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Abstract 
“Being engaged at work is essential for revenues, profits, market share, growth…..” 

Any fast growing industry has its own flip side, attracting and retaining the best talent by means of engagement is one 

of them. In the highly unpredictable market scenario, employee engagement has become a hot topic in the corporate 

world. Employee engagement is a key aspect of human resource management. 

The critical assets for organizations are people‟s knowledge, skills and their relationship capabilities. In this context, for 

organizations, in nearly every industry, strong employee engagement policies have long been a competitive necessity. 

Many organizations are realizing that  employee engagement is an incessant and key process which further has an 

impact on the motivation, performance, profits, sales, customer loyalty, productivity and hence organization as a whole.  

Engagement is about motivating people to perform to the best of their potential. An engaged employee gives hundred 

percent to his company and becomes a trusted ambassador of the organization. Through Employee engagement an 

organization builds a long lasting association between the organization and its employees.  

This paper begins with the concept and definition of employee engagement. It includes employee engagement matrix 

stating a linkage between alignment and engagement. It enlists some characteristics of engaged employees. The paper 

discusses various categories of engaged employees. An overview to keep employees engaged and how engagement 

affects the overall organization is represented with the help of an employee engagement model. It tries to illustrate the 

impact of engagement on attrition. The most important attributes like communication, career, confidence, control, 

clarity, collaborate, compliment, connect, contribute, and credibility are discussed which help the managers to engage 

their employees. Finally the paper discusses the tips given to management to keep all the employees engaged.  

Key Words: employee engagement, attributes, model, attrition, ten C‟s . 
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Abstract 

“Being engaged at work is essential for revenues, profits, market share, growth…..” 

 

Any fast growing industry has its own flip side, attracting and retaining the best talent by means 

of engagement is one of them. In the highly unpredictable market scenario, employee 

engagement has become a hot topic in the corporate world. Employee engagement is a key 

aspect of human resource management. 

The critical assets for organizations are people‟s knowledge, skills and their relationship 

capabilities. In this context, for organizations, in nearly every industry, strong employee 

engagement policies have long been a competitive necessity. Many organizations are realizing 

that  employee engagement is an incessant and key process which further has an impact on the 

motivation, performance, profits, sales, customer loyalty, productivity and hence organization as 

a whole.  

Engagement is about motivating people to perform to the best of their potential. An engaged 

employee gives hundred percent to his company and becomes a trusted ambassador of the 

organization. Through Employee engagement an organization builds a long lasting association 

between the organization and its employees.  

This paper begins with the concept and definition of employee engagement. It includes employee 

engagement matrix stating a linkage between alignment and engagement. It enlists some 

characteristics of engaged employees. The paper discusses various categories of engaged 

employees. An overview to keep employees engaged and how engagement affects the overall 

organization is represented with the help of an employee engagement model. It tries to illustrate 

the impact of engagement on attrition. The most important attributes like communication, career, 

confidence, control, clarity, collaborate, compliment, connect, contribute, and credibility are 

discussed which help the managers to engage their employees. Finally the paper discusses the 

tips given to management to keep all the employees engaged. 

Key Words: employee engagement, attributes, model, attrition, ten C‟s . 
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The word “engagement” has lately become the focus of considerable enthusiasm. For instance, 

Welbourne (2007) said that engagement is one of the “hottest topic in management” and Frank et 

al. (2004) suggested that engaging employees is “one of the greatest challenges facing 

organizations in this decade and beyond”. 

Engagement is about motivating people to perform to the best of their potential. An engaged 

employee gives 100 percent to his company and becomes a trusted ambassador of the 

organization.Today organizations exist because of its people who are actively engaged and 

people are vehicle of growth for any organization. 

This paper also includes engagement model, attributes of employee engagement, and 

management tips to keep employees engaged which serves as the key drivers of keeping 

employees engaged and retained in the organization. 

Employee engagement: 

The term “engagement” is rooted in the role theory, in particular the work of Erving Goffman 

(1960). Role theory studies the various roles individuals occupy in society, as well as the social 

expectations and behavioral boundaries attributed to such roles (Bailey and Yost, 2007). 

Goffman (1961) defined engagement as the “spontaneous involvement in the role” and a “visible 

investment of attention and muscular effort” (p.90). 

Later, engagement at work was conceptualized by Kahn, (1990) as the “harnessing of 

organizational members‟ selves to their work roles” (p.694). The more of ourselves we give to a 

role, Kahn claimed, the more exciting and comfortable is our performance. In engagement, 

people employ and express themselves physically, cognitively and emotionally during role 

performances.  

As per the Work®USA Survey conducted by Watson Wyatt, “Engagement” is a combination of 

commitment and line of sight where line of sight means the focus and direction needed by an 

employee. An engaged employee work for longer hours, try harder, accomplish more and speak 

positively about his organization.  

 

 “Employee Engagement is an „outcome-based‟ concept. It is the term which is used to describe 

the degree to which employees can be ascribed as „aligned‟ and „committed‟ to their organization 

such that they are at the most productive.” 

The International School of Human Capital Management 
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definition released in 2006 

Employee Engagement Matrix 

(Alignment vs. Commitment) 

 

 

(Source: Journal of Applied Human Capital Management, Vol 1, No. 1, 2007) 

As defined by Tim Wright (Houston Workforce Performance Examiner) 3- Part definition of 

employee engagement is: 

1.  Employee engagement is investment of body, mind and spirit in one‟s work. 

2.  Employee engagement is emotional commitment that fuels doing, thinking and believing 

in one‟s work.   

3. Employee eagerness to exceed expectations and fulfill one‟s self satisfaction quota.  

    

Derek Stockley (2005) defines engagement as: 

The extent that an employee believes in the mission and values of an organization and 

demonstrates the commitment through his actions and attitude as an employee towards employer 

and customers. Employee engagement is high when the statements and conversations held reflect 

a natural enthusiasm for the company, its employees and the products or services provided. 

From Goffman (1961), Kahn (1990), Csikszentmihalyi (1975, 1990), Watson Wyatt, the 

International School of Human Capital Management, Tim Wright and Derek Stockley (2005) we 

learn some key components of engagement: 
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 line of  sight 

 alignment 

 investment of body, mind and spirit 

 emotional commitment 

 eagerness to exceed expectations 

Thus, employee engagement is a barometer which determines the partnership of a person with 

the organization. Fully engaged employees tend to work in offices that achieve better program 

results, call in sick less often and stay with their organizations, according to a report by Merit 

Systems Protection Board.  

 

Some of the characteristics of engaged employees are: 

 Assume more responsibility. 

 Feel happy about what they do. 

 Typically recognize connections.  

 Respect other employee‟s engagement. 

 Engage positively with customers (both external and internal customers). 

 Enthusiastic and is inspired by work. 

 Fascinated by work. 

 Watchful about the future of the organization. 

 Values a strong emotional bond with the organization.  

 Tries to makes more money for the organization by putting 100percent efforts.  

 Productive, ethical, accountable and dependable.  

 

Categories of Employee Engagement  

According to a study, there are 3 different types of people:- 

1. Actively engaged (30%) – They need less focus and attention through managers as 

they know their duties and perform their tasks efficiently. They set their own aim and 

meet their expectations. But at times, due to few reasons, it hardly takes time for 

engaged employee to turn into disengaged employees.    
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2. Moderately engaged (Not Engaged-55%) – They are “Fence Sitters”. They tend to 

concentrate on tasks rather than goals and outcomes that they are expected to 

accomplish. They need to be told what to do just so they can do it and convey they 

have finished. Organizations can benefit tremendously by converting the large chunk 

of fence sitters into committed employees.  

3. Actively disengaged (15%) – They are „cave dwellers”. Who are not just unhappy at 

work but also busy acting out their unhappiness. They sow seeds of negativity at 

every opportunity. They view work as having a detrimental effect on their physical 

and emotional health, they act out their unhappiness at work whilst undermining and 

disrupting their colleagues.      

 

 

(Source: retention.naukrihub.com/employee-engagement ) 

 

Employee Engagement Model 

To increase engagement, one must understand not only the drivers that are common across 

organizations and industries (inspirational leadership), but also those factors unique to his/her 

business (work environment/cultural attributes). These drivers span the full range of 

organizational and managerial practices and include topics such as the work itself, interpersonal 

relationships, growth and development opportunities, communication, rewards and recognition 

and respect. 
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By measuring a wide range of attributes, one can identify the most powerful predictors of 

engagement for the organization and focus his or her efforts on those actions that will have the 

quickest and greatest impact.  

 

(Source: The Foresight Group) 

Attrition and Engagement 

Retaining employees no longer is an easy task. But it is neither very difficult, as long as one is 

able to understand the precursor (underlying reason why an employee wants to leave) and 

resolve it. It is foremost to engage the employee and understand his/her point of view. For each 

stage, below is the figure which shows interventions that can help an organization retain its 

employees. 
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Ten C’s of Employee Engagement 

There are the 10 most important attributes which help managers to engage their employees. 

These are as follows: 

1. Communicate: Project managers should specifically indicate their expectations from 

employee. They should also provide regular feedback to the employees regarding their 

work and performance.  

2. Career: Management should provide effective work to the employees along with career 

growth opportunities. 

3. Confidence: Good managers should try to boost confidence of their employee. 

4. Control: Managers should allow the employees to utilize the control which they have on 

their job and career. 

5. Clarity: Managers should have a clear vision of what and how job is to be done. Also the 

managers should effectively communicate these  plans. 

Engaged 

Employee 

Employee 

Exit 

Withdrawal 

Stage 

Passive 

Disengagement 

Active 

Disengagement 

Transition 

Stage 

Communicate/

Clarify Re- align 

Counter-sell 

Involve 

 

Fig.: Towards Engaged Employee 
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6. Collaborate: Good coordination should me maintained within a team. Managers should 

motivate their employees to work as a team. He should also take steps to cultivate trust in 

his team. 

7. Compliment: Complementing the employee for the job done well. 

8. Connect: Managers should make his employees feel valuable and important. Show that 

you care. 

9. Contribute: encourage participatory decision making process. Ask for suggestions, new 

ideas, and ways of improvement. 

10. Credibility: Managers should set examples for the employee and teach them to practice 

ethical standards and practices.  

Management Tips to Keep Employees Engaged 

Key drivers which can keep employees engaged are as follows: 

 Trust and integrity – How does the managers communicate and „walk the talk‟.  

 Nature of the job –Is it mentally stimulating on daily basis?  

 Line of sight between employee performance and company performance – Is the 

employee aware how his work contributes to the company‟s growth?  

 Career Growth opportunities –Any future opportunities for growth?  

 Pride about the company – How much pride does the employee feel by being associated 

with the company?  

 Coworkers/team members – impact of influences on the level of one‟s engagement. 

 Employee development – Is the company working towards developing employee skills. 

 Relationship with one‟s manager – Does the employee value his /her association with her 

manager? 

Other key findings include the fact that bigger companies are much more challenged to engage 

employees comparatively to the smaller companies, while employee age drives a clear cut 

difference in the importance of certain drivers. For example, employees under age 45 rank 
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“challenging environment/career growth opportunities” much higher than older employees, who 

value “recognition /reward for their contributions”.  

But all studies, all locations and all ages agreed that the direct relationship with one’s 

manager is the strongest of all drivers. 

 

Conclusion: 

When asked which measurements “give the best sense of a company‟s health” in a recent 

Business Week advice column, former GE Chairman and CEO Jack Welch replied: “Employee 

engagement first”. It goes without saying that no company, small or large, can win over the 

long run without energized employees who believe in the mission and understand how to achieve 

it. That‟s why you need to take the measure of employee engagement at least once a year through 

anonymous surveys in which people feel completely safe to speak their minds. 

Keeping employees engaged and aligned with the needs of the organization is the responsibility 

of executives at all levels. And for good reason: New research shows that the more engaged the 

workforce, the more innovative, productive and profitable the company. 

Employee engagement has a strong impact on financial performance. According to Watson 

Wyatt‟s global research when engagement is high, so is financial performance. 

To conclude this, I would like to say that maintaining employee engagement lies in the hands of 

an organization and requires a perfect combination of time, effort, commitment and investment 

to make a successful endeavor. That‟s why forward-looking companies are looking internally to 

gain information about what drives engagement within their unique environments. 

To conclude this one can say that: 

Employee Engagement: “a driver of productivity, competitive advantage, employee 

loyalty and financial performance of the organization” 
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