[2]. Employee 
engagement has generated great deal of attention 
among many human resource practitioners, business 
entrepreneurs and academic researchers across the 
globe [3], [4]. Human resources are important assets 
of every organization. The success or failure of the 
organizations is largely dependent upon employees 
working in it [5]. In this era of globalization and 
industrialization, where there is large scale 
competition in the market, it is necessary for the 
organization to have engaged workforce for the 
survival and smooth functioning of the organization. 
Employee engagement is considered as an important 
technique that is commonly used now a days in the 
corporate world, mainly in service industry. The term 
employee engagement was firstly used by the Gallup 
Consulting Firm. Later, it has been used by academia. 
Kahn was the first academic researcher to use the 
term employee engagement and defines that 
employee engagement is the level of dedication and 
involvement of the employees towards their 
organization [6]. Many organizations and consulting 
firms consider employee engagement as similar to 
other important work-related constructs like job 
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satisfaction, job involvement, organizational 
commitment and organizational citizenship 
behaviour[7]. 
 
II. LITERATURE REVIEWS 
 
2.1. Definition of Employee Engagement. 
The term employee engagement was firstly used by 
the human resource practitioners and business firm, 
but in academic community the concept was rarely 
discussed. Kahn was the first academic researcher to 
define the concept of employee engagement [6]. 
According to Kahn employee engagement is the level 
of commitment and involvement of the employees 
towards their organization and itsvalues [6]. While 
Perrin defined engagement “as willingness or 
enthusiasm that the employee holds to spend optional 
effort towards the job.[8]” In a study about 
antecedent and consequences of employee 
engagement, Saks defines employee engagement as 
the extent to which an individual is attentive and 
absorbed in the performance of his/her roles [9]. It is 
the positive feeling that employees have towards their 
jobs and also the motivation and effort they put into 
it. Bakkar and Scheufelihave defined the term 
employee engagement that “it is a psychological state 
where employees feel a vested interest in the 
organization’s success and perform to a high standard 
that may exceed the stated requirements of the job. 
[10]” An engaged employee is aware of business 
context and works with colleagues to improve 
performance within the job for the benefits of the 
organization [4]. It is a positive attitude held by the 
employees towards the organization and its values. 
The organization must work to develop and nurture 
engagement, which requires a two-way relationship 
between employer and employee. Apart from this, 
Baig argued that employee engagement is concerned 
with the individual contribution under healthy 
working conditions, promote individual development, 
encourage mutual confidence and understanding 
between the employer and the employee and between 
the employees themselves. According to Mortimer, 
employee engagement is a combination of 
commitment to the organization, its values and a 
willingness to help their colleagues [11]. Zinger 
defines that “employee engagement is the art and 
science of engaging people in authentic and 
recognized connections to strategy, roles, 
performance, organization, community, relationship, 
customers, development, energy and transform the 
work connections into final results.” Rashid, A sad, 
and Ashraf have highlightedthat engagement is the 
capacity of the employees to work honestly, 
obligation andaspiration enduring in a business. 
While Wilson elucidates that an engagedemployee is 
that who is fully energetic, emotionally connected 
with the organizationin achieving the goals. Thus 
employee engagement is a barometer that determines 
theassociation of a person with the organization. 

Bhatla has explained that the engagement is all about 
having a psychological commitment toward the 
assigned task, which is clearly reflected in his/her 
dedication towards the work. Mani has noted that an 
engaged employee is fully aware with the business 
environment and works with the help of other 
employees to improve the performance within the job 
for the benefits of the organization. Engaged 
employees put their all efforts and enthusiasm 
towards their work and also care about the future of 
the organization. By making the employees involved 
in organization’s business, the HR manager will have 
to motivate them to contribute in the business and 
productivity success and at the same time, it increases 
their sense of well-being Employee engagement and 
job satisfaction play an important role in increasing 
the morale of the employees. The managers have to 
play active role in buildingsatisfaction among the 
employees and make them engaged in their work. 
While Cattermole and Johnson, opine that employee 
engagement is a workplace approach designed to 
ensure that employees are committed to business, its 
values and goals. Chandhok and Bhavet, perceived 
engagement as a passion and commitment of the 
willingness to devote oneself and expand one’s 
discretionary effort to contribute towards achieving 
the goals and objectives of the organization as a 
whole. Thus employee engagement is the extent to 
which employees think, feel and act in ways that 
represent high levels of commitment to their 
organization.Kahn says that in engagement, people 
employ and express themselvesphysically, 
cognitively and emotionally during their role 
performances [4]. The ideas ofeach and every 
employee differs from each other and every employee 
should be givenfreedom to express their views and 
thought. This kind of activity increases the moraleof 
the employees, hence the employees are motivated 
and engaged towards their workand increases the 
productivity of the organization. He further describes 
that lack ofconnection with the organization, 
emotional absence, passive and incomplete rolecauses 
disengagement among the workers. In the views of 
Robinson, Perryman, andHaydayemployee 
engagement is closely related with feeling and 
perception ofthe employees and the key driver of the 
employee engagement are effective leadershipby the 
top management, two way communication among the 
workers of theorganization, well designed human 
resource policies and organizational developmentof 
employees. Anand opines that employee engagement 
plays a crucial role inthe hotel because it affects 
everything from retention and productivity to 
profitabilityand safety. There is an intrinsic link 
between employee engagement, customer loyaltyand 
profitability. Kahn has highlighted that fully engaged 
employees lead tothe success of the organization. 
There are many dimensions which makes 
theemployees engaged towards their job. These are 
continuity in the organization,connected with other 



International Journal of Management and Applied Science, ISSN: 2394-7926                                                 Volume-3, Issue-10, Oct.-2017 
http://iraj.in 

Employee Performance Development Through Employee Engagement 
 

100 

staff members, integrated and focussed in their job. 
Saradha andPatrickhave discussed that employee 
engagement activities significantlyimprove the 
overall performance of an organization. It is a 
technique for thesuccessful functioning of the 
organization and improvement in performance of 
theemployees. 
 
2.2. Why Employee Engagement is of importance 
and interest? 
Employee engagement has become a heavily 
discussed topic in recent years. However, there is still 
ambiguity within the academic literature as to how 
employee engagement can be influenced by 
management. There has been significant interest in 
employee engagement, but this has been coupled with 
a good deal of misunderstanding. This 
misunderstanding can be partly attributed to the fact 
that there is no definitive definition, resulting in 
engagement being operationalised and subsequently 
measured in varying ways. From a HR perspective 
today, engagement continues to be an important 
consideration. Due to the challenging economic 
climate, organizations now more than ever are 
deciding to restructure and resize, which has resulted 
in organizations investigating new approaches to 
maintain and increase engagement. Organizations 
fight to recruit and train their talent, so they need to 
do their best to keep hold of it. Organizations need to 
strike the right balance between fostering and 
enhancing employee engagement levels while at the 
same time not compromising their competitive 
position. 

 
2.3. Characteristics of Engaged Employees 
According to Robinson, Perryman, and Hayday 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. 
4) Create healthy working environment and respect 

other employees of the organization. 
5) Cooperate with their colleagues to perform 

effectively. 
6) Engaged employees perform beyond the 

expectation of the employers. 
7) Perform their work in view of goals and objectives 

of the organization. 
8) Engaged employees make necessary change as per 

requirement and keep update with the knowledge in 
their field. 

 
III. RESULTS 
 
3.1 Engagement is critical to performance and 
retention. By increasing employees’ engagement 

levels, organizations can expect an increase in 
performance of up to 20 percentile points and an 87% 
reduction in employees’ probability of departure. The 
highly engaged outperform the average by two 
deciles and are dramatically less likely to leave the 
organization. 
3.2 More than 1 in 10 employees are fully 
disengaged. While 11% of employees (the “True 
Believers”) demonstrate very strong commitment, 
13% (the “Disaffected”) are actively opposed to 
someone or something in their organizations. The real 
opportunity lies with the middle 76% of employees 
(the “Agnostics”) who are only modestly committed. 
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