
CONCEPT OF EMPLOYEE ENGAGEMENT 

 

Employee engagement is a workplace approach designed to ensure that employees are committed to 
their organization’s goals, objectives and values, encouraged to contribute to organizational success, 
and are able at the same time to enhance their own sense of well-being. 

Here it is believed that all the three components - attitudes, behaviors and outcomes are a part of the 
engagement story. There is a virtual ground, when the pre-conditions of engagement are met. These 
three aspects of engagement trigger and reinforce one another. 

Involved organizations have strong and authentic values, with clear evidence of trust and fairness 
based on mutual understanding, where two way promises and commitments – between employers and 
staff – are understood and are achieved. 

Despite there being some debate about the precise definition of employee engagement, there are 
three things we know about it − 

 It is measurable. 

 It can be correlated with performance. 

 It varies from poor to great. 

Most importantly, employers can have a great impact on people’s level of engagement through 
appreciation, healthy interactions, brainstorming, group discussions, common games etc. That is what 
makes employee engagement so essential as a tool for business success. 

Rules of Employee Engagement 

Every HR is bound to follow a set of rules in order to maintain the ethics and justify the role of HR. The 
following rules must be followed to engage the employees in an organization. 

Don't Sweat Over Reviews 

Don’t judge people on the basis of what others say about them. Instead, judge a person on his/her 
abilities and performance. 

Discover Your Company's Purpose 

Invent the purpose or object of the company, discover the new objectives or target points that can be 
set for the company. 

Survey, But Keep It Short and Follow Up 

When asked about an update, try to keep it to the point and short; be specific. There is no point in 
explaining unnecessary details, which are not relevant to the topic. 

There Is Only So Much You Can Do 



Give yourself a break. Don’t try to complete all the work at the same time; analyze your potential and 
work accordingly. 

Don't Worry About Engagement 

Don’t worry about always fitting into the group; show what you are. Rules are fine, but simply having 
actual conversations and asking employees what we can do better is much more valuable. 

If employees can't sit down with their boss and talk about things, then it can be detrimental for the 
company in the long run — doesn't matter how many stringent rules are put in place. 

Grievance 

In every company employees do have grievances of one kind or the other. These grievances may be real 

or imaginary, valid or invalid, genuine or false. A grievance creates unhappiness, dissatisfaction, negative 

attitude, low morale and frustration, etc. Finally, it affects employees' concentration, efficiency and 

productivity.  

Many of the industrial disputes that result in grave repercussions originate from minor grievances. If 

such grievances are settled amicably in time, many of the disputes could be prevented. It is the rationale 

of the mutual acceptability of the grievance procedure. Grievance procedure is expected to be effective 

tool in the tool kit of corporate managers handling manpower as well as human relations in the Indian 

industry. The grievance denotes any dissatisfaction expressed or unvoiced, valid or invalid, arising out of 

anything connected with the company an employee considers, believes and feels is unfair, unjust or 

inequitable.  

A grievance may be expressed or implied. Expressed grievances are comparatively easy to recognize and 

are manifested in gossiping, envy, criticism, argumentation, enhanced labor turnover, recklessness in 

the use of tools and materials, untidy housekeeping, poor workmanship, etc.  

When a grievance of an employee comes to the knowledge of the management it cannot be ignored as 

irrational or false. Grievances of all shorts have to be addressed by the management similarly as rational 

grievances. We know that our behavior is largely irrational. This may be due to our distorted perception. 

Emotional grievances are based upon sentiments (like love. hatred. Resentment, anger, envy, fear etc.), 

misconceptions and lack of thinking are examples of our irrational behavior. These grievances are the 

most difficult to handle.  

Features of Grievances  

The grievances are characterized by the following:   

 Grievances emerge out of the perceived injustice or unfair treatment the aggrieved employee 

feels.  

 It is the feeling discontent or dissatisfaction about any aspect of an organization 

 The grievance may be real or imaginary, genuine or fake, legitimate or irrational.   



 A grievance may be expressed or unexpressed, expressed normally in a written form.   

 It must arise out of the job of the employee  

Sources of Grievances  

Different sources of grievances can be grouped under the five categories as management policies and 

practices, working conditions supervision, collective bargaining agreements and work-adjustment 

difficulties.  

Management Policies and Practices: Basic wages and salary scale, provision for general wage rise and 

overtime allowance; Employee benefits and incentive schemes; Promotion and transfer criteria; Leave 

of absence and holidays; Fines, punishment and penalties; Attitude towards labor union. 

Working Conditions: Occupational health and safety measures; Physical conditions of the workplace; 

Changes in production schedules and standards; Shortage or required raw material, tools and machines 

and equipment; improper allocation of work, duties and responsibilities of workers  

Supervision: Style of supervision; a misunderstanding between the supervisor and the workers; Rigidity 

in the interpretation of rules and regulations; Discouraging the complaints and representation of the 

workers; Ambiguous job instructions  

Collective Bargaining: Agreements Vague and unclear language and clauses in the agreements; Violation 

and/ nonfulfillment of the terms of agreement; an emphasis on a legalistic approach to the employees’ 

problems without considering the social and economic dimensions that may have a bearing on these 

problems.   

Work-adjustment Difficulties: Basic attitude towards job and company; Excessive self-esteem and pride; 

Introverted personality; Grumbling and fault-finding mindset  

Techniques of Grievance Identification  

An organization must have the ability to diagnose, detect, recognize and resolve the grievances at an 

earlier stage. The major techniques to identify grievances include exit interview, gripe box system, 

opinion survey, open door policy and observations.  



 

Exit Interview: When employees quit an organization for any reason, an exit interview may be 

conducted to obtain information about the job-related matters. At this time those quitting their jobs 

speak freely and frankly about their experience and observations on the job. This can provide the 

employer with an invaluable insight into the simmering problems and anxieties concerning the 

employees.  

Gripe box System: Employees can drop their written complaints in the boxes kept by the organization to 

provide an outlet to the employees to secretly express their complaints and apprehensions without the 

fear of being victimized.  

Opinion Surveys: Opinion survey is the direct and personal means of gathering information from the 

employees about their existing grievances.  

Open – door Policy: The workers are encouraged to call on the relevant manager at any time, to freely 

share their opinions, feelings and complaints with him. Open door policy is workable only in very small 

organizations. In big organizations when management by exception is practiced, the top management 

does not have the time to attend to innumerable routine grievances daily that is the work of lower-level 

managers.  

Observation The manager or the immediate supervisor constantly tracks the behavior of the employees 

working under him. 
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