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Abstract: 

This research article examines the effect of employee engagement and empowerment on employee 

performance and organisational profitability. The study investigates how companies adopt various strategies 

to engage and empower their employees, including participative decision-making, employee empowerment, 

open communication channels, and employee recognition and rewards. The article highlights the benefits of 

these practises, including increased employee engagement, improved innovation and problem-solving, 

increased job satisfaction and employee retention, and a positive organisational culture. Southwest Airlines 

and Zappos are examples of companies that have successfully implemented employee engagement and 

empowerment practises to drive performance and profitability, lending credence to the findings. The 

research article provides insightful information for organisations seeking to improve employee performance 

and achieve sustainable profitability through employee involvement and empowerment initiatives. 

 

Data Collection:  

The sources of these articles were carefully handpicked from a variety of reputable national and 

international journals using Google Scholar to conduct extensive searches. To ensure that only high-

quality and relevant sources were included, a rigorous filtering process was utilised. This required 

carefully reading the abstracts of each article, assessing their alignment with the research topic and their 

significance. By utilising academic databases and thoroughly filtering, we have compiled a collection of 50 

research articles and journals that provide valuable insights and contribute to the subject's overall body of 

knowledge. The list of all the sources are provided in the references below in the alphabetical order.  

 

Introduction:  

The importance of having engaged and invested employees cannot be overstated. Employees who feel a 

sense of ownership over their work are more likely to take pride in it and stick with the same company 

over time. Engaged workers show more loyalty to their company, which leads to a better work 

environment and a more positive company culture. Towers Perrin found that businesses with highly 

engaged workers experienced a 19.2% increase in operational income (now Willis Towers Watson). 

Moreover, the level of productivity is correlated with the level of employee engagement. When workers 

are invested in their jobs, they give their full attention, motivation, and discretionary effort to their tasks. 

They accept accountability for their actions, actively look for ways to improve themselves, and embrace 

change. High-engagement teams are 21 percent more productive than low-engagement teams, according 

to Gallup's research. 
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Customer satisfaction and loyalty are directly correlated with employee engagement (Harter et al, 2002). 

Employees who are invested in their work are more likely to provide excellent service to customers. 

Temkin Group found that companies with highly engaged employees had an average 10-15% higher 

customer satisfaction rating than their competitors. 

Furthermore, employee engagement is a key factor in encouraging creative thinking and new ideas within 

businesses (Kahn, 1990). Employees who are invested in their work experience a sense of psychological 

safety and support, which in turn encourages them to speak up, try new things, and be creative. They are 

more likely to work together, offer novel ideas, and respond quickly to shifting business needs, all of which 

boost productivity and boost the company's ability to compete. 

Finally, employee engagement has a sizeable effect on business results and profits. Gallup's research 

shows that companies with engaged workers have a 202 percent higher profit margin than those without. 

Engaged workers are more likely to help the company meet its objectives, improve its reputation, and 

compete for top talent. Prioritizing and investing in employee engagement initiatives helps businesses 

foster a pleasant workplace, hold on to talented workers, and stand out in today's cutthroat market. 

 

Definition of Employee engagement: 

As more scholars and businesspeople have investigated the concept, its definition and understanding have 

shifted over time. At first, there wasn't widespread agreement on how to define and gauge employee 

engagement (Kular et al., 2008). However, as time went on and more literature was published, new points 

of view emerged and helped shape the concept. 

Kahn's (1990) need-satisfying approach to employee engagement was one of the earliest perspectives on 

the topic, and it centred on the emotional experience that workers had in their jobs (Shuck, 2011). This 

perspective highlighted the importance of employees' psychological needs being fulfilled for engagement 

to occur. 

Maslach et.al.’s (2001) burnout-antithesis approach provides yet another viewpoint by framing 

engagement as the antithesis of burnout and placing an emphasis on productive enthusiasm in the 

workplace (Shuck, 2011). 

The satisfaction-engagement approach was first proposed by Harter et al. (2002) and proposes that 

employee satisfaction and employee engagement are two separate but related concepts. In this view, the 

emotional investment and commitment of workers are emphasised (Harter et al., 2002). 

The cognitive, emotional, and behavioural dimensions of employee engagement were all considered in 

Saks's (2006) proposed multidimensional approach. This new angle revealed the many layers and 

complexities of the idea (Shuck, 2011). 

To better understand employee engagement as a multi-faceted construct that includes employees' 

emotional, cognitive, and behavioural connection to their work and organisation, researchers have looked 

at it from a variety of angles (Shuck, 2011). The need to define engagement in a way that accounts for its 

multifaceted nature and significance to both employee and business success has led to a steady stream of 

refinements to the term over time. 

 

Historical development of Employee Engagement:  

The chronological evolution of the growing importance of employee engagement across various 

industries: 

Workplaces during the Industrial Revolution prioritised increasing output at the expense of protecting 

workers' health and safety (Friedman, 2007). Employee morale and output suffered as a direct result of 

the harsh working environment and long hours. 

Second, in the early 20th century, the Human Relations Movement arose to question the prevalent view of 

workers as expendable commodities. Elton Mayo's and Fritz Roethlisberger's research established the 

importance of employees' social and psychological well-being to productivity (Mayo, 1933; Robbins, 

Coulter, & DeCenzo, 2017). 
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Employee satisfaction and motivation have developed over time, with important contributions from 

thinkers like Frederick Herzberg and Abraham Maslow. Both Maslow's hierarchy of needs and Herzberg's 

two-factor theory emphasise the importance of employees' intrinsic motivation and the satisfaction of 

their higher-level needs as determinants of job satisfaction (Herzberg, Mausner, & Snyderman, 1959; 

Maslow, 1943). 

Fourth, the Quality Movement and Total Quality Management (TQM): In the 1980s, the importance of 

employee participation in improving product and service quality was brought to light. The importance of 

employee participation in driving continuous improvement initiatives has been acknowledged (Deming, 

1986; Armstrong, 2012). 

Fifth, the rise of the knowledge-based economy and the empowerment of workers, which has increased 

the value of intellectual property In an effort to spur innovation and creativity, many companies have 

begun to give their employees greater say in their work (Drucker, 1993) 

The Rise of Telecommuting and Other Technologies: People's methods of labour have been revolutionised 

by technological developments such as the internet and mobile connectivity. As telecommuting and other 

forms of flexible work have become more common, employee engagement strategies have had to change 

to take into account the advantages and disadvantages of this arrangement. The importance of virtual 

teamwork and health promotion in increasing employee dedication has grown in recent years (Lee & 

Gajendran, 2019; Bloom et al., 2015). 

In recent years, there has been a shift from a singular emphasis on employee satisfaction to a broader one 

on the employee experience. Organizational engagement strategies now consider employees' need for 

work-life balance, opportunities for professional growth, and a positive company culture. As noted by 

Bersin et al. (2017) and O'Boyle Jr. & Harter (2013), the ability to create memorable experiences is critical 

for attracting and retaining top talent. 

The importance of diversity, equity, and inclusion (DEI) in promoting employee engagement has come to 

be recognised by businesses in response to social movements and rising levels of public awareness. Nishii 

and Ozbilgin (2007) found that employee motivation increases when companies actively promote a 

culture of diversity and inclusion in the workplace. 

These landmarks illustrate the growth of employee engagement over time and its rising profile in a 

variety of sectors, both of which are indicative of the growing awareness of the role engagement plays in 

boosting productivity and organisational success. 

 

Different employee engagement techniques discussed in this paper are: 

 Employee recognition programs 

 Performance feedback and coaching:  

 Employee development and training 

 Flexible work arrangements 

 Employee wellness programs 

 Employee involvement and empowerment 

 

Employee Recognition Programs:  

Employee Recognition Programs are adopted by companies to acknowledge and appreciate the efforts 

and achievements of their employees (Armstrong, 2012). These programs are designed to create a 

positive work environment, boost employee morale, and enhance engagement and performance (Noe et 

al., 2019). By recognizing and rewarding employees, organizations can foster a culture of appreciation and 

motivation, ultimately leading to improved individual and organizational outcomes. 

There are several ways in which companies adopt and implement Employee Recognition Programs. Some 

common practices include: 

Many businesses have formal recognition programmes with clearly defined recognition criteria and 

structured nomination and review procedures (Armstrong, 2012). Some examples of such schemes are 

yearly award ceremonies, peer-to-peer recognition programmes, and regular performance reviews (Noe 
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et al., 2019). Companies can guarantee equity, consistency, and openness in employee recognition by 

instituting formal programmes. 

Companies also promote "day-to-day recognition," in which managers and coworkers regularly point out 

and thank workers for their efforts (Armstrong, 2012). Some examples of this are informal team 

celebrations, thank-you notes, and verbal expressions of appreciation (Noe et al., 2019). Organizations can 

encourage good behaviour and foster a positive and productive work environment by making recognition 

a regular part of the workplace culture. 

Thirdly, rewards and incentives are commonly incorporated into employee recognition programmes as a 

token of appreciation (Armstrong, 2012). Financial bonuses, gift cards, or vouchers are just a few 

examples; others include increased vacation time or opportunities for professional growth (Noe et al., 

2019). Organizations ensure that their rewards have an impact by catering to employees' interests and 

the needs of the business as a whole. 

There is substantial evidence that employee recognition programmes boost productivity and revenue. 

Employees are more likely to be motivated, engaged, and committed to their work when they feel valued 

and appreciated. Several beneficial results follow from this: 

Employees who feel appreciated are more likely to increase their output, according to research (Bersin & 

Associates, cited in Armstrong, 2012). Companies with effective recognition programmes, for instance, 

saw a 31% decrease in voluntary turnover and a 14% increase in productivity, according to research by 

Bersin & Associates. Companies can boost morale, productivity, and results by recognising employees for 

their efforts. 

Increased levels of job satisfaction are another benefit of recognising employees (Armstrong, 2012). Staff 

members who are publicly thanked for their efforts report higher levels of job satisfaction. This 

contentment increases dedication and loyalty to the company, which in turn decreases employee turnover 

and boosts retention. 

Thirdly, increased employee engagement is achieved through recognition programmes (Gallup, 2017). 

Workers who are enthusiastic about their work are more likely to take initiative and produce superior 

results in areas such as creativity, customer service, and product quality. Gallup's studies have found that 

actively involved workers boost productivity by 17 percent and revenue by 21 percent. 

Employee recognition programmes have been successfully implemented by a number of companies, with 

encouraging results. Cisco Systems is a well-known tech company with extensive awards programmes. 

Employees at Cisco can use a website called the "Connected Recognition Program" to publicly 

acknowledge one another for exceptional work. Employee participation, teamwork, and productivity have 

all benefited greatly from the programme. 

Another software giant is Adobe Systems, which operates on a global scale. Adobe's "The Bravo Program" 

is a peer-to-peer recognition initiative. Through this programme, workers can openly acknowledge and 

celebrate the efforts of their coworkers. Employee morale, engagement, and output have all improved as a 

direct result of the program's emphasis on cultivating a positive and collaborative work culture. 

 

Performance feedback and coaching:  

Talent management and employee development rely heavily on constructive feedback and coaching 

(Armstrong, 2012; Noe et al., 2019). They entail assisting workers in improving their performance, 

reaching their full potential, and making meaningful contributions to the organisation as a whole through 

consistent feedback, guidance, and support. 

The term "performance feedback" is used to describe the act of conveying details about an employee's 

progress toward their goals, as well as their overall performance (Armstrong, 2012; London & Smither, 

2002). Formal performance reviews, casual conversations, and ongoing feedback sessions are all viable 

options for providing this. However, in coaching, managers or coaches take a more hands-on approach, 

working closely with employees to help them achieve their goals, grow their abilities, and face and 

overcome obstacles (Maltby, 2018; Stowell & Starcevich, 2007). 

There are a variety of ways in which businesses implement performance feedback and coaching: 
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First, there should be periodic performance reviews in which employees' work is evaluated, comments 

are given, and new objectives are established (Armstrong, 2012; Noe et al., 2019). In addition to ensuring 

that employees are on track to meet organisational goals, these assessments also reveal where they can 

improve their skills and knowledge. 

Managers are urged to provide their staff members with constant feedback, including praise and criticism 

(Armstrong, 2012; Noe et al., 2019). Consistent opportunities for employees to receive constructive 

criticism and suggestions for improvement foster a culture of continuous learning. 

Thirdly, formal coaching and mentoring programmes are established in some businesses. In these 

programmes, senior employees and managers help those at lower levels advance in their careers 

(Clutterbuck & Megginson, 2005; Stowell & Starcevich, 2007). These opportunities help people grow 

professionally by teaching them new skills and exposing them to new information. 

Employees and businesses alike can reap many benefits from instituting performance feedback and 

coaching practises. 

One benefit of providing employees with regular feedback and coaching is the increased likelihood that 

they will take action to address development areas (Armstrong, 2012). Workers can boost their output, 

efficiency, and effectiveness by identifying and fixing areas of underperformance. 

Higher levels of employee motivation are another benefit of providing feedback and coaching (Noe et al., 

2019). Employees are more invested in their work and more likely to go the extra mile when they receive 

feedback on what they're doing well and suggestions for how they can improve. When workers are 

inspired, they are more likely to go the extra mile for the company and produce superior results. 

The third benefit is improved employee development through increased access to performance feedback 

and coaching that fosters personal and professional growth (Maltby, 2018; Stowell & Starcevich, 2007). 

Employees can overcome obstacles, develop their skills, and realise their full potential with the help of 

individualised guidance and support. This helps them advance in their careers and adds value to the 

company. 

Several businesses have reaped the benefits of performance feedback and coaching practises after 

successfully implementing them: 

Google is just one company with a performance management system in place; theirs is called Objectives 

and Key Results (OKRs) (Armstrong, 2012). To help their employees succeed, Google places a premium on 

setting measurable goals and providing constant feedback. This method has been crucial in inspiring 

productivity and creativity in the workplace. 

General Electric (GE) is another company that promotes a coaching culture among its employees 

(Armstrong, 2012). GE places a premium on coaching as a core competency for its leaders and provides 

extensive coaching skills training to its managers. Employee performance has improved, employee 

engagement has skyrocketed, and the bottom line has benefited as a result. 

In sum, companies can boost employee performance and bottom line results by adopting performance 

feedback and coaching programmes. Organizations can boost employee skills, motivation, and 

development through consistent feedback, guidance, and support. Companies like Google and GE are 

living proof that these methods work to boost morale and productivity in the workplace. 

 

Employee development and Training 

Companies that are serious about developing their employees and maximising their potential understand 

the importance of providing regular feedback and coaching on their employees' performance (London & 

Smither, 2002). Regular feedback, direction, and encouragement help workers perform better, develop 

their abilities, and realise their full potential within these practises (Maltby, 2018). Businesses can boost 

productivity, morale, and bottom-line results by providing constructive criticism and guidance to 

employees (Gallup, 2017). 

In order to improve employee performance, businesses use a wide range of methods for providing 

feedback and coaching (Stowell & Starcevich, 2007). 
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Formal Performance Reviews On a Regular Basis: Quarterly, Biannually, or Annually, Many Organizations 

conduct formal performance reviews (London & Smither, 2002). Managers can use these reviews to give 

employees structured feedback on their strengths, development opportunities, and progress toward 

organisational goals (Maltby, 2018). Employees benefit from performance reviews because they are better 

able to understand their role, improve their performance, and plan for their professional growth. 

Besides formal performance reviews, many organisations also value continuous two-way communication 

between supervisors and subordinates (London & Smither, 2002). Managers can offer immediate 

feedback, guidance, and support to employees through regular check-ins, one-on-one meetings, and 

informal discussions (Stowell & Starcevich, 2007). Open communication, prompt problem solving, and 

constant improvement are all fostered and encouraged by this loop of feedback. 

Thirdly, companies frequently establish coaching and mentoring programmes to help employees grow 

and develop (Clutterbuck & Megginson, 2005). Mentors or coaches from the outside provide employees 

with direction, instruction, and encouragement through these programmes (Maltby, 2018). Goals, skills, 

gaps in performance, and challenges are all discussed and worked on during coaching sessions. By 

catering to each worker individually, we are able to unlock their full potential, boost their self-assurance, 

and increase their productivity. 

There are numerous gains for both employees and the company when it comes to using performance 

feedback and coaching practises (Gallup, 2017): 

One benefit is increased productivity because employees learn their strengths and areas for improvement 

through consistent feedback and coaching (London & Smither, 2002). Employees are provided with 

feedback and suggestions for how they can better themselves in their roles. Gallup found that businesses 

with feedback programmes in place saw an increase in profits of 14.9% from their staff members. 

Improvements in employee engagement can be attributed to both performance feedback and coaching 

(Gallup, 2017). Employees are more invested in their work when they receive encouragement, feedback, 

and direction. Employees who are invested in the success of their organisation are more likely to go above 

and beyond to meet their objectives. 

Thirdly, workers' skill sets are enhanced through feedback and coaching initiatives (Maltby, 2018). 

Employees learn where they can make improvements and are given direction on how to do so through the 

provision of constructive feedback. Coaching sessions help employees improve their abilities by providing 

personalised feedback and guidance on areas of strength and growth. Better productivity and 

contentment on the job result from this deliberate effort to hone one's abilities. 

Several businesses have seen success after instituting performance feedback and coaching programmes. 

Google is well-known for its "Check-in" method of providing feedback on employee performance (Gallup, 

2017). In order to provide continuous feedback, support, and guidance, Google promotes frequent, casual 

check-ins between managers and employees. This method encourages open communication, fosters a 

culture of lifelong learning, and gives workers more control over their professional growth. 

General Electric (GE) is another company with a strong coaching culture (Clutterbuck & Megginson, 

2005). GE's coaching programme is intended to help leaders mature and improve their coaching abilities 

so that they can better foster employee development. Employee engagement, leadership development, 

and overall productivity have all risen as a result of this strategy. 

Finally, the success of an organisation and the growth of its employees depend on the use of performance 

feedback and coaching. Organizations foster an environment of never-ending development when they 

implement mechanisms for frequent feedback, ongoing coaching initiatives, and mentoring programmes. 

Effective feedback and coaching programmes have a positive effect on employee performance, 

engagement, and profitability, as evidenced by the experiences of companies like Google and GE (Gallup, 

2017). Strong performance feedback and coaching practises can boost productivity, motivate workers, 

and guarantee financial success. 
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Flexible work arrangements 

Providing employees with more freedom over their work schedules, locations, and methods of 

production, flexible work arrangements have become increasingly common in today's fast-paced business 

world (Lee & Gajendran, 2019). Flexible work arrangements are any arrangement that allows employees 

to work outside of the typical 9-to-5 workday. Employers who allow for more adaptable schedules see a 

rise in productivity, content workers, and bottom lines. 

Some examples of flexible work schedules are: 

Telecommuting and other forms of remote work are becoming increasingly common, with many 

employers allowing staff to do some or all of their work from home (Allen et al., 2015). Employees can use 

remote access tools to continue working and collaborating with their teams even when they're not in the 

office. Working from home allows greater freedom of location and has been shown to increase output by 

decreasing the time spent commuting and eliminating the interruptions common in an office setting. 

Employees who have flextime can adjust their schedules within set guidelines (Golden & Veiga, 2008). 

Workers are not constrained to the traditional 9-to-5 schedule but are instead free to determine their own 

start and end times within reason. This setup caters to employees' preferences and aids them in achieving 

a better work-life balance, which in turn boosts job satisfaction and decreases stress. 

Thirdly, a compressed workweek is one in which employees work the equivalent of five days' worth of 

hours in four days (Lee & Gajendran, 2019). For instance, a 40-hour workweek could be split into four 10-

hour days. Employees benefit from this arrangement in a number of ways, including having more time off 

during the weekend, saving money on gas, and perhaps even better integrating their work and personal 

lives (McDowall & Rumbold, 2018). Part-time work schedules provide more freedom for both employers 

and employees. Employees can achieve a better work-life balance through job sharing, which also helps 

maintain efficiency and consistency in the workplace. 

There are numerous advantages for both employees and employers when companies adopt flexible work 

arrangements. 

Employees are more satisfied and invested in their jobs because they are given more autonomy over their 

work and personal schedules through flexible work arrangements (Lee & Gajendran, 2019). Employees 

who have more control over their time at work are more invested in their work and the company as a 

whole, which leads to greater happiness and productivity. 

Greater Productivity and Performance Productivity and performance tend to improve when workers are 

given more leeway in how and when they complete their work (Bloom et al., 2015). Workers who are 

given the flexibility to work when and where it suits them are better able to bring their full attention, 

energy, and creativity to their jobs. 

Thirdly, flexible work arrangements can help businesses attract and retain top talent by giving employees 

more options in how they complete their work (Lee & Gajendran, 2019). Companies that value their 

employees' personal lives and offer them some leeway in their work schedules are more likely to retain 

them. Businesses that are willing to work with their employees' schedules have a leg up on the 

competition when it comes to hiring and retaining top talent. 

Reduced overhead and increased productivity are two additional benefits of flexible work arrangements 

(McDowall & Rumbold, 2018). Employees can save money and experience less stress if they are given 

more freedom in their work schedules. Organizations may be able to save money on rent and utilities, 

streamline administrative processes, and make better use of employees' time and talents by adopting 

more flexible work arrangements. 

Many businesses have seen the positive effects of flexible work arrangements on productivity and bottom 

line results. The technology company Dell, for instance, has a programme called "Connected Workplace" 

that encourages employees to work from home if they so choose (Bloom et al., 2015). The initiative has 

led to happier workers who are better able to balance their professional and personal lives. 

American Express is a second company that promotes workplace flexibility. The company allows for 

reduced workweeks, telecommuting, and alternative work schedules. Employee retention, job satisfaction, 

and productivity have all risen as a result of these policies and procedures. 
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In sum, both workers and businesses stand to gain greatly from embracing more adaptable schedules. 

Offering workplace flexibility like telecommuting, flextime, compressed workweeks, and job sharing has 

been shown to increase employee satisfaction, engagement, productivity, and profitability for businesses. 

Companies like Dell and American Express show that flexible work arrangements can have positive effects 

on productivity and employee satisfaction. 

 

Employee wellness programs 

Companies that care about their workers' health and well-being are more likely to implement wellness 

programmes (Baicker et al., 2010). The goal of these programmes is to boost workers' psychological, 

physiological, and social health (Mattke et al., 2013). Companies that invest in wellness programmes for 

their staff see gains in productivity, lower healthcare costs, and increased revenue as a result. 

Examples of various wellness programmes for employees are: 

Health Promotion and Education: Businesses host health promotion campaigns and supply educational 

materials to encourage people to lead healthier lives (Van Dongen et al., 2012). Nutrition, exercise, stress 

reduction, and disease prevention are just some of the topics that could be addressed by such 

programmes. Companies can help their workers become healthier and happier by providing them with 

information and tools. 

Companies may provide their employees with access to onsite fitness centres, group exercise classes, gym 

memberships, and/or financial incentives to encourage them to lead healthier lifestyles (Merrill et al., 

2011). Regular exercise is promoted through these initiatives because of the many positive effects it has 

on workers' mental and physical well-being. The employees of Fitbit, a company that makes wearable 

technology, are given fitness trackers and encouraged to lead healthier lifestyles. 

Companies that care about their employees' mental health provide tools for stress reduction, resilience 

development, and the treatment of mental health disorders (Mattke et al., 2013). Services like employee 

assistance programmes, workshops on mental health, and mindfulness training could fall into this 

category (EAPs). Counseling services, stress management tools, and resilience training are just some of 

the mental health resources available to Adobe Systems employees. 

Work-life balance initiatives include such things as flexible work hours, parental leave policies, and 

caregiver support initiatives from companies (Caloyeras et al., 2014). These programmes help workers 

balance their personal and professional lives, recognising the value of a healthy lifestyle. Salesforce is a 

cloud computing company with family-friendly policies, including paid time off for new parents and other 

benefits. 

There are numerous advantages for both employees and employers when companies implement wellness 

programmes: 

Employee health and well-being improves as a result of wellness programmes, which motivate workers to 

make positive changes that benefit their bodies and their wallets (Van Dongen et al., 2012). These 

programmes improve workers' health and happiness by tending to their psychological and physiological 

needs. 

Increased job satisfaction, higher levels of engagement, and higher productivity are common outcomes of 

employee participation in wellness programmes (Goetzel et al., 2004). Workers who have a strong sense 

of being appreciated and valued by their employers are more likely to be enthusiastic about their jobs. 

Thirdly, wellness programmes can reduce healthcare costs by decreasing healthcare utilisation and 

promoting preventative measures and healthier lifestyles (Baicker et al., 2010). Better employee health 

means fewer cases of chronic illness, shorter hospital stays, and shorter absences due to illness. Insurance 

premiums and medical expenses can be reduced as a result, saving businesses money. 4. Attract and retain 

top talent by providing enticing incentives to promote health and wellness in the workplace (Mattke et al., 

2013). Candidates tend to favour employers who care about their workers' well-being. Employers who 

invest in wellness programmes are sending a message to potential new hires and current staff that they 

care about their well-being. 
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Employee wellness programmes have been successfully implemented by a number of companies, 

demonstrating a positive effect on productivity and earnings. The Johnson & Johnson wellness 

programme, for instance, has been widely lauded because of the positive effects it has had on employee 

health and financial outcomes (Goetzel et al., 2004). Fitness centres, wellness challenges, smoking 

cessation resources, and stress management courses are all part of the programme. 

Google is another prominent company that cares about its employees' health and provides a wide range of 

wellness benefits like healthcare, fitness centres, healthy food, and emotional support. These actions 

improve morale in the workplace and are correlated with increased output from workers. 

In conclusion, wellness programmes have become increasingly popular as a method for businesses to 

improve the health, happiness, and productivity of their staff. Businesses that implement such initiatives 

see increased employee enthusiasm, lower healthcare costs, and higher profits. Employee wellness 

programmes benefit both workers and businesses, as shown by the experiences of companies like 

Johnson & Johnson and Google. 

 

 

Employee involvement and empowerment 

Companies use employee involvement and empowerment as a strategic approach to boost performance, 

encourage creativity, and increase profits (Appelbaum et al., 2000). The goal of these methods is to instil a 

culture of participation and empowerment in the workplace, where all employees feel like they have a 

voice and can make a difference (Purcell et al., 2003). By encouraging participation and providing 

appropriate authority, businesses can help workers reach their full potential, boost morale on the job, and 

boost profits. 

In order to encourage employee participation and autonomy, businesses use a variety of strategies. 

Businesses promote participative decision-making when they ask workers for their input, feedback, and 

ideas during the planning and execution of projects (Purcell et al., 2003). Methods such as cross-

departmental brainstorming sessions, suggestion programmes, and regular team meetings can help 

accomplish this goal. When workers are given a voice in company decisions, they bring fresh ideas, 

greater creativity, and enhanced problem-solving skills to the table. 

Organizational empowerment occurs when workers are given the freedom to make decisions, are trusted 

with significant responsibilities, and are given the tools and resources they need to own their work (Liden 

et al., 2000). One way to do this is to give workers a greater say in their work, along with clear objectives 

and avenues for professional development. When workers have more say over their work, they are more 

invested, enthusiastic, and responsible, all of which contribute to higher output. 

Third, companies prioritise open channels of communication in an effort to encourage employee 

participation and autonomy. Suggestion boxes, online discussion boards, and other feedback mechanisms 

are all examples of such platforms (Nembhard & Edmondson, 2006). Maintaining open lines of 

communication and being honest with employees helps establish rapport, stimulates teamwork, and 

makes everyone feel like their opinions matter. 

The fourth type of motivation for employees is the practise of publicly acknowledging and rewarding their 

hard work and success (Harter et al., 2002). Verbal praise, peer-recognition programmes, bonuses, 

promotions, and pay raises based on performance are all examples. Employees' morale and job 

satisfaction can be boosted, and a culture of involvement and empowerment can be fostered, when they 

are recognised and rewarded for their efforts. 

There are numerous gains for both workers and employers when companies embrace practises that foster 

employee engagement and autonomy. 

Employees are more invested in their work and committed to their roles when they are given 

opportunities to make decisions and take responsibility for their own work (Harter et al., 2002). When 

workers are invested in their work, they are more likely to go above and beyond what is expected of them 

and to offer creative solutions and their best efforts. 
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Two benefits of employee participation in decision-making and the freedom to offer suggestions and ideas 

are increased creativity and better solutions to problems. This enhances one's capacity for original 

thought, new approaches, and problem solving. There is a culture of innovation and continuous 

improvement at companies like Google and 3M because of the emphasis placed on employee participation 

and autonomy. 

Increased levels of job satisfaction and job enrichment are a direct result of employee involvement and 

empowerment practises, which also improve job retention rates (Liden et al., 2000). Workers find 

satisfaction and purpose in their work when they feel respected, trusted, and given responsibility. 

Increased employee loyalty results in lower turnover costs and more stable operations. 

Positive company culture and productivity: Companies that value their workers' input and independence 

foster an environment where employees feel respected, valued, and invested in (Appelbaum et al., 2000). 

Not only does this culture help bring in the best and brightest, but it also motivates workers to do their 

best and keeps customers happy. 

Several businesses have seen increased productivity and profits as a result of implementing employee 

empowerment and involvement practises. Southwest Airlines, for one, has seen great success thanks to 

allowing its employees more autonomy in making business decisions that directly impact customers 

(Appelbaum et al., 2000). Online shoe and clothing retailer Zappos has a similar company culture that 

places a premium on employee participation and autonomy, resulting in high levels of employee 

engagement and excellent service to customers. 

In conclusion, a company's performance and bottom line are directly tied to the degree to which its 

employees feel valued and trusted in their roles. A company can create an atmosphere that encourages 

employees to feel invested in their work by giving them a voice in company decisions, providing them 

with sufficient levels of responsibility, and highlighting their contributions. 

 

Employee engagement in India:  

Organizational success and productivity are directly tied to employee engagement. Employee engagement 

practises are especially important for a country like India, with its rapidly evolving business environment, 

to maintain productive and profitable operations. It is clear, however, that engagement levels in Indian 

organisations are low, calling for a deeper dive into engagement practises and their results. 

Historically, there has been a lack of oversight and structure in India regarding the implementation of 

regulations in major businesses (The Joint Committee of Industry and Government, 2013). Due to global 

influences, the country's economic structure has undergone frequent and dramatic shifts (Shanumugam & 

Krishnaveni, 2012). Organizations are profoundly affected by these alterations in the natural 

environment, necessitating the reconstruction of physical structures, the development of new 

technologies, and shifts in employee attitudes (Mishra, Kapse, & Bavad, 2013). Sadly, the welfare and 

engagement of employees have been largely ignored by organisations as they have focused on adjusting to 

the new environment (Kumar & Swetha, 2011). 

The cultural diversity of India makes it difficult to generalise about employee engagement (Soni, 2003). 

Organizations often fail to fully understand and address this aspect because the meaning and methods of 

engagement vary (Soni, 2003). This cultural dynamic in India affects business strategies, policies, and 

procedures in a variety of sectors (Friedman, 2007). Organizations need to be flexible because of the 

ongoing interplay between economic and cultural shifts (Cojocaru, 2011). 

Despite difficulties, Indian organisations have shown high levels of psychological capital among workers, 

which is the foundation for employee dedication and organisational success (Goel, Gupta, & Rastogi, 

2013). This is because global businesses regularly assess their employee engagement practises and 

implement effective HR policies that put workers' needs first (Bhasin, 2010). Engaging employees can be 

difficult when there is ambiguity about their formal and informal roles, their job profiles, and their 

responsibilities (Thakur, 2012). This haziness permeates many Indian industries. 

The healthcare industry in India is a good example of an industry where workers are not adequately 

rewarded for their efforts (Swaminathan & Aramvalarthan, 2013). Problems with employee 
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communication are another source of disengagement and low levels of psychological empowerment in 

private banks (Sarangee & Srivastava, 2012; Jose & Mamphilly, 2014). Indian PSUs stress the importance 

of factors like challenging work, positive reinforcement, incentives for teamwork, constructive criticism, 

and room for advancement in order to boost employee engagement (Singh & Sanjeev, 2013). 

Recent studies have shown that employee engagement is significantly down in Indian businesses 

(Balakrishnan & Masthan, 2013). A lack of effective two-way communication within an organisation has 

been linked to disengaged workers who become cynical and hostile as a result (Pandey & David, 2013; 

Desai, Majumdar, & Prabhu, 2010). The inability to effectively communicate has a negative impact on 

organisational effectiveness (Perrin, 2003; BlessingWhite, 2008). Instead, trust and employee engagement 

grow in businesses that encourage open lines of communication and welcome employee input (Ellis & 

Sorensen, 2007; Kotni, 2011). 

There is a wide range of engagement practises across India's various industries. For example, the 

information technology industry has excelled at giving workers room to advance their careers (Thakur, 

2014). Retail, tourism, telecommunication, media and entertainment, banking and financial services, 

insurance, and logistics are just some of the industries that need to reflect and adjust their policies in 

order to meet global engagement standards (Tomar, 2017a). 

Conclusion: 

Engaging and empowering workers is essential to boosting productivity and sustaining a healthy bottom 

line. By highlighting the significance of participative decision-making, employee empowerment, open 

communication, and recognition and rewards, this research article has shed light on the various methods 

adopted by companies to involve and empower their employees. The research shows that when 

companies adopt these policies, their employees are more invested in their work, more creative and 

resourceful, more satisfied with their jobs, and more likely to stay with the company long-term. 

Employee involvement and empowerment, as demonstrated by Southwest Airlines and Zappos, can lead 

to remarkable results for a company. These businesses have taken advantage of their employees' talents 

by including them in strategic planning, giving them wide latitude in their work, and encouraging 

professional development and public acknowledgment. Customers are happy, profits are good, and the 

company has a solid reputation for service because of this. 

In sum, the article's findings stress the importance of employee participation and autonomy in boosting 

productivity and profits. Companies that put these principles first will be able to motivate their 

employees, create a pleasant workplace, and see lasting success. By implementing the ideas presented 

here, businesses can foster an environment where employees are invested in the company's success and 

feel empowered to make decisions that affect its future. 

In conclusion, employee engagement in India is essential to the success and efficiency of any business. 

India's businesses can increase employee enthusiasm by emphasising "insightful" settings, "aligned" 

management, "growth opportunities," "positive cultures," "clear goals," and "recognition systems." Some 

industries have excellent methods of employee participation, while others could use some tweaks to their 

policies. This essay emphasises the need for additional study and initiatives to boost employee 

engagement across a variety of industries in India. 
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