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Abstract: Library and Information Centers are incesingly recognizing the value of employee engagemerncompassing
volunteerism and employee giving — in bringing béite to society and meeting the objectives of thigamizations. Libraries
put more emphasis on the employee engagement asgfecdbmmunity involvement; they can realize everosiger results. A
successful employee engagement strategy helps er@attommunity at the workplace and not just a warkde. When
employees are effectively and positively engagetl thieir organization, they form an emotional conotion with the company.
This affects their attitude towards their colleagsieand the company's clients and improves customatisgaction and
organizational welfare. The paper focuses on howSLemployee engagement is an antecedent of job iremknt and what
should a company do to make the employees engagkid. paper also highlights on the various method®t can be practiced
in organizations for engaging the employees in pumtive work and creating an atmosphere of coopeoatiand trust between
them. The paper attempts to do an analysis of emgpengagement strategies adopted by the orgaoizain the basis of the
widely accepted Ten Cs Model of Employee Engagement

Keywords:- LIS Professionals’ engagement, Customer satisfanti@mployee engagement, job involvement, organcrai
welfare, ten Cs model

l. INTRODUCTION

Library and Information Centers are increasinglgognizing the value of employee engagement in pte€ezntury of
information explosion.Professionals’ or Employegagement is a psychological state in which empleyeel a vested interest
in the company's success and are both willing amdivated to perform to levels that exceed the dtgtd requirements.
Engagement fosters and drives discretionary behagficiting employees‘highest productivity, théest ideas and their genuine
commitment to the success of the organization. Byga engagement is the extent to which employetpé&ssionate about their
jobs, are committed to the organization, and psctrétionary effort Into defined asthe extent to which employees enjoy and
believe in what they do, feel valued for it and atling to spend their discretionary effort to neathe organization successful.
(HCI 2009). Employee engagement levels are measimredarious ways—from very informatasking around to formal
employee surveys; no matter how it is measuredigbelts are quite compelling.

Il ELEMENTS OF EMPLOYEE ENGAGEMENT

= Individual value: doing interesting work, learniramd growing.
= Focused work: clear direction, efficient wgnocesses, defined Performance standards.
= Interpersonal support: high levels of trust, coatien, and support.

EVOLUTION OF EMPLOYEE ENGAGEMENT

1960 1980 2000 Time
Satisfaction Morale Motivation Commitment Engagement
Enjoys the job Strives to achieve personal godls yalto organization, optimistic for | Proactively seeks opportunities
the future to serve the mission of the

organization

Is not dissatisfied with Contributes energetically Collaborates to achievetgaals Willing to go the “extra mile”

terms and Conditions

Not necessarily a team Values achieving personal goals| Has a sense of belonging to Is willing to withhold criticism

player more than team/ Organization and/or be constructively critical
for the good of the organization
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M. OBJECTIVES

= Understand the importance of employee engagemehétorganization.

= Implement an effective employee engagement process.

= Measuring the effect of employee engagement imthanization.

= To outline the role of supervisor and entrepreme@mployee engagement.

V. WHY |SEMPLOYEE ENGAGEMENT |IMPORTANT ?

Numerous studies show a strong correlation betweeels of employee engagement and several busipegsermance
indicators including:
= Profitability
= Earnings per share (EPS)
= Operating income
= Net income
= Profit margins
= Customer satisfaction

= Sales
V. EMPLOYEE ENGAGEMENT PROCESS
TYPES OFENGAGEMENT DRIVERS OF ENGAGEMENT
Loyalty: Previous good, supportive relationships between = Recognition.
employer and employee. = Career Development.
Economic: Costs and benefits of remaining compared to = Direct Supervisor / Manager Leadership Abilities.
leaving current employer Social: = Strategy and Mission.
= Psychological flow = Job Content.
= Strong psychological contract = Senior Management's Relationship with Employees.
= Commitment = Open and Effective Communication.
= Trust = Co-worker Satisfaction/Cooperation.
= feeling at one with the world = Availability of Resources to Perform the Job
= Focused Effectively.
= Satisfied = Organizational Culture and Shared Core Values.
* Happy
8 Engagement 2 Key Outcomes
— gag — y
« Campuses, colleges, o individual * Great work environment
units & departments LR EJH S GIE and effective culture
build trust and create a enthusiastic, -
sense of collective passionate, and * DiscreHonany etiont
purpose committed to ;geo;ggdc}zbouefand—
= Consislently effective their work and
leaders and managers the University + Performance and
innovation
» Challenging work that )
provides a feeling of * Recruitment and
mastery retention of top talent
N J . J
VI. 10Cs OFEMPLOYEE ENGAGEMENT
CONNECT:

Managers should connect with employees. If relatigm with their managers is fractured, then no amaod perks will persuade
employees to perform at top levels. Employee engage is a direct reflection of how employees fdabwt their relationship
with the boss.

CAREER:

Leaders should provide challenging and meaningfrkwvith opportunities for career advancement. @izitions must provide

job rotation for their top talent and assign stiegwals. Are people accountable for progress? éle pnriched in duties and
responsibilities? Good leaders challenge employeeaisat the same time, they instill the confidetizat the challenges can be
met.
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CLARITY :

Leaders must communicate a clear vision. People twamderstand the vision that senior leadershgpfbr the organization, and
the goals that leaders or departmental heads havéhé division, unit, or team. Success in life ardanizations depends
critically on how clear individuals are about thg@rals and what they really want to achieve.

CONVEY:

Leaders must clarify their expectations about eyeds and provide feedback on their functioninghi@ brganization. Good
leaders establish processes and procedures thmipheple master important tasks and facilitate geaievement. They also
provide feedback.

CONGRATULATE :
Employees often receive immediate feedback whein peeformance is poor, or below expectations. pguatise and recognition
for strong performance is much less common.

CONTRIBUTE :

People want to know that their input matters arat they are contributing to the organization‘s &sscin a meaningful way.
Employees‘understanding of the connection betwhein tvork and the strategic objectives of the comyplaas a positive impact
on job performance. Good leaders‘'help people sddemi how they are contributing to the organizaicsuccess and future.

CONTROL :

Employees value control over the flow and pacehefrtjobs. Leaders can create opportunities forleyeges to exercise this
control. Leaders must consult with their employeéh regard to their needs. Key questions are:dzalérs involve employees in
decision-making, particularly when employees wdl directly affected by the decision? Do employesgeha say in setting goals
or milestones that are deemed important? Are emsplowble to voice their ideas?

COLLABORATE :

Studies show that, when employees work in teamshawe the trust and cooperation of their team mesnlibey outperform
individuals and teams which lack good relationsh@peat leaders are team builders. They createdrament that fosters trust
and collaboration.

CREDIBILITY :
Leaders should strive to maintain a company‘s @i and demonstrate high ethical standards. Bemght to be proud of their
jobs, their performance, and their organizatioratTit not possible in an unethical organization.

CONFIDENCE:
Good leaders help create confidence in a comparmelmg role models for high ethical and performasteemdards.

VII. FROM SATISFACTION TO ENGAGEMENT : MERCER’S M ODEL

ADVOCATE COMMITTED

They freely contribute discretionary effort a wiliness to ga
the extra distance in executing projects and ttegjular duties
They see a mutuality of interest between his orvadues and
aspirations and those of the organization.

Committed employees have thoroughly internalize=l \thlues
and behaviors represented by the earlier stagesthef
engagement model, but have also forged a strongjifidation

with the organization.

Motivated

In addition to sharing some of the attributes ofisfiad
employees, motivated workers contribute energdyicaid are

highly focused individual contributors to the orgaation.

SATISFIED

Satisfied employees perform their jobs and aresfeadi with
the terms and conditions of employment. Howevesy ttend
not to go above and beyond in their efforts.

SATISFIED :

Provide work tools, resources and equipment, Erthdine work environment Reward (reward level andeustanding of the

rationale for reward change), Recognize work effort

M OTIVATED

Establish fair performance goals Communicate céequectations regularly clarify priorities and feadk. Provide support by
removing obstacles to optimal performance, Recagaizd reward performance, Delegate work to thesgdogees, Support

skill development
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COMMITTED :

Help employees build meaningful long-term care&mssure recognition and reward for long term comreitn Listen to
employees, share insights and experience, Ensureda, consistency and transparency, Develop stadeling of long-term
vision and business plans, Promote organizatiomegahnd reinforce them through management behaviors

ADVOCATE :

Communicate the organization's progress and chiignRelate business results to team and indivichies, Endorse strong
customer focus, Share understanding of customedsnedth team, Challenge and grow through delegatigatablish
comprehensive career development plans, Encougagard communication, Encourage innovation, Recagarm reward

VIII. METHODS FOR INCREASING ENGAGEMENT
» Recognize early and often. * Provide freedom and autonomy
» Formal / informal and public / private. » Clearly define employee roles.
» Coach, motivate, and promote employees. » Ask employees how they can contribute.
e Open relationships. e Open and effective communication.
» Link employees' jobs with the strategy and mission. * Fun = engagement
IX. BEST PRACTICES FOR ENGAGING EMPLOYEES

The relationship between the direct supervisortaedemployee is the point of most leverage.

Supervisors can:

— Earn trust by being open and vulnerable (adnstakes, listen to feedback, encourage cross-orgi@mial conversations, etc.)
— Have regular conversations with employees (wtgtiag well? what's not? what can | do to help yeuyour best?)

— Learn employees‘passions and strengths and figutrbow to let employees use them in their jols(thay take creativity and
expansion of job descriptions).

- Look for developmental opportunities to give eaygles and support them in their growth

— Show appreciation in meaningful ways (ask empdsyte find out what is meaningful to them).

You can adjust the culture of the company to mallg Engage employees.

Entrepreneurs can:

— Demonstrate the same behaviors recommended pansgsors with your direct reports. A clear Exampl#l inspire your
supervisors to emulate you.

—Rally your employees around a meaningful purpBseryone wants to know what the real goal is andthér the goal is being
accomplished.

— Communicate your current reality in simple terfer instance, explain the details of your profitales, customer service
levels, and ask your employees for help in makingrovements.

— Show appreciation and create company-wide gestoiréhanks. These can be low-cost or no-cost $hisgch as time off,
brown bag meetings with the owner, vendor suppiddcation sessions, etc.

— Develop your staff throughout the year. Decidatnou want to do and put these events on youndaleat the beginning of
the year. Treat these time commitments as if thesewneetings with your most important clients.

X. FIVE WAYS TO BOOST EMPLOYEE ENGAGEMENT

Engaged employees voluntarily invest extra timérefand initiative to contribute to business sweelThey feel a sense of
purpose toward their role, and bring enthusiasnssipa and energy to the work they do. As well asdgenore motivated,
committed and loyal, engaged workers are typicaiggher Performers and produce better results féin Hwe customer and the
company.

For employee engagement initiatives to be succkegsfey must be tailored to the unique needs antivatmns of each
individual. Here are five key ways that managerstoap boost the engagement of their employees:

INSPIRING L EADERSHIP:

Competent, passionate and hands-on leadershipitisakito employee engagement. Showing a genuinerest in your
employees and investing time in understanding theéds and aspirations will help send the mesdagetheir contribution is
valued. Check-in with them regularly to find outdhtheir experience in the workplace can be improvéad out what motivates
them and how they define success so you can aaatgarding environment in which they can thrive.

GROWTH AND OPPORTUNITY :
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Engaged employees are given the opportunity towatety use their skills, and are encouraged tdcttrénose skills in order
to progress. Talk to your employees about theie@aplan. Does their current role make full usthefr strengths and abilities? Is
their career moving in the direction they desira@ there new or interesting projects they can worko expand their skill set?
Discuss the training and development opportunitieg can help them advance within the company, pnodide clear and
consistent feedback on how they can improve theifopmance.

M EANINGFUL WORK

Engaged employees believe that the work they amegds important and has value. They believe they @ntributing to
something meaningful and take pride in the resaftsheir efforts. As a manager, it is crucial teduently reinforce the
importance of your employees‘roles. Help them te #& direct connection between their activitied aoampany success. Set
goals and challenge your employees to meet thepnaimote a sense of purpose. Grant them the autontonmyprove the way
things are done, and involve them in decisionselp them feel a sense of ownership over the doeaif the company.

RECOGNITION AND REWARDS

For employees to be motivated to give their bésty theed to know their efforts will be recognized aewarded. Regularly
thanking them for their efforts demonstrates yowam@eness of their hard work and provides encouragerior them to boost
their performance. Make the time to celebrate agdishments, rewarding and recognizing employeesvays that are
meaningful to them. Whilst competitive pay and gdwehefits are key motivating factors, providing @ntives for higher
performance gives employees something extra teestoi.

PEOPLE-FOCUSED CULTURE

Companies that reap the benefits of an engagedferoek understand that people are their greatest.ab:d out the
responsibilities of your employees and considdiaitives that enable them to balance work and hiifismenore easily. Encourage
employees to balance hard work with socializing amd Promote the sharing of ideas, suggestionsimpdovements. A work
environment in which people feel valued, heard asénse of camaraderie is critical to employee gamgant.

XI. BUILDING OR |MPROVING EMPLOYEE ENGAGEMENT PROGRAMS

Company’s Goals &

Priorities
Resources
Fmp_loyee Available
nterest & to Run
Availability Programs
Community Needs
XIl. EMPLOYEE ENGAGEMENT ACTIVITIESIN TCS INFORMATION CENTRE

Seventy Seven engages over 20,000 employees for TCS
EVENTFAQS Bureau Thu 08 July 2010

Seventy Seven bagged the mandate to handle theoanegemployee engagement activity for TCS in Muimibhe activity,
held in June 2010 at various locations, engaged di@8oyees and their family members with an eritariant-led evening.

Referring the employee engagement activity as 'Btrwork with Family', Daryl Sheldon, Director, Setg Seven
Entertainment, said, "The activities were held atrol2 locations across Mumbai, and we engaged 20€100+ employees
during the course of the program. The activityriHR initiative and is held annually."

For the program, employees are allowed to invite family members to their respective work places o evening of
celebration where various activities and are pldrfoe the entire day.
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XII. INFORMATICS, INDIA

Employee of the Month Award: To motivate and torgase the employee engagement in job organizasiagzive highly
participated employee this award.

Celebrating Festivals and Organizing annual famiet: To decrease the stress level of employeearinsris celebrating
festivals and Organizing annual family meet evesgry

Training Programmers: Training programmes like Sigma, Quality Circles and Team Building activit@sanged by the
organization.

XIV. How DO You M EASURE ENGAGEMENT ?

Gut feeling (mood/vibe)

Laughter, conversation, coaching, helpful to others

Volume and/or accuracy of work

Observation — Employees watching the clock or tgkiride in getting the job done on time
The type of questions that are being asked:

— Probing to learn more?

— How does what they are doing fit into the bigyie?

— Asking about next steps?

— Showing proactive indicators?

XV. CONCLUSION

Human Resource Management should be seen aseggtriainction of an organization. It helps to budldompetitive edge for
an organization by positively engaging its emplayd€ey ingredients of effective employees‘engagdmare having in place an
appropriate leadership style and effective two-eammunications with employees. This creates an eperhonest environment
where employees feel that their ideas are beingniézl to and that they can make a contributionetmisibon making. Engaged
employees are more likely to be proud to work fagiit organisation and therefore will believe in divé out the values of the
organization.
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