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Abstract

The coat of nurturing dicengoged employees con be very high for the
corporates. Dicengoged employges lack motivation, which clgarly
reflecto in their work. Thic becomeo even woreg, when they opread
their negoativity to their engoged counterports. Thergfore corporateo
muctaimot 100% engogement. Thicotudy icon attempt to find out the
beat or no-fail interventions, co that the ¢engogement levelo of the
employgeacon be gnhonced. A comple curvey woosconducted (N- 100).
A preliminory ocurvey of 10 executives wao piloted firet, to find out
which interventiono work well in the Indion corporote cector. On the
baoic of their congenoug, the 14 ¢gmployee engogement interventionc
were elected for the otudy. Doto woo collected through deliberote
compling on five point ocaling through quectionnaire. Averogeo ond
otondord deviotion were colculated. Loctly, it woo reveoled thot
empowering the ¢gmployeeo ot workploce, encourogement or backing
their peroonal projectoond arice in their culoriesinatigote o feeling of
engagement the moat. Areos which requirgo improvement were aloo
reveoled further.
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Introduction

The modern workplace icchonging ot aradical ond accelerated pace. In
the woke of globalization ond internationol competition, the poct two
decadgs hac witngoosed o cubctontiol incrgace in mergerc ond
acquioitionc olongoide delayering ond downocizing of mony
orgonicutiono. Such formo of reatructuring invariobly put o nggotive
impoct on employeesin termoof job loawa, job uncertointy, ombiguity
ond heightened onxigty, which ic not neceooorily offoet by ony
orgomnizoationol benegfitc auch oo increaced productivity ond finoncial
profitc. (Cartwright, 2006) Thereforg now, it haobecome oll the more
importont, to employ the moct talented workforce, ond to keep them
retained ic onother difficult ond cruciol job. Hence, the concept of
employege engogement goinceven more ottention ond prerequicite now.
Engoged employeecare the aooet for the compomigsin thicknowledge
driven ¢conomy, where it ic the employge who ic ¢merging oo o
oignificont competitive differentiotor. Engoged ¢mployees become
phyaically involved in their tacks, cognitively alert ond ¢gmotionally
connected to othero when performing their jobo In controct,
dicengoged become dicconngcted from their jobo and hide their trug
identity, thoughtc ond feelings during role performonceo. (Olivigr,
2007)
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Though, there or¢ o lot of definitiono of engagement by
ocademiciong, proctitioners ond ocholors, yet there ic no
univeroolly accepted definition, acthey oll dgacribe it in their
own wayc. Academic definitions focus on outcomeo of
engagement (advococy, dedication, diccretionary effort,
footering change); the poychological ctote (employego fully
involve themeelves in work, ore oboorbed, focused ond
energiced); ond the two-way beneficial relationchip between
e¢mployer ond employee.

Conaultoncy baoced modelo defing e¢ngogement oo o
poychologicol otate with numegrous outcomgo for the
orgonicotion, ond conaider the rolg of the orgemicotion in
¢nobling it. Engogement reoulto from hoving o ling of cight
between individuol ond bucingss performonce oo otoff
underatond their contribution, ac well oo o culture thot
valugo, encourogecond lictencto otaff. (Smith, 2009)

Engogement ic defined oo ¢mployges willingness and
obility to contribute to compony cucceoo. Put onother way,
engogement icthe extent to which ¢gmployees "go the extra
milg" ond put diccretionory effort into their work —
contributing more of their ¢nergy, creotivity ond poaccion on
the job. (Towerg, 2010)The notion of employee engogement
icarelotively ngw one, one that haobgen heavily morketed
by humon recource (HR) conoulting firmo that offer advice
on how it con be creatgd ond lgveraged. Academic
recearcheroore now clowly joining the fray, ond both portieo
or¢ cuddled with competing ond inconaictent intgrpretotionc
ofthe meoning ofthe conatruct. (Macey, 2008)

According to Gollup, engoged employeecare those who ore
involved in, enthuciactic about ond committed to their work
ond workplocg. Engoged employeeo beligve that they con
moke o difference in the orgomizotions thgy work for.
Confidence in the knowledge, okills, ond obilitigc thot
people pooss — in both thgmeelvgs ond otherc — ic o
powerful predictor of beghavior ond oubogquent
performancg. (S¢ijto, 2006)

Andrew Carnegi¢ once ouid, ““You muct copture ond keep the
heart of the original ond cupremely oble mon beforg hicbroin
con do itobeat.” Although Carnggie waon’t explicitly talking
about employee engogement, thicquote perfectly illuctrotec
how vital it ic to engoge your employeeo co they will be
hoppier ond perform to the beot of their dbilitico.
Unfortunotely, employee engogement ic cometimes on
afterthought. Inotead, engoging employges chould be
procticed ot oll levelo of the bucingss higrorchy ond
cultivated on aregulor booic. (Abby, 2015)

Employee Engagement Interventions

The concept of employge engogement i goining morg ond
mor¢ conaideration ond promingnce in corporotec theoe
dayo. Thio concept of employee engogement cuctomorily
uced to center on employge welfare octivities, but dug to
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recent developments ond tronoformotions in corporote
aector globally, hao redefingd the way corporates look ot
their employeeo. It haobgcome amore thon gver top priority
of corporatec with on increaced focus on employee well-
being, employee happiness ond employee cuticfoction. It ic
aeen ooa core businesoatrategy from mergly on HR progrom.
Componi¢c hove now adopted the formula of “better
engagement, better productivity” ond thuc emphoocic on
otrotegics ond intgrventions to incrgoase employee
engagement. Following ore the interventionothat hove been
included in the otudy by the recearcher.

1. Encourage personal projects — Componi¢c in
ooftwarg induatry, these dayoare Ietting their employeeo
opend comg time on their peroonal projecto in order to
enhoncg their creativity ond increoce their commitment
ond engogement towordothe orgomicotion.

2. Assign mentor for discrete groups of people —
Dicengoged employeesoften drog down the morale ond
performonce potential of the engoged ongg, affecting
the overall work quality. A good mentoring in cuch
aituation helpothe employees in becoming morg cleor
ond focuaed obout their roles ond goals for themaelveo
aowell aofor their orgonicution.

3. Have team photos — To motivate ond ingpirg
employgeo for better engagement, monogers nged to
encouroge them for their ochigvements, cuccess ond
other evento by keeping their records via pictures, ond
podting them on walloof fome ond other varioucplaces
to acknowledge them.

4. Encourage volunteering — Voluntgering ic on
importont acpect of work engogement. Employgeowho
volunteer, ucually dioplay o cence of cuticfaction with
their progreco in corger, which focilitotgc more
commitment ond ¢ngogement of employges towardo
their work.

5. Salary rise — Employees in the orgonicutionc ore
intencely influenced by the compenaution ctructure of
it. These mongtory rewords- pay ond benefits, ploy o
major role in retoining the employeea, ond in the dgaire
of continuing thece benefitg, employeeo try to involve
mor¢ of themeglveointo the work.

6. Reminding people of company’s mission and values
— Inctilling compony pride ond valugsin the gmploygeo
have o poaditive impoct on the¢ir commitment. By
communicoting compony’c micoioncg ond goalg,
employeeo get o meoning to their work ond thuc they
bgcome otrongly ¢ngoged with the orgonicotion ond
their work oowell.

7. Recognise and encourage innovations — Moct of the
employeec with the orgonicotion ore millgnniol today.
Thee millgnnial or¢ mor¢ open-minded towordo
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10.

chonge ond innovationc. Encouroging them to expreco
their ide¢oos footer the feeling of ottachment with the
orgomicotion.

Celebrate achievements — Juot og “Mony dropc
together form the ocgon™, mony employego together
form on orgomicotion, ond hence their achigvementsond
oucceagocontributecto the auccgooof the orgenicotion.
There¢fore it ic momentouc to celgbrate their
achigvements and cucceso to booat their morale ond
moke them feel volugd.

Celebrate people — Getting ocknowledged ond
celebrated give employees o reocon to work more
productively. Celebrating birthdays, promotiong,
retirementg, ete. reflect the worm work culture ond
reduce abcoenteeiom to o certain extent. Theoe
celebrations leave employggo with o cence of
belongingnesoond gmotional commitment.

Give and receive feedback — Feedbocks impose o
major impact on engogement. When employgeoreceive
poaitive feedback, they are likely to engoge actively in
their work. Even those e¢mployees who receive o
negoative feedback ore oloo found engaged, but those
who receive little or no feedback org likgly to be
actively dioengoged. Receiving feedback from
employeeaicaloo equally importont, acit’cimportont to
know their opinion aowell. Hence atwo-way feedbock
iovery ¢ocential for gngogement ot work.

11.

12.

13.

14.
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Showing respect — Moot employgrc reopect their
e¢mployees’ opiniong, idgas ond working otyle. When
employ¢eo get the reopect they decerve from their
lgaderg, they are leaslikely to leave the compony. Acin
mony coceo, it hoo bgen agen thot employego who quit
their jobo, were unhoppy with their boco.

Empowering employees — Employeecwhen given the
freedom or the power to moke deciciong, ce¢ themaelveo
ac o volued port of the orgonicotion ond feel greater
reoponaibility towordothe orgonicotion. Sometimeothic
collective decicion oloo bringoe new peropective ond
ideao in the work, ond thicinvolvement leado to better
commitment, better engagement and better
productivity.

Encouragement to learning — A good monoger alwoyo
keep ito employegeo encouroged towordo learning, the
conatont learning of employees keepo them up-to-dote
ond developos excellence in their orgas, which ic
reflected in the compony’s overall performonce ond
employee’s e¢ngogement towordo their job ond
orgomicotion.

To get social with employees — In order to ¢ngoge
employeeo in work, it ic a prerequicite for lgadero to
engoge with them cociolly. Thictype of culture of work
booaotsa fegling of belongingnessond helpoin retaining
¢mployggo.

Table 1 Analysis of Employee Engagement Interventions

Employee Engagement Score Rank Standard Deviation
Interventions (In %)

Encourage personal projects 4.6 2 0.20
Assign mentor for discrete groups of 2.28 13 0.37
people

Have team photos 3.92 5 0.48
Encourage volunteering 2.8 14 0.35
Salary rise 4.42 3 0.23
Reminding people of company’s mission | 2.60 12 0.19
and vision

Recognise and encourage innovations 3.60 8 0.14
Celebrate achievements 3.72 7 0.13
Celebrate people 2.64 11 0.33
Give and receive feedback 2.98 10 0.26
Showing respect 3.97 4 0.30
Empowering the employees 5 1 0
Encouragement to learning 3.14 9 0.45
Getting social with the employees 3.83 6 0.32
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Interpretation

Empowering the ¢employeeo giveo the higheot ¢ngogement
of all other above mentioned interventiong, it woc acoigned
higheat aignificonce unonimoudly by the regpondents with
the ocore of 5%, aince the ctondord deviation ic alco zgro,
which meano all the reopondents chargd the coume opinion
that by ¢gmpowering employeeo at the workplace, they feel
highly ¢ngoged. The ogcond moct importent intgrvention in
the opinion of the r¢opondgnts woo encouroging perconal
projecto. Thicintervention cecured 4.6 % ccore, the otondord
deviation icaloo low i.¢. 0.20, which revealathot majority of
the regpondentowere having their opinion oround thicacore,
ond agreed that when their perconal projectoorg gncouraged
by the employera, they feel more engaged with their work
ond workplace. Though culory ic o mojor foactor for the
employegeo but, here it io clear that for come employeec
oolory ionot juct everything. The Rice in colory intervention
hoaoccored 4.42%, but the ctondord deviation iclittle high oo
compored to the previous two interventions, which ctoteo
there iolittle deviation in thg opinion of regpondenta, but atill
majority of the reopondentc have conaidered it oo o maojor
oource of gngagement, by putting it ot the third poaition.

Showing reopect to employees ic alco very importont
varioble ot the workplocg for moat of the regpondenta, oo it
hoo oecured fourth poaition with 3.97% ocore ond 0.30
otondord deviation. Thicatondord deviation chowethot it ica
oignificont varioble for engogement to majority, but to come
reopondentait did not hold much cignificence. The fifth moat
importont intervention occording to the r¢opondentsicteom
photoc. Thic varioble ccored 3.92%, but th¢ otondord
deviation of 0.48 chowaothat the opinion ichighly varied, the
reopondents were divided in their reoponceo and therefore
the otondord deviotion ic very high. The int¢rvention
occupying cixth poaition ic getting cociol with employega,
by cecuring 3.83% ocore, the ctondard deviation ic not too
high but oloo not too low, which memmc moct of the
reopondents have agreed to it, but otill come of the
reopondentc have chown o deniol for thic vorioble to be on
importont ¢lgment for gngogement.

Celebration of the ochievements of employego ic aloo
unonimouoly ogreed by moot of the reopondentc oo the
otondord deviation ic quite low ond the ocore i163.72%. The
next intervention in th¢ oequence ic r¢cognizing ond
encouroging innovotion. It haoaoecured a.ocore of 3.60% ond
ainc¢ the otondord deviation i60.14, which mgonc majority
of the regpondents hac convergence of opinion, ond they
beligve the equal proportion of thic intgrvention upon their
engogement levela The ninth moct importont intgrvention in
the opinion of the regpondentsicencouragement to leorning.
It hoooecured 3.14% but the otondord deviation icrelatively
high, which me¢onchere agoin the reopondentc org having o
divergence of opinion. To comg it ica cignificont varioble of
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engogement while to com¢ reopondento it ic just on HR
octivity, ond they don’t oe¢ it acactimulucfor engogement.

The intervention giving ond recgiving feedback hacaecured
a ccore of 2.98% ond it aloco charg the cumg opinion by the
reopondentg, acit ccoresa relatively low otondord deviation
0f'0.26. Mojority of the regpondentcagree to itcimpoct upon
their ¢ngogement levela Celgbrating people’s birthdoyg,
retirementg, promotioncete. oloo have impoct on employee
engagement but not to a greot extent. It aecured quite o low
acore of 2.64, but the regpondentchere agoin chored o voried
opinion acth¢ ctondord degviotion ionot too low. Rgminding
employegec of compony’s micoion ond valugo ic alco not o
very influentiol int¢rvention in th¢ opinion of the
reopondenta, acit agcured o low ocorg of 2.60%. Beaideothe
low otondord deviation oloo chowo that moct of the
reopondentchave ogreed to it.

The lact two interventioncin the opinion of the reopondentc
ar¢ oocoigning mentor ond ¢ncouraging volunteering
reopectively. Both these interventions hove aecured o low,
rother the loweot acorgoof 2.28% and 2.8% reopectively, but
high otondord deviation hoo been ogen in both the
interventiong, otating thot not all the recpondentcogreg to it,
there ic a divergence in the opinionc of regpondents but
majority of them have aooigned loweat cignificonce to them,
offirming loweat poaoiblg engogement.

Conclusion

The otrongeat intervention, which iclikely to have o higher
poaitive impoct on engogement thon otherc ic empowering
th¢ employeeo. Thic gmpowerment encouroges them for
better work ond better engogement. However, it hoo o
limitation but omong other intgrventiong, it workobeat with
the employees. Though come divergence hao been ceen in
the opinion of r¢gopondentcamong other intgrventiona, but o
otrong olignment hoo been oeen on the interventiono like
celebrating achigvements, encouroging ond r¢cognicing
innovationo, encouroging peroconal projecto. A new
vigwpoint that hos come ocroco in the otudy ic the
comporatively leooer impact of colory rice upon gngogement.
Nevertheleoo colary rice iothe moct cignificant voriable for
retention but for ¢ngogement, ¢mploygec prefer
empowerment ond encourogement for perconal project over
oolory rice.

Suggestions

For o cuctoinoble growth of the orgonicotions, exgcutiveo
muct promote ond odopt theee interventionas. The corporatec
con toke on idea, that which intervention workobeat with the
employgec. Exgcutivec muct oloo focuc on perconal
development ond coreer growth of the gmployeecapart from
the official projectc ond oacoignmentc to e¢nhonce the
engogement ond cuctoinobility. Alco they muct not neglect
the dicengaged ¢mploygeg, rather chould aim ot ¢ngoging
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them too with the help of theae interventionc. Theoe reculto
provide o valuoble context for the corporate’s in
underotonding  their workforce’s ngeds ond inclinationo
morg broodly.
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