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I. Introduction 

In today’s corporate milieu, human capital is generally recognized as significant for future success. In the 

current scenario of growing global competition and sluggish growth prospects, increasing employee engagement 

is perceived as a key tactic for success in order to maximize the value of that capital. Numerous HR consulting 

firms’ studies reveal that there exists a relationship between high levels of engagement and high levels of 

financial performance. Realizing overall employee engagement is observed by a lot of human capital 

professionals as the “holy grail.”  Leaders and senior managers now tend to realise that engaged employees can 

make a very strong positive impact on the success of their business, and encompassing useful techniques that 

will help them to build employee engagement at all levels. 

 

II. Definition of Employee Engagement 

According to the definition of Corporate Executive Board (2004), employee engagement is “The extent to which 

employees commit to something or someone in the organization, and how long they stay as a result of that 

commitment.” 

 

III. Human Capital– A Competitive Advantage 

The Brookings Institute (2003) conducted a study to understand the primary source of market value in today’s 

organizations and how it has evolved over time. In 1982, tangible assets like machinery, products etc accounted 

for 62 percent of an organization’s market value and intangible assets like intellectual property, quality of the 

workforce accounted for 38 percent. By 2002, the study pointed out that approximately 80 percent of market 

value comes from source of the intangible assets and remaining 20 percent from tangible assets. It is evident that 

tangible assets can be replicated but not the intangible assets and as such employee engagement is significant to 

add value to the intangible assets. 

 

IV. Importance of Employee Engagement 

“Engaged” is termed as being concerned or being dedicated to something. When employees discover particular 

meaning and motivation in the job they perform, when they receive constructive feedback and interpersonal 

support often they tend to feel engaged in the work environment. Furthermore, an engaged employee will have 

Abstract: In a world that is shifting both in terms of the global environment of work and the workforce 

diversity, engaged employees may be a key to competitive advantage. Today, in competitive world, most of 

leaders really require employing people who can connect to their jobs both mentally and emotionally and are 

eager to apply discretionary effort to achieve organizational goals. This particular form of connection 

between employees and the company they work for revolves around the concept of ‘Employee Engagement’ 

which involves connecting both mind and heart in performing their work. In order to create a work 

environment where employees are actively engaged, the role of senior management and line management 

plays a vital role in driving employees’ to a great extent. Further, it will be more challenging for leaders 

leading in larger organization to make employees realize that alignment of individual contributions towards 

attaining overall organizational goals and objectives. It becomes even more difficult for the leaders to 

provide appropriate enrichment opportunities to fulfill both personal and professional needs which are 

flexible and relevant to cater the employees with differences in their ages and are at different career stages. 

Since line managers are serving as the link between the organization and the employee, their impact on 

employee engagement is high. They should exercise great care in the selection process and the aspects of job 

design in order to complement individual skills to jobs. 
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the innate desire to contribute to realize organization goals than personal goals. Nevertheless, building an 

engaged workforce continues to be a great challenge for many organizations. It entails effective leadership, 

supervisory skills and additional organizational factors to facilitate employees recognize their full potential and 

value. 

 

V. Employee Engagement through Leadership 

Leadership plays a crucial role in influencing employee engagement. Clarity in goals and direction provided by 

the leaders are acknowledged as factors which can influence an engagement level of employees. When there is 

clarity in the given goals and objectives and unambiguous direction is provided as to how to achieve the 

assigned task then it will lead to better performance of employees. As a consequence, employees may well be 

motivated to give superior performance with utmost commitment. On the other hand, leaders should facilitate 

employees to accept personal accountability for their assigned goals and help them to achieve those goals in a 

better manner. 

 

VI. Driving Engagement from Top Management 

Leaders or top management should always demonstrate keen interest in sustaining high level of engagement not 

only for employees but also for their own engagement level. Furthermore, engagement is not an HR initiative 

but more of a business imperative though HR should play a key role in driving engagement levels to higher 

levels. As per research study conducted by CIPD in the year January 2010 it was found that only one in four 

senior leaders and only one in six frontline leaders are actively engaged. It is unbelievable to see actively 

engaged employees without actively engaged leaders. Senior leader should create ample opportunities to their 

employees for upward feedback which increases engagement levels of employees through greater participation. 

Similarly, senior management should communicate their vision and practice effective and fair management style 

and make the employees feel that they are listened to. 

 

VII. Engagement as a Long Term Initiative 

Employee engagement is basically a long term initiative. Though it appears to be simple in concept, as a matter 

of fact it is difficult to execute. As such, it is a continuous process and will never be able to tell that engagement 

of employees is achieved or finished but can only be improved. To build high levels of employee engagement 

leaders constantly need to take suitable steps or else it can fade unexpectedly rapidly. As such leaders need to 

develop long term engagement measures to recognize considerable enhancement in organizational performance.              

Top management need to take appropriate measures to identify various elements of employee engagement in 

their organizations and then to formulate action steps to improve levels of engagement in a consistent manner 

keeping in mind the long term goals of organization. 

 

VIII. Significance of Line Management in Engagement 

Buckingham and Coffman (1999) stated that individual employee’s engagement is determined by the 

relationship that an individual has with his/her manager. According to the author Reichheld (2001) “outstanding 

loyalty (engagement) is the direct result of the words and deeds – the decisions and practices – of committed 

Table 1: Employee Engagement By Senior Leader Trustworthiness 

   YES 

(%) 

NO                

(%) 
 

Trustworthy- Senior Leaders 
 

86 17 

Benevolence 
 

79 26 

Competence 
 

69 23 

Integrity 
 

78 26 

Margin of error is +/- 1. 

Source: The Many Contexts of Employee Engagement - A 2012/2013 Kenexa
® 

Worktrends™ Report 

Table 2:   Engagement Across Job Levels 

Job Level Actively Engaged (%) Actively DisEngaged (%) 

Senior Executives                        53 4 

Directors/Managers 25 10 

Supervisors/Foremen 18 15 

Specialists/Professionals 16 18 

Non-management Salaried 14 20 

Non-management Hourly 12 25 

Source:  Towers Perrin (2003). The 2003 Towers Perrin Talent Report: Working Today: Understanding What Drives Employee 

Engagement. Research Report. Stamford, Conn. 
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managers”. ”Engagement level of employees is directly connected to the relationship maintained between 

management and employees. Adopting a good measurement to evaluate employees’ perception of line and 

senior management would be a good indicator of their relationship. Line management should practice 

transparency in communication, fair treatment, due respect to employees and they should be willing to listen to 

their employees’ suggestions and ideas.  Goals and objectives need to be clearly communicated by line 

management with the intention that employees be able to concentrate more on their effort and engagement on 

exact tasks in hand. These objectives can comprise assisting employees to visualise their role-fit and its 

contribution to the larger picture of the organisational goals. There should be a clear linkage between the effort, 

engagement and reward with the provision of positive influence and reinforcement. Further, they should provide 

adequate opportunities for training, development and promotion since it will lead employees to offer their extra 

ordinary effort wholeheartedly. 

 
Table 3: Employee Engagement By Direct Manager Effectiveness 

 YES (%) NO (%) 

Effective Direct Manager 73 24 

Task Management 69 28 

People Management 70 28 

Margin of error is +/- 1. 

Source: The Many Contexts of Employee Engagement - A 2012/2013 Kenexa
® 

Worktrends™ Report 

 

IX. Engagement and Person - Job Fit 

Top management should try to create jobs and culture in a manner that it matches employees’ abilities and skills 

so that most of the employees feel engaged. If in case, employees’ jobs and the culture of the organization 

harmonize with their abilities and skills and in turn their motivation and values people are expected to be more 

engaged. Further, whilst hiring or promoting any employee not only the ability and skill match should be 

considered but also their motivation and value match be taken into consideration as it plays a crucial role in 

engaging employees in their job performance. The critical challenge for senior management is to build an 

environment where individual employee realize and commit to organization’s overall strategy goals and 

objectives. Therefore person-job fit should be taken care of during the initial recruitment process in order to 

align individual employee goals and objectives towards overall organizational strategies and goals. 

 

X. Captivating Employees’ Heart 

When employees care well-being of the organization they work for from inside their heart then they are termed 

to be actively engaged. These actively engaged employees show their care because they are being made felt that 

someone is caring for their well-being in the organization. Therefore, it becomes imperative that senior 

management and line management should always make consistent efforts to get to know their team members not 

only as employees but as people. They should spend considerable amount of time both in formal and informal 

manner to understand their family background, ambitions and interested areas. When employees sense that the 

organization understands and recognizes them as “whole person”, immediately it drives a strong positive 

message to employees that the organization appreciates that their life outside their work too. 

 

XI. Meaningful Assignment and Engagement 

Employee engagement is related to the degree to which employees find meaning in their given job assignments. 

Employees should be made to believe that their work is important and they can make a difference towards 

contributing to the organization. Conscious efforts to be made by the management to make employees feel 

positive perceptions towards their assigned work and the overall work environment and they should constantly 

communicate their organizations vision and future objectives. If employees are made to realize that their jobs 

are aligned to the overall contribution of the organization they are more likely to be engaged. The top 

management should initiate necessary steps to make their employees be familiar with the impact of their work 

on other people or society in general so that their contribution towards their jobs is perceived to be more 

meaningful. Managers should design meaningful jobs enabling employees to experience positive feeling in 

doing their assigned work. Utmost care should be taken while designing jobs so that it should match according 

to their qualifications and skills as it will definitely increase employee engagement levels. 

 

XII. Conclusion 

In any organization, successful leadership is crucial to develop and maintain employee engagement. Leaders 

should drive engagement from senior level management to line management and it is noteworthy that no one 

instills engagement level of employees’ than their immediate leader. Business leaders need to know not only 

critical information’s related to areas like finance, productivity, sales but equally important is to know 

engagement level of employees. Eventually leaders should develop robust measurement and analysis system to 
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gauge different levels of employee engagement thereby identifying key drivers of engagement and formulating 

appropriate strategies to enhance the same. Great care should be taken during recruitment process to identify 

motivation and job fit so that right kind of people can be selected who is able to and wanted to perform 

meaningful tasks. The state of actively engaged employees is vital to any organization to sustain and accelerate 

business performance through its competitive advantage called employee engagement. Consequently, to ensure 

employees are actively engaged, leaders should identify those critical factors that motivates employees’ 

involvement and commitment to achieve overall organizational objectives. 
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