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GUJARAT APOLLO EQUIPMENTS LTD.
 History Of Gujarat Apollo Equipments Ltd.
 This company was incorporated on 7th October 1986 in the State of Gujarat as
 a public Limited Company. The certificate of communication of business was obtained from
 the Registrar of Companies. Gujarat on 11th November 1986. G.A.E.L. was promoted by M/s.
 Apollo Earthmovers Pvt. Ltd Belonging to the APOLLO GROUP of Gujarat in association
 with Gujarat Industrial companies of which Apollo Earthmovers Ltd. Limited is the flagship,
 is India’s No.1 manufacturer of road construction & maintenance equipment.
 From a modest beginning in the year 1972, the group today almost the
 entire rang of equipment that lends them admirably to the road building industry. Apollo is a
 Bombay stock exchange listed company. The group has modern manufacturing facilities. The
 construction division of the company commenced operations in April 1995. Prior to
 formation of this division, the construction activities where carried out through other group
 companies.
 Apollo’s investment in R & D and quality manpower help in continuous
 improvement in product quality that more then meets the existing quality Standards of
 ministry of Surface Transport (M.O.S.T.). Indian roads congress irrigation projects.
 International consultants and customers. The manifestation of customers’ Confidence on the
 quality of the products and serves of Apollo lies in the customer base of over 500,a
 equipment population of over 1200 and a market share of 75% With sales and Service office
 at all the important locations in the country, spare parts and services are available on call.
 The Apollo group is a Gujarat based industrial house with a business track record
 of 37 yrs. Their main interests are in,
 1. Road Construction Equipment
 2. Road Construction
 3. Filtration system
 4. Ship Breaking
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The group started business operation in 1965 by establishing Engineering
 Company for water welt drilling constructs over a period of time. The Company integrated
 backwards into production of drilling rigs. It also started manufacturing of trailers and
 agricultural equipment.
 In 1972, Apollo Industrial products Private Limited were set-up to manufacture mechanical
 Paved Finishers and Hot Mix Plants. The company business grew steadily and its products
 earned a good reputation in the mkt.
 Therefore in 1995, Apollo Earthmovers Private Limited teamed with Gujarat
 Industrial Investment Corporation (GIIC) to set up Apollo Earthmovers Ltd. Limited
 (G.A.E.L.) The Company Started Manufacturing Drum type Asphalt and Hydrostatic sensor
 paved finishers under a technical collaboration arrangement with Barber Greene, USA.
 In July 1992 GIIC divested its entire 11% holding to Apollo Earthmovers
 Private Limited at a negotiated price of Rs.18.69 per share.
 Apollo Earthmovers Ltd. Limited entered the market in February 1994. It is
 listed on the Bombay and Ahmadabad stock Exchanges. Apollo industrial products and
 Apollo Earthmovers retain their private Limited Status.
 Company At Glance
 Name & Address
 Name: Gujarat Apollo Equipments Limited, Mahesana
 Address: Gujarat Apollo Equipments Limited, Mahesana.
 Ditasan, State Highway,
 P.O. JAGUDAN Dist, Maheshana-382 710
 Registered & Corporate Office
 1) At: Ditasan, Post: Jagudan,State Highway, Mehsana-382710 (North Gujarat)
 2) “Parishram”, 5/B, Rashmi Society, Mithakhali Circle Navrangpura,
 Ahmedabad-380009.
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Form Of Organization
 Gujarat Apollo Equip Ltd. Distant is a Limited Company of Company form.
 Scale Of Organisation
 Apollo Earthmovers Ltd. Limited is a large-scale industry, which is obvious. Following are the main forms of organization.
 Existing Managing Body
 Anil T. Patel - Chairman
 Manibhai V. Patel - Director
 Ajitkumar T. Patel - Director
 Asit A. Patel - Executive Director
 V. P. Kamdar - Director
 Dr. Dahyabhai C. Patel - Director
 Pravin P. Patel - Director
 Suresh s. shah - Secretary
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Organizational Chart:
 Board of Director
 Chairman & M.D
 Executive Director Director
 Technical Production Marketing Finance Material Administration
 1. Design Engineer
 2. Draft man
 1. Prod. Manager
 Prod. Eng.
 Prod. Supervisor
 2. Serv. Eng
 Senior. Technician
 Technician
 3. Michenical
 Mich. operators
 1.Sales Pramoters
 2.Mkt Execu.
 Mkt. Mngr
 3.Sales Execu.
 Sales Officer
 1.A/C.
 Chief A/c
 Clerks
 1.Purchase
 Pur. officer
 2.Storage
 Store keeper
 Clerks
 Qlt.Cntrl Inspector
 1.General
 2.Personnel
 Time keeper
 3. Maintenance Engineer
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Gujarat Apollo Equipments Limited
 Mehsana Ditasan Ahmedabad
 Gate
 Ground to Put Equipments
 Parking for 2 wheeler
 Watch man Office
 Office
 Garden
 Parking For4 wheeler
 PLAN
 T N
 O.
 1
 PLAN
 T N
 O.
 2
 Location Chart:
 Plant Layout Chart
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Sales & Service Offices:
 o Ahmadabad
 o Calcutta
 o Mehsana
 o Cochin
 o Bangalore
 o Delhi
 o Hyderabad
 o Raipur
 o Mumbai
 o Chennai
 Manufacturing Process Chart
 Details Of The Workers
 The numbers of employee working in company are given as under.
 Fabrication
 Machining
 Tool Room
 Assembly & Testing
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Permanent Employees - 75
 Under Contract Workers - 120
 In office all employees have an experience of work and it includes engineers, accountants, computer operator, officers, technical designer and clerks.
 INTRODUCTION
 Organization have come to realize that in today’s constantly changing business
 scenario, the most valuable resource that needs to be leveraged is human resource. This
 means not just attracting the crème-de-la-crème and retaining them but keeping them
 motivated and committed to achieving the organization goals.
 The term “employee engagement” means different things to different organizations.
 Some equate it with job satisfaction, which unfortunately can reflect a transactional
 relationship that is only as good as the organization’s last round of perks or bonuses. Others
 measure engagement by gauging employees’ emotional commitment to their organization.
 Although commitment is an important ingredient, it is only a piece of the engagement
 equation.
 Though Employee Engagement (EE) as a business buzzword has generated research
 and steam since the new economy service industries like IT (Information Technology) and
 ITES (IT enables services) have taken off, the origins of engagement are as old as mankind
 itself.
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Here researcher shall try and decode and define employee engagement as used and
 implemented by organizations today by looking at the very origins of engagement practices.
 1.1 Origin of Employee Engagement
 History records that about 2300 years ago, Alexander (356 BC – 323 BC) was able to
 march ahead and conquer unknown lands by battling for years across continents, miles away
 from home, because he had an engaged army that was willing to abide by its commander.
 Alexander is known to have achieved the engaged workforce by ensuring that he
 spent face time with his men, listening and addressing grievance, ensuring on time payment
 of salary, dressing like the rest of his army and most importantly by leading from front.
 More recently, in World War II, Americans funded a lot of money for researching the
 behavior of its soldiers to be able to predict their battle readiness.
 History is dotted with examples of leaders who have led their men by building a
 psychological commitment between their men and their ideology to achieve greatness. In this
 psychological contract lies the root of today’s Employee Engagement theories propounded by
 organizations.
 1.2 Definition of Employee Engagement
 An engaged workforce produces better business results, does not hop jobs and more
 importantly is an ambassador of the organization at all points of time. This engagement is
 achieved when people consider their organization respects their work, their work contributes
 to the organization goals and more importantly their personal aspirations of growth, rewards
 and pay are met.
 The Hay Group defines engaged performance as “a result that is achieved by
 stimulating employees’ enthusiasm for their work and directing it toward organization
 success. This result can only be achieved when employers offer an implicit contract to their
 employees that elicit specific positive behaviors aligned with organization’s goals.”
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Lanphear defines Employee Engagement as “the bond employees have with their
 organization” Lanphear further supports that “when employees really care about the business,
 they are more likely to go the extra mile.”
 Employee engagement can be defined as an employee putting forth extra
 discretionary effort, as well as the likelihood of the employee being loyal and remaining with
 the organization over the long haul. Research shows that engaged employees: perform better,
 put in extra efforts to help get the job done, show a strong level of commitment to the
 organization, and are more motivated and optimistic about their work goals. Employers with
 engaged employees tend to experience low employee turnover and more impressive business
 Outcomes.
 Employee engagement is more than just the current HR 'buzzword'; it is essential. In
 order for organizations to meet and surpass organizational objectives, employees must be
 engaged. Research has proven that wholly engaged employees exhibit,
 • Higher self-motivation.
 • Confidence to express new ideas.
 • Higher productivity.
 • Higher levels of customer approval and service quality.
 • Reliability.
 • Organizational loyalty; less employee turnover.
 • Lower absenteeism.
 The definitions, as seen, focus on employer as well as the employee. Today’s
 millennial workforce is more informed, connected, willing to work given learning
 opportunities. Personal growth, opportunities to learn and explore is becoming a primary
 driver. Equity more then pay is a driving force. Catering to the changing needs to foster
 engaged employees is the need of the hour.
 In conclusion, understanding employee engagement drivers, measuring and enhancing
 engagement offers promise of better business performance by ambassadors of the
 organization who work like entrepreneurs and help sustain organization growth through
 innovation and lower employee turnover.
 1.3 Need of Employee Engagement
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The general principles of employee engagement have been around for decades.
 During the past five years, though, there has been a surge in the popularity of employee
 engagement.
 There are four primary drivers.
 1.3.1. People have become the primary source of competitive advantage.
 The Brookings Institute (2003) examined the primary source of market value
 in today’s organizations and how it has changed over time. In 1982, 62 percent of an
 organization’s market value came from tangible assets and 38 percent from intangible
 assets. Tangible assets include things like machinery, products, facilities, etc.
 Intangible assets, on the other hand, include factors such as brand, intellectual
 property, and, most important, the quality of the workforce. By 2002, 20years later,
 the source of value had almost totally flipped. Almost 80 percent of market value
 today comes from the intangible with a scant 20 percent coming from tangible assets.
 As weall have heard before, products can easily be copied, a technological edge can
 prove fleeting, and more facilities can be built, but the quality of an organization’s
 talent, its passion and commitment, is nearly impossible to replicate. Engagement is
 the fuel that drives the value of intangible assets
 1.3.2. Retention and the war for talent.
 The landmark 1998 McKinsey study, The War for Talent, was among the first
 to talk about the potential for workforce shortages due to the aging population. The
 study’s authors called upon organizations to take more seriously their efforts to attract
 and retain talent, to assure that they would be able to survive and thrive in the future.
 In the late 1990s and early 2000s, the slump in the global economy quickly took the
 spotlight off of the anticipated talent shortage. And some predict that a portion of
 today’s aging workers will delay their retirements out of necessity, attenuating the
 expected talent shortage. Since 2003 the picture is once again changing, albeit not as
 quickly as expected. For example, the Society for Human Resources Management
 reported that 48 percent of the employees it polled are actively seeking new jobs.
 Additionally, the workforce is getting older, with many of the baby boomers hitting
 60 in 2006 and ready to retire. Over and above the workforce cost of increased
 retirements, companies are beginning to take heed of the enormous financial costs of
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turnover and increasingly viewing employee engagement as an imperative for keeping
 their key employees— and attracting new ones—as the war for talent heats up once
 again.
 1.3.3. Popular appeal.
 Remember the reengineering wave? Even those who used it as more than just
 a guise for massive layoffs found it painful. Six Sigma implementations are
 invaluable to business performance, but most companies are finding them too
 complex to implement well. Engagement is a different matter altogether. While it still
 takes patience to implement, engagement gets to the “hard stuff” by focusing on the
 “softer stuff.” As one manager said:“It’s about appealing to the head and the heart.”
 Engagement is about creating passion, it’s about focusing on what people do well, and
 it’s about development and recognition. Some have called employee engagement a
 form of positive psychology which, on the whole, is an easy pill for organizations and
 their employees to swallow.
 1.3.4. Overwhelming impact.
 The human resources function has been under pressure for decades to prove
 that it makes a difference. While CEOs may espouse the importance of
 their workforces in their annual reports, when times get tough, HR is among the first
 to get the budget axe. Why? A lack of convincing evidence on the value of HR
 initiatives. HR professionals are scrambling, according to a recent Conference Board
 report, to prove that their activities and investments are both efficient and positively
 influential to business strategy. The positive relationship between engagement and
 performance (documented in hundreds of studies, with the evidence mounting every
 day) provides a way for HR to prove its contribution. It’s a fact: The higher the level
 of engagement, the higher the performance of the business. The research is not
 inconclusive, not limited to one country or industry, and not contained to a few
 hundred people—it’s overwhelming.
 1.4 Benefits of Employee Engagement
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History records how Alexander was able to march on and conquer hitherto unknown
 lands due his valour and his motivated troops. However, the same history also records, how
 dissent amongst his troops towards the latter part of his career, cut short his ambitions of
 supremacy in Asia.
 Alexander started hiring more outsiders, laying off his tired troops and more
 significantly punishing open feedback by his men. His actions, at the latter part his conquest,
 were in stark contrast to his initial techniques which had been successful in fostering a sense
 of belonging among his men. This led to dissent and ultimately dealt a huge blow to
 Alexander’s aspirations.
 In today’s business context, let us look at the cost of a disengaged workforce to better
 understand the significance of employee engagement.
 1.4.1 Cost of Disengaged Workforce
 The findings of the Gallup Study of 2008 show that while the engaged employees
 believe they can contribute to company’s growth, the disengaged employee believes
 otherwise, i.e. his job does not contribute to the organization. This belief of the
 disengaged employee creates a negative spiral that affects his work, co-workers,
 customers, productivity, and eventually both happiness of employee and company
 performance. Some effects are illustrated below:
 Effect on Work - The disengaged employee tries to evade work, struggles to meet
 deadlines and is reluctant to accept additional responsibility.
 Effect on Co-Workers - The negativity of a disengaged employee, demonstrated
 either through raves and rants or complete withdrawal from participation, affects the
 team morale. After all who has not heard of the proverb - one bad apple can spoil the
 whole bunch.
 Effect on Customers - Every employee, whether an organization likes it or not,
 becomes its ambassador. And a disengaged employee either by actively de-selling the
 organization, or by complete apathy towards their work, product, process,
 organization help create disengaged customers.
 Effects on Productivity - Disengaged employees seldom push themselves to meet
 organizational goals let alone contribute to innovative practices at workplace. Since,
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they do not believe that their work contributes to the organization; they evade
 completing tasks thereby affecting team productivity.
 Effect on Company Performance - In the corporate world, time is money and
 organizations must innovate to stay relevant. A disengaged workforce by virtue of
 delayed completion of tasks and inability to improvise and innovate cost the company
 dollars which ultimately affects bottom line. This has been validated by a Gallup
 Study whose research showed that costs of disengaged workforce in the United States
 was upwards of $300bn annually.
 Effect on Personal Life of Employee - A disengaged employee is seldom able to
 shake off the lethargy and perform in the current organization or land a job of
 preference. This leads to pent up frustration which may ultimately affect his personal
 and family life.
 1.4.2 Benefits of an Engaged Workforce
 An engaged workforce form an emotional connect with the organization that helps
 them:
 Go the Extra Mile to Achieve Individual and Company Success
 Innovate at Workplace
 Attract customers and employees
 Become Evangelists of the company, its product and processes
 Infuse energy and positivity at workplace
 1.5 Process of Employee Engagement
 This is the hardcore fact that the future business performance and revenues and
 profitability of an organization no longer depends upon traditional capital management and
 investment and portfolio management. But the success of any organization in this constantly
 changing world of work depends upon human capital management. The companies who
 understood this fact long before are the most successful and highly productive organizations
 of the currents times. Those who have just realized it are still struggling to establish a
 reputation in the industry.
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Since the mantra of success of any organization is the higher involvement,
 engagement and dedication of employees towards their jobs and their continuous
 performance to attain more, it is necessary to keep their spirits high, motivate them to
 perform their best always and generate a breed of satisfied and dedicated employees.
 Employee Engagement is not a onetime process that can quickly bring results; rather it is an
 ending process that will go on till the existence of an organization .As it is an established fact
 that there is a clear link between organizational performance and employee engagement,
 every organization seeking sustenance and growth in the ever changing world of work
 quickly respond to the needs of employees along with designing and implementing a
 customized process to increase the levels of employee engagement. The following are a few
 basic steps in this process based on the best industry practices.
 1.5.1 Prepare and Design: The first step in the process is about discovering the
 specific requirements of your organization and deciding the priorities. After that a
 customized design of carrying the whole process can be designed. It is
 recommended to seek advice of expert management consultant in order to increase
 the chances of getting it done right at the first attempt.
 1.5.2 Employee Engagement Survey : Design the questions of the employee
 engagement survey and deploy it with the help of an appropriate media. It can be
 either in printed form or set online depending upon the comfort level of the
 employees and your questionnaire evaluation process.
 1.5.3 Result Analysis: It is the most important step in the entire process. It is time when
 reports are to be analyzed to find out what exactly motivates employees to
 perform their best and what actually disengages them and finally compels them to
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leave the organization. The results and information can then be delivered through
 presentations.
 1.5.4 Action Planning: ‘How to turn the results of the survey in to an action’ is a
 challenging question that organizations need to deal with the utmost care.
 Coaching of line managers as well as HR professionals is very important in order
 to tell them how to take appropriate actions to engage employees. They should
 also be told about do’s and don’ts so that they can successfully implement the
 changes.
 1.5.5 Action Follow-up: Action follow up is necessary in order to find out if the action
 has been taken in the right direction or not and if it is producing the desired
 results.
 With this, communication and project management processes are the backbone of the
 entire employee engagement process. Communication involves plan follow-up, providing
 timely information and involvement of each level of organizational hierarchy. The project
 management process includes careful planning, watchful resource management, vigilant
 budget control and monitoring the actions.
 1.6 Elements of Engagement
 Some researchers conclude that personal impact, focused work, and interpersonal
 harmony comprise engagement. Each of these three components has sub-components that
 further define the meaning of engagement.
 1.6.1 Personal Impact:
 Employees feel more engaged when they are able to make a unique
 contribution, experience empowerment, and have opportunities for personal growth.
 Past research concurs that issues such as the ability to impact the work environment
 and making meaningful choices in the workplace are critical components of employee
 empowerment. Some research on retaining talent found that the perception of
 meaningful work is one of the most influential factors determining employees’
 willingness to stay with the organization.
 1.6.2 Focused Work:
 Employees feel more engaged when they have clear direction, performance
 accountability, and an efficient work environment. Aside from the personal drive and
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motivation to make a contribution, employees need to understand where to focus their
 efforts. Without a clear strategy and direction from senior leadership, employees will
 waste their time on the activities that do not make a difference for the organization’s
 success. Additionally, even when direction is in place, employees must receive
 feedback to ensure that they are on track and being held accountable for their
 progress. In particular, employees need to feel that low performance is not acceptable
 and that there are consequences for poor performance. Finally, employees want to
 work in an environment that is efficient in terms of its time, resources, and budget.
 Employees lose faith in the organization when they see excessive waste. For example,
 employees become frustrated when they are asked to operate without the necessary
 resources or waste time in unnecessary meetings.
 1.6.3 Interpersonal Harmony:
 Employees feel more engaged when they work in a safe and cooperative
 environment. By safety, we mean that employee trust one another and quickly resolve
 conflicts when they arise. Employees want to be able to rely on each other and focus
 their attention on the tasks that really matter. Conflict wastes time and energy and
 needs to be dealt with quickly. Some researchers also find that trust and interpersonal
 harmony is a fundamental underlying principle in the best organizations. Employees
 also need to cooperate to get the job done. Partnerships across departments and within
 the work group ensure that employees stay informed and get the support they need to
 do their jobs.
 1.7 Phases of Employee Engagement
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1.7.1 Attract : The first phase of the employee engagement cycle is attracting the best
 talent from the industry. This phase involves creating a positive impression about the
 work culture and employee career as a potential employer. It is all about carefully
 creating an authentic, genuine and crafted image as an employer. This is although an
 indirect yet the first impression that attracts a big pool of candidates to apply for the
 job vacancies in an organization. The first phase is the most important phase of the
 employee engagement cycle.
 Another aspect spreading the reputation of an organization is its employees.
 They are not only the employees but also are regarded as internal customers. Their job
 and career satisfaction speaks about their workplace. Therefore, they should not be
 taken for granted. Besides attracting the talent from the outside, it is important to keep
 the existing employees attracted towards the organization.
 1.7.2 Acquire : The acquire image involves more than one thing. It includes (1) the
 way the potential candidates are interacted while advertising a position; (2) keeping
 the promises that were made while hiring them and (3) providing the new joiners a
 right kind of work culture.
 When an organization advertises a position, interested candidates apply. The
 way their applications are created, the reaction of the organization and the manner in
 which they are approached speak a lot about the image and work culture of an
 organization.
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Hiring the best talent not only serves the purpose. During their honeymoon or
 initial period with the organization, the company must try to keep all the promises that
 were made during the selection process.
 Besides this, they should feel happy and satisfied when their expectations are
 tested against the reality. Providing the right kind of culture also plays an important
 role in keeping them engaged.
 The whole idea is to prepare them to perform their best by giving them
 challenging tasks right from the beginning. It’s like developing a habit or culture right
 from the time they decide to work with the organization.
 1.7.3 Advance : Continuous moving the talent is the last but an unending phase. It not
 only involves promoting the employees to a higher designation along with salary
 increments but also growing them in other tangible and intangible ways. Job rotation
 can help them grow in experience, responsibility and belongingness but only when it
 is done right. Advancing the employees in every aspect is it monetary or non-
 monetary, is the key to retain people and develop their overall personality.
 These above are the main phases of an employee engagement cycle where preparation
 is done much before an employee joins the organization. As mentioned earlier, it is not only
 about attracting, acquiring and retaining the best talent but also deals in advancing their
 experience and personality.
 1.8 Dimensions of Employee Engagement
 The only thing that makes highly productive organizations stand apart from rest of the
 companies is the quality of the employees and the level of their commitment towards their
 work. The vice versa, the trust that an organization shows in their employees and efforts that
 it makes to keep them focused, motivated and satisfied, also is one of the many variables that
 distinguish between highly reputed workplaces and those that are not up to the mark.
 Organizations cannot achieve their goals just by defining their mission statement nor
 can they foster a high performing work culture until they take substantial steps. They need
 people to get the jobs done and that too with excellence. For fulfilling all their goals,
 organizations require actively engaged employees.
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Employee engagement happens only in those organizations which treat their people as
 their biggest assets and take care of their basic necessities and other psychological needs.
 Workplaces that meet all these conditions of employee engagement grow much faster and
 sustain much longer that those who fail to meet them.
 There are different dimensions of employee engagement that make productive
 organizations stand apart from the rest and determine their destiny. Things like what
 employees get in exchange for the efforts they put to perform the delegated tasks, if
 employees are able to perform their best, if they are treated as an important asset or just a
 means to perform the job and how they can grow if they stick to their organization are of
 great importance.
 Actually these are emotional elements revealing the basic employee needs. They
 would like to contribute only when their efforts are recognized and awarded. Not only this,
 all they can also drive them to be more efficient while delivering their jobs.
 1.8.1 What Do I Get: Employee engagement to an extent depends upon what people
 get in exchange for performing the job. This includes basic compensation, benefits,
 organizational culture and working environment. These are basic elements that
 motivate them to join the organization and perform the given task with complete
 dedication.
 1.8.2 What Do I Give: As it is a two way process, setting clear expectations plays an
 important role. This helps employees to understand what exactly they are expected to
 give the organization. This includes defining their job responsibilities that they need
 to fulfill and tasks that they need to perform. The human resource team and
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immediate supervisors or managers need to tell them clearly what they are expected to
 do. It creates more meaningful relationships among seniors and subordinates and
 workgroups.
 1.8.3 Do I Belong to the Organization: Social association is the most basic
 requirement for anyone. Even employees would like to stay with the organization that
 treats them as their integral part and not just the means to get the job done. ‘My
 opinions Count’ gives them satisfaction and motivates them to put their best to meet
 organizational goals.
 1.8.4 How Can I Grow: Continuous growth including promotions, salary hikes and
 rewards and recognition are most essential tools to retain employees in the
 organization. New challenges and opportunities to learn keep them motivated towards
 their work life and encourage them to give their best even during crisis.
 1.9 Characteristics of Engaged Employee
 The level of employee engagement can be measured by the willingness and ability of
 employees to contribute to the success of their organization. It is their discretionary effort
 which is an essential element for the good health and well being of a company.
 A highly engaged workforce shows the high level of engagement in their work and is
 always keen to take up new challenges in order to bring a positive change or establish a
 highly conducive work environment. Various studies have shown that higher level of
 employee engagement is directly linked to high satisfaction among them, productivity and
 profitability of organization and satisfied and loyal customers.
 The model below illustrates a few characteristics of an engaged workforce that play
 an essential role in the success of any organization.

Page 21
                        

1.9.1 Mutual Trust: Trust is the base of any organization. Letting people do their
 work without telling them how to perform it is one of the best ways to engage staff.
 Employees welcome each other’s opinions and find out a wide variety of ways to
 accomplish a particular task. A highly engaged workforce doesn’t need directions at
 each step. They can perform their jobs with mutual help and trust.
 1.9.2 Job and Career Satisfaction: Job satisfaction is one of the main characteristics
 of an engaged workforce. The individual who is satisfied with their career and the
 way their career graph is raising prefers to stick to the organization for a very long
 period of time. Switching the organizations frequently is not a characteristic of
 satisfied employee.
 1.9.3 Credible Leadership: As mentioned earlier, an engaged workforce doesn’t
 need directions for performing a specific job from time to time. Employees know how
 to do it in the best possible manner. They not only exhibit credible leadership qualities
 in routine tasks but also come up with innovative ways to deal with crisis or
 emergencies.
 1.9.4 Focused and Keen to Take up Challenges: An engaged workforce is entirely
 focused and knows what to do and when. They are always keen to take up new
 challenges in order to solve the existing problems in the organization as well as
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acquire new skills. Not only this, they are always keen to learn new things and
 widening their horizon.
 1.9.5 Better Performance: Employee engagement is directly related to better
 performance. Employee performance is the only way to measure the engagement,
 involvement and dedication of employees towards their jobs. If all these factors
 cannot be interlinked, there is no meaning of anything. It can be said that the
 workforce is not engaged or actively disengaged.
 1.9.6 Problem Solving Attitude: Engaged workforce not only delivers its job
 responsibilities but also keeps a problem solving attitude always. A highly engaged
 employee displays a sense of belongingness towards the organization and makes
 every effort to solve the problems that pose a hindrance in the organization’s way of
 success.
 1.10 Assessing Engagement
 Over the past few years, The Gallup Organization has been conducting exhaustive
 studies of employee engagement to try and answer these fundamental questions. One of a
 handful of engagement evangelists, Gallup has promoted the value of measuring employee
 engagement through a series of books, seminars and programs; it has also taken the lead in
 identifying and managing the factors that impact engagement levels. In order to rate the
 engagement of a workforce, first Gallup assesses employees to determine whether they are
 engaged, not engaged or actively disengaged.
 1.10.1 Engaged employees:
 Engaged employees are the stars in a company. Passionate about what they do,
 they feel a strong connection to their company and perform at high levels every day
 while looking for ways to improve themselves and the company as a whole. 
 1.10.2 Not engaged employees:
 According to Gallup, these are the company zombies who show up every day
 and put in just enough effort to meet the basic requirements of their jobs.
 Without passion or innovation, these employees neither commit to the company’s
 direction, nor do they work against it.
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1.10.3 Actively disengaged employees:
 These are those who present a big problem for businesses. Negative by nature,
 these people are unhappy in their work and they compound their lack of productivity
 by sharing this unhappiness with those around them. They are the proverbial bad
 apples who revel in their discontent while undermining the accomplishments of
 others; as a result, not only do they achieve little themselves, they also prevent others
 from being productive too.
 1.11 Historical Background of Employee Engagement
 Over the past decade, the way in which people are managed and developed at work
 has come to be recognized as one of the primary factors in achieving improvement in
 organizational performance. This is reflected by popular idioms such as “people are our most
 important assets”.
 Back in the good old days of corporate world, things were pretty simple. Companies
 put people on career tracks straight out of college; they gave employees a job for life and
 waved them goodbye with a gold watch at retirement. The promise of the stable life as a
 company employee kept both morale and productivity high.
 Then things changed. Competition increased, margins shrank and shareholders got
 more demanding. Suddenly, company staff were finding the very job security they’d counted
 on was disappearing, and at speed. This upheaval meant companies had to find new ways to
 motivate their employees in order to make them more productive since, without stability,
 employees were looking for something else from their employers. And thus, Engagement
 was born.
 In itself, engagement isn’t really a new idea; owners and managers have been talking
 about engagement, in one form or another, for centuries… they just used different words to
 express it. In former times, engagement focused more on productivity and achieving results
 through threat of punishment or by means of reward. But common sense - and good
 communication -eventually won out and, today, organizations everywhere are spending
 serious money on all forms of employee engagement. Boiled down, it simply means
 ‘developing a happy and loyal workforce’. Enlightened managers now realize that any
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company as a whole will benefit when its employees know what’s going on and they feel part
 of the team. The tricky part is in defining what makes a workforce happy, and in
 understanding how this good will translates into company success.
 From the extant literature review, it is acknowledged that successful organizations
 share a fundamental philosophy of valuing and investing in their employees. In fact many
 research studies have described human resource management as a means of achieving
 competitive advantage. Consistent with this it is an equally important issue for the
 organization to retain their critical (core) employees. Most organization today continues to
 struggle with retention because they are relying on salary increases and bonuses to prevent
 turnover. Essentially more organizations are now realizing that retention is a strategic issue
 and continues to be a competitive advantage.
 The term “engagement” stems from the work of Kahn (1990) who distinguished
 between being engaged and disengaged at work. Putting the humanistic factors together,
 Beer, Specter, Lawrence, Quinn-Mills and Walton (1984) created the ‘Harvard Business
 School’ model of HRM which focused on people in an organization to be the key resource. In
 light of such critical emphasis being placed on human capital, Paula Ketter has aptly noted,
 “Engagement is all about creating a culture where people do not feel misused, overused,
 underused or abused.”
 At a very basic level, employee engagement draws from the tenets of the ‘Hierarchy
 of  Needs’ as conceptualized by Maslow, the highest stage of which is self-actualization;
 the pinnacle of an individual’s fulfilment of talent and potential. This theory of ‘higher
 order needs’ was largely overlooked in the heydays of scientific ‘assembly line’
 manufacturing.
 1.12 Employee Engagement in India
 The recent Work Asia research study by Watson Wyatt Worldwide indicates that
 India has the highest percentage of highly engaged workers at 78% in Asia as compared to
 Japan, which has the lowest employee engagement level at 39%.
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Head to head with China, the engagement level of the Indian worker is 20% more
 than his Chinese counterpart. These are all encouraging signs - but the challenges and the
 opportunities ahead are manifold. The imminent US slowdown, shrinking of talent pool,
 slowdown in hiring, larger employee expectations are all challenges for internal
 communicators to cope with. The Gallup Organization describes employee engagement as the
 "The involvement with and enthusiasm for work".
 The challenges faced by organizations in India are around attrition, communication,
 career development and engagement while trying to keep pace with the explosive growth.
 Outsourcing outfits have the highest attrition rates losing staff at a rate of between 100% and
 200% a year. It is widely believed that organizations spend an average of 36% of
 their revenues on their employees but do not have a tangible way to measure its impact.
 A Mercer study – ‘What’s Working’ – a series of national research on worker
 insights, highlights factors that make a difference to employee engagement. The survey’s 125
 questions elicit views in the areas defined by Mercer’s Human Capital Strategy Model and
 cover training and development, work environment, leadership, performance management,
 work/life balance, communication, compensation, benefits, and engagement.
 The India study throws up some fascinating directions for HR and internal
 communication professionals. Employee engagement is no more just about the employee’s
 intent to leave. The employee’s commitment to the organization and motivation to contribute
 to the organization’s success plays a significant role. The top three drivers in India are trust in
 senior management, how the organization is perceived for customer service and fair pay.
 Surprisingly, from an Indian context, the least valued factors in the continuum were benefits,
 compensation and performance management.
 In India, having a long-term career is considered positive and stable. Frequent job
 changes are viewed negatively and therefore the high scores around the commitment count
 are in line with the mindset.
 Internal communication and HR professionals need to take note of the employee’s
 need for giving feedback and to observe action taken from this. Employees seem to be getting
 very little information on the organization’s vision and future plans, a cause of concern.
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Other areas for action include the organization’s reputation in the market – congruent to
 other research in this space which believes that organization’s which are socially responsible
 are considered better places to work. In the talent management bracket, managers fare poorly
 for their involvement, understanding and support as well as for merit based appraisals.
 In India, with a large number of global players entering the market, the talent pool has
 now a plethora of choices and even these multinationals are finding it tough to retain staff.
 The Canadian HR Reporter writes that employees want to know where their careers are
 heading and that is a critical component of the talent retention strategy organizations need to
 focus on. Softer styles of leadership have a better impact in India and China leaving
 organizations to develop or seek leaders who can fill this need.
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REVIEW OF LITERATURE
 The purpose of the literature review is to examine key concepts and
 related research relevant to employee engagement. The following topics
 are identified as important: defining employee engagement and its
 importance.
 Employee Engagement
 Introduction
 Defining employee engagement may not simple. “Executives are
 beginning to realize that employee engagement doesn’t mean the same
 thing to everyone in every company” (Gibbons, 2007, p. 1). When John
 Gibbons began to work with numerous Enhancing Employee Engagement
 employers in an effort to define employee engagement, he discovered
 that every representative at the table had a different view and concept of
 employee engagement. Ideas ranged from identifying human needs, to
 liking their direct line supervisor, to having a best friend at work. There
 are, indeed, differing views on the definition of employee engagement. In
 this section, I look at some of the confusion surrounding the definition
 along with some key perspectives regarding a common understanding of
 what employee engagement is.
 Increased interest in employee engagement resulted in numerous
 consultants creating employee opinion surveys that represent the specific
 consulting firm’s perspective and approach to employee engagement.
 These differing views created substantial confusion or, as Gibbons (2007)
 said, “Leaders on employee engagement represent backgrounds in all of
 these approaches and, therefore, their contributions have led to an
 unfortunate outcome known as ‘conceptual bleed’” (p. 2). A conceptual
 bleed is understood as competing definitions that create significant
 confusion. In this situation, the significant confusion is around just what
 employee engagement means.
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Despite the conceptual bleeds created by individual consulting firm
 perspectives, when Gibbons (2006) worked with authors, researchers, and
 opinion leaders, they were able to build a common understanding of what
 employee engagement is. “Employee engagement is a heightened
 emotional and intellectual connection that an employee has for his or her
 organization, manager, or co-workers that, in turn, influences him/her to
 apply additional discretionary effort to his/her work” (Gibbons, 2006, p. 5).
 Employees who have a heightened connection to their organization,
 supervisor, and co-workers, and who make additional effort in their work
 are considered engaged.
 There is some confusion around the definition of employee
 engagement due to the number of consulting firms working in this area.
 However, researchers and opinion leaders provide us with a basic
 definition of employee engagement that is: the increased emotional and
 intellectual connection that an employee has to their employer,
 supervisor, and co-workers those results in an increased output of effort
 (Gibbons, 2006).
 The Importance of Employee Engagement
 The human resource profession in Canada has considered employee
 engagement one of the key focus areas over the past few years. “For the
 first time in the history of management, it is the human mind that is the
 primary creator of value. The quality of people and their engagement will
 be critical factors in corporate vitality and survival” (Ulrich, 2004, p. 1).
 This statement reflects the recent focus by human resource professionals
 and management on employee engagement and its connection to
 sustainability and profitability.
 This new focus on employee engagement is driven by a labour
 shortage, which resulted in the need to attract and retain employees while
 continuing to improve performance and profitability. “Hiring top talent is
 one thing; keeping talent and getting its full engagement is another thing.
 Talent is mobile, and fully 58% of Canadian employees in Canada are
 open to move to other organizations” (Ulrich, 2004, p. 2). Employers able
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to engage employees are more likely to retain those same employees,
 while simultaneously increasing output. “Organizations must capture a
 bigger portion of the employee mindshare” (Ulrich, 2004, p. 2). The term
 mindshare describes the extent to which the employee is engaged and
 provides output. It is this output and performance that will become
 increasingly important as the labour shortage continues.
 Some human resource specialists consider employee
 disengagement a significant contributor to poor corporate performance
 and profitability. “Lack of engagement is endemic and is causing large
 and small organizations all over the world to incur excess costs, under-
 perform on critical tasks, and create widespread customer dissatisfaction”
 (Rampersad, 2008, p. 1). Extra costs and underperformance as a result of
 poor employee engagement negatively affects organizations and, over the
 long term, decreases profitability and as a result sustainability.
 The Gallup Management Journal survey conducted in 2005 (as cited in
 Rampersad, 2008) found “of all U.S. workers 18 or older, about 19.2
 million or roughly 14% are actively disengaged. Gallup estimates that the
 lower productivity of disengaged workers cost the U.S. economy about
 $300 billion” (p. 12). This information is important, because it connects
 the disengagement of workers with low productivity and relates low
 productivity to negative economic implications. In turn, it is the
 productivity of the individual that affects the productivity of the
 organization and the overall financial
 Performance and sustainability of the organization.
 Previous Studies of Employee Engagement
 The most comprehensive study to date of employee engagement has come from The
 Gallup Organization’s research using the Q12 instrument. For more than 50 years, the Gallup
 poll has been questioning customers and employees on a variety of workplace topics. Their
 surveys attempt to find out more than simply how satisfied persons are with their jobs. It
 addresses the extent to which employees needs are being met and examines the emotional ties
 they have to their employment.
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According to Coffman and Gonzalez-Molina (2002), results of this Gallup research
 have shown that business units in which employees score in the top half on employee
 engagement have, on average, a 56% higher success rate with customer loyalty, a 44% higher
 success rate on staff turnover, a 50% higher success rate on productivity outcomes, and a
 33% higher success rate on profitability outcomes. One key component of the Gallup Q12
 instrument is that it includes items that Gallup researchers have found to be under the
 influence of the manager. This allows for practicality of change based upon the survey
 results. Over a period of time, Gallup consultants have educated managers and have partnered
 with companies to implement change strategies. Between the first and second year of
 implementing changes those companies have, on average, scored one-half standard deviation
 higher on employee engagement and sometimes as much as a full standard deviation or more
 of growth after three years. Current evidence from the Gallup 12 studies has demonstrated
 that, to some extent, employee engagement is influenced by the manager, is changeable, and
 can vary widely from one workplace to another (Coffman & Gonzalez-Molina, 2002).
 Kahn’s research sought to identify the psychological conditions necessary to explain
 moments of personal engagement and personal disengagement among individuals across
 different situations at work (Kahn, 1990). His work used the methods of observation and
 interviewing to conduct a qualitative study of personal engagement among 16 camp
 counsellors and 16 architectural firm members. Kahn found that people draw upon
 themselves to varying degrees while performing work tasks and they can commit themselves
 physically, cognitively, and emotionally in the various roles they perform. Or, they may
 choose to withdraw and disengage from their work roles and work tasks. Results of Kahn’s
 study suggest that there are three psychological conditions that shape how people perform
 their roles -- meaningfulness, safety, and availability.
 Kahn’s identification of the three psychological conditions now serves as a
 framework for the study of employee engagement. Specifically, Kahn (1990)
 describes the state of meaningfulness as one in which workers feel worthwhile, useful,
 and valuable, and that they are making a difference and are appreciated for the work
 they do. Safety is described as an environment in which people feel an ability to act as
 what would be normal for the individual without fear of negative consequences.
 Safety is found in situations in which workers trust that they will not suffer because of
 their engagement to their work and where they perceive the climate to be one of
 openness and supportiveness.
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Availability is defined by Kahn (1990) as the sense of having the personal physical,
 emotional, and psychological means with which to engage with their job tasks at any
 particular moment. This model acknowledges that personal coping mechanisms and
 factors in life outside the job can impact a workers engagement to the job. Kahn’s
 (1990) work also concluded that people have dimensions of themselves that they
 prefer to use and express in the course of role performance. If they can match their
 preferred actions with the psychological conditions existent in their work environment
 and work roles, then they will engage with the job (Kahn, 1990).
 May, Gilson, and Harter (2004) conducted a field study in a large Midwestern
 insurance agency. Using a survey format they explored why some individuals fully engage in
 their work while others become alienated or completely disengaged. Results of this study
 confirmed that engagement differs from simple job satisfaction. They agreed that engagement
 actually entails the active use of emotions and behaviours in addition to cognitions. Overall,
 study results supported Kahn’s earlier work in that psychological meaningfulness and safety
 were positively linked to employee investment in work roles. Additionally, job enrichment
 and role fit were positively related to psychological meaningfulness. Having a supportive
 supervisor and good relations with co-workers were related to feelings of psychological
 safety on the job.
 Harter, Schmidt, and Hayes (2002) completed a meta-analysis of prior studies on
 employee engagement that were conducted by the Gallup Organization. The researchers
 examined the relationship between employee satisfaction-engagement, and the business-unit
 outcomes of customer satisfaction, productivity, profit, employee turnover, and accidents.
 Harter et al. (2002) noted that one of the defining elements of employee engagement is the
 actionable quality of the measured concepts. In other words, employee engagement is related
 to meaningful business outcomes and many of the core issues of engagement are ones over
 which managers can have substantial influence. High levels of satisfaction and employee
 engagement were positively correlated with customer satisfaction, profitability, productivity,
 and safety outcomes. On average, business units that had employee scores in the top quartile
 range on the engagement scale had a one to four percent higher profitability. Additionally,
 businesses who scored in the top quartile on engagement boasted lower turnover percentage
 rates (Harter et al., 2002).
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In a 2006 cross national study, Schaufeli, Bakker, and Salanova (2006) surveyed
 14,521 employees in various occupations, using a self-report questionnaire that measured
 work engagement. The researchers found that engagement is not only the opposite of burnout
 but that it has its own characteristics, which were labelled vigour, dedication, and absorption.
 The researchers concluded that engagement is similar to burnout in that it is a stable, non-
 transient state that increases slightly with age. Additionally, blue collar workers were less
 engaged than managers, educators, and police officers. Engagement did not seem to differ
 systematically between genders (Schaufeli et al., 2006).
 Saks (2006) surveyed 102 employees in a variety of industries and in one study tested
 a model of antecedents and consequences of job and organizational engagement. Saks (2006)
 differentiated job engagement from organization engagement and concluded that
 organizational engagement is a person’s attitude and attachment to his/her company, whereas
 employee engagement is the degree to which an employee is actually absorbed in the
 performance of his/her own individual job role. Saks drew from Kahn’s earlier work and
 from the burnout literature to pose a model of employee engagement in which the antecedents
 of engagement are identified as (a) job characteristics, (b) perceived organization support, (c)
 perceived supervisor support, (d) rewards and recognition, (e) procedural justice, and (f)
 distributive justice. In this same model, the consequences of employee engagement are
 identified as job satisfaction, organizational commitment, intention to stay on the job, and
 organizational citizenship behaviour (Saks, 2006). Results of the survey showed that the
 psychological conditions leading to organization and job engagement, as well as the
 consequences of each, are different. The study results also showed that perceived
 organization support predicted job and organization engagement; by comparison, particular
 job characteristics predicted individual job engagement. The researchers concluded that
 procedural justice predicted organization engagement and that job and organization
 engagement are both related to employee attitudes, intentions, and behaviours. In particular,
 job and organization engagement predict job satisfaction, commitment to the organization,
 and intention to quit. Overall, the results of the study suggest that workers who perceived
 higher organizational support were more likely to reciprocate with greater levels of
 engagement to their individual job roles (Saks, 2006).
 Wheatley (2006) connected creativity, innovation, and engagement
 to what interests and brings meaning to people. Wheatley believed that
 by watching how people spend their time and listening to what they talk
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about, we can begin to understand what’s important to them. Foremost
 among life’s teachings is the recognition that human creativity and
 commitment are our greatest resource. As soon as people become
 interested in an issue, their creativity is engaged. If we want people to be
 innovative, leaders must engage them in meaningful issues. The simplest
 way to discover what’s meaningful is to notice what people talk about and
 where they spend their energy (Wheatley, 2007). Wheatley said engaging
 individuals in issues important to them builds engagement. This provides
 us with some insight into the nexus between providing meaningful work
 and opportunities to invoke engagement.
 Wheatley (2006) said in the employer–employee relationship it is
 important for employees to be able to co-create their work. “It’s the fact
 that people need to be creatively involved in how their work gets done.
 We’re seeing people exercising their inalienable freedom to create for
 themselves” (Wheatley, 2006, p. 87). Wheatley believed people support
 what they create, and stated meaningful work is directly connected to
 those who create and perform it. Engaged employees find their work
 meaningful, and the work is meaningful because they, in part, have
 created it. The elements of meaningful work as outlined by Bolman and
 Deal (2003) and Wheatley (2006) included the ability to have autonomy,
 and to have intrinsic rewards to co-create one’s work, to influence the
 structure and design of one’s work. Meaningful work occurs with provision
 of these elements. More importantly, meaningful work can result in
 employee engagement.
 Bakker, Hakanen, Demerouti, and Xanthopoulou (2007) surveyed 805 Finnish
 teachers to investigate the role of available job resources in mitigating the negative effects of
 disruptive student behaviour upon a teacher’s engagement with his or her job. The
 researchers discovered that, while disruptive student behaviour was negatively related to a
 teacher’s job engagement, job resources such as supervisor support, innovativeness,
 appreciation, and organizational climate were important factors that helped teachers cope
 with demanding and disruptive students. In other words, even when faced with difficult
 students, the availability of job resources could lessen the negative effects. In fact, job
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resources were discovered to be the strongest predictor of all the work engagement
 dimensions studied (Bakker et al., 2007). One of the most innovative contributions this study
 makes to the literature is the discovery that job resources are particularly important to
 workers in highly stressful working conditions. Conversely, job resources could be less
 important to employees who are not experiencing a significant amount of stress (Bakker, et
 al., 2007).
 Some more studies on Employment Engagement
 Race and Employee Engagement
 Jones and Harter (2005) explored the relation between race,
 employee engagement, and intention to turnover. Using a sample of 2014
 employees, Gallup researchers asked two questions (i.e., “What is your
 race?” and “What is the race of your current manager or supervisor?”)
 along with the standard twelve items on the GWA. The intent of the
 research was to examine engagement and intention to turnover
 differences among employee-manager dyads of different races. Results
 indicated that employees who reported higher levels of engagement and
 were in cross-race dyads had a higher shortterm intention to remain (r
 = .21) than do respondents from same-race dyads. While race and
 engagement levels were not reported in the results, implications
 suggested that one’s race could be an influential factor in engagement
 levels when working with supervisors of a different race. No other studies
 examining this link were found.
 Age and Employee Engagement
 In one study on age and employee engagement, age was explored
 as social identity variable (Avery, McKay, & Wilson, 2007). Avery et al.
 (2007) examined the relation between age, organizational tenure,
 perceived co-worker age, and satisfaction with older (> 55) and younger
 (< 40) co-workers in the United Kingdom. Using a sample of 901
 employees, findings indicated that engagement was negatively correlated
 to organizational tenure (r = -.11), positional tenure (r = -.17), and age (r
 = -.12). In contrast, employee engagement had a positive relation with job
 satisfaction of younger co-workers (r = .29) and gender dissimilarity (r
 = .08). The results suggested that workers who reported greater
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satisfaction with their co-workers tended to be more engaged. Moreover,
 employees who have been with an organization longer and/or in the same
 position reported lower levels of engagement (i.e., r = -.17) and were
 thought to be more likely to turnover. These findings are supported by
 James, Swanberg, & McKechnie (2007) who also reported that older
 workers (> 55) were more engaged when they worked with a supportive
 supervisor in a supportive psychological climate.
 Gender and Employee Engagement
 In an examination of gender and employee engagement, Avery et
 al. (2007) reported that women were more engaged (r = .19) than their
 male co-workers. However, research by Yildirim (2008) who studied
 Turkish counselors, reported that levels of engagement did not differ
 significantly between males and females. While results vary, some
 researchers (Schaufeli, Bakker, & Salanova, 2006; Sprang, Clark, & Whitt-
 Woosley, 2007) have suggested that females are at higher risk of
 developing stress due to competing work and home responsibilities and
 therefore, report higher levels of burnout and consequently may report
 lower levels of engagement. The literature on gender and employee
 engagement remains inconclusive.
 Workplace Location and Employee Engagement
 Researchers have explored the relation between employee
 engagement levels and workplace location. Some researchers have
 suggested that engagement levels tend to be lower for employees
 working in rural areas (Sprang, Clark, & Whitt-Woosley, 2007).
 Personality Variables and Employee Engagement
 In their conceptual model, Macey and Schneider (2008) suggested
 that a proactive personality, auto telic personality, conscientiousness, and
 trait positive affect led to the development of employee engagement. It
 has been hypothesized that a person’s personality traits could be a
 determinant of their ability to be engaged. This framework was based in
 Maslach et al’s (2001) belief that an employee’s perception of their work
 environment would lead to organizational outcomes Some researchers
 (Macey & Schneider, 2008; Maslach et al., 2001) believe that employees
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are predisposed to certain outlooks on life and that such outlooks are a
 part of a person’s frame of reference (Maslach et al., 2001). In 2007,
 Shraga (2007) suggested a significant relationship between vigor (i.e.
 engagement; Maslach et al., 2001) and the openness and extroversion
 factors of the Big Five personality variables (Neuroticism, Extroversion,
 Openness, Agreeableness, and Conscientiousness). Additionally, Shraga
 and Shirom (2007) reported that openness predicted engagement and
 that extroversion predicted levels of engagement at different points in
 time.
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