
International Journal of Management Research and Development (IJMRD) ISSN 2248-938X 

(Print), ISSN 2248-9398 (Online) Volume 5, Number 2, May-August (2015) 

1 

 

 

 

 

 

 

 

 

EMPLOYEE ENGAGEMENT AS AN –OUTCOME 

OF TRAINING 

Mrs. Rini Bahal Purohit and Dr. Abha Purohit 

Jodhpur National University 

Narnadi, Jhanwar Road, Boranada, 

Jodhpur (Rajasthan) India 

THE IMPORTANCE OF PEOPLE 

What makes one company more successful than another? Better products, services, strategies, 

technologies or, perhaps, a better cost structure? Certainly, all of these contribute to superior 

performance, but all of them can be copied over time. The one thing that creates sustainable 

competitive advantage – and therefore ROI, company value and long-term strength – is the 

workforce, the people who are the company. And when it comes to people, research has 

shown, time and again, that employees who are engaged significantly outperform work 

groups that are not engaged. In the fight for competitive advantage where employees are the 

differentiator, engaged employees are the ultimate goal. 

While there are many research studies that point to the percentage of engaged and 

disengaged employees, few studies have looked at what really drives employee engagement. 

Dale Carnegie teamed with MSW Research to study the functional and emotional elements 

that affect employee engagement. A national representative sample of 1,500 employees was 

surveyed, which revealed that although there are many factors that impact employee 

engagement, there are three key drivers: 

 Relationship with immediate supervisor  

 Belief in senior leadership  

 Pride in working for the company  

Employees said that it is the personal relationship with their immediate supervisor that is 

the key. The attitude and actions of the immediate supervisor can enhance employee 

engagement or can create an atmosphere where an employee becomes disengaged. In 

addition, employees said that believing in the ability of senior leadership to take their input, 

lead the company in the right direction and openly communicate the state of the organization 

is key in driving engagement. Other factors that drive engagement are that employees are 

treated with respect, that their personal values are reflected and that the organization cares 

about how they feel. 
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Human Resource Management is defined as the set of activities, programs, and functions 

that are designed to maximize both organizational as well as employee effectiveness. 

Scope of HRM without a doubt is vast. All the activities of employee, from the time of his 

entry into an organization until he leaves, come under the horizon of HRM. The divisions 

included in HRM are Recruitment, Payroll, Performance Management, Training and 

Development, Retention, Industrial Relation, etc. Out of all these divisions, one such 

important division is training and development. 

TRAINING AND DEVELOPMENT is a subsystem of an organization. It ensuresthat 

randomness is reduced and learning or behavioral change takes place in structured format. 

TRADITIONAL AND MODERN APPROACH OF TRAINING AND DEVLOPMENT 

Traditional Approach –Most of the organizations before never used to believe intraining. 

They were holding the traditional view that managers are born and not made. There were also 

some views that training is a very costly affair and not worth. Organizations used to believe 

more in executive pinching. But now the scenario seems to be changing. 

The modern approach of training and development is that Indian Organizations have realized 

the importance of corporate training. Training is now considered as more of retention tool 

than a cost. The training system in Indian Industry has been changed to create a smarter 

workforce and yield the best results. 

DEFINITION OF TRAINING 

It is a learning process that involves skills, concepts, rules, or changing performance of 

employees. The acquisition of knowledge, sharpening of of attitudes and behaviors to 

enhance the 

Training is activity leading to skilled behavior. 

 It’s not what you want in life, but it knows how to reach it.  

 It’s not where you want to go, but it knows how to get there.  

 It’s not how high you want to rise, but it knows how to take off.  

 It’s not what you want in life, but it knows how to reach it.  

 It’s not where you want to go, but it knows how to get there.  

 It’s not how high you want to rise, but it knows how to take off.  

MANAGEMENT TRAINING AT THE TURN OF THIS CENTURY 

In the past, organizations developed managers, first by recognizing an individual’s strong 

occupational knowledge about the organization’s products or services. 

These individuals were promoted to first-level positions that included work direction. One 

cannot say they supervised in the current sense of the word, that is, they usually didn't 

delegate, support career counseling, conduct performance reviews, etc. Rather, they told 

workers what to do and workers did it. These work directors had little training about 

supervision, e.g., about delegating, interpersonal skills, stress management, career 

developments, etc. 
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TRAINING AND DEVELOPMENT OBJECTIVES 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The principal objective of training and development division is to make sure the availability 

of a skilled and willing workforce to an organization. In addition to that, there are four other 

objectives: Individual, Organizational, Functional and Societal. 

Individual Objectives: help employees in achieving their personal goals, whichin turn, 

enhances the individual contribution to an organization. 

Organizational Objectives: assist the organization with its primary objective by bringing 

individual effectiveness. 

Functional Objectives: maintain the department’s contribution at a level suitable to the 

organization’s needs. 

Societal Objectives: ensure that an organization is ethically and socially responsible to the 

needs and challenges of the society. 

TRAINING MANAGERS 

The study revealed that a “training” manager is one of the key elements that drive employee 

engagement. That is, employees want their managers to care about their personal lives, to 

take an interest in them as people, to care about how they feel and support their health and 

well-being. A manager’s ability to build strong relationships with employees, build strong 

team interaction and lead in a “person-centered” way creates an engaging environment in 

which employees can perform at the highest possible level. 
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ROLE OF TRAINING MANAGERS 

This is the era of cut-throat competition and with this changing scenario of business; the role 

of Training Managers has been widened: 

 Active involvement in employee education.  

 Rewards for improvement in performance.  

 Rewards to be associated with self esteem and self worth.  

 Providing pre-employment market oriented skill development education and post employment 

support for advanced education and training.  

 Flexible access i.e. anytime, anywhere training.  

FACTORS LEADING TO EMPLOYEE ENGAGEMENT 

Studies have shown that there are some critical factors which lead to Employee engagement. 

Some of them identified are:  

 

 

 

 

 

 

 

 

 

 

Opportunities for Personal Development 

Organizations with high levels of engagement provide employees with opportunities to 

develop their abilities, learn new skills, acquire new knowledge and realize their potential. 

When companies plan for the career paths of their employees and invest in them in this way 

their people invest in them. 

Effective Management of Talent 

Career development influences engagement for employees and retaining the most talented 

employees and providing opportunities for personal development. 
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Clarity of Company Values 

Employees need to feel that the core values for which their companies stand are unambiguous 

and clear. 

Performance appraisal 

Fair evaluation of an employee’s performance is an important criterion for determining the 

level of employee engagement. The company which follows an appropriate performance 

appraisal technique (which is transparent and not biased) will have high levels of employee 

engagement. 

Pay and Benefits 

The company should have a proper pay system so that the employees are motivated to work 

in the organization. In order to boost his engagement levels the employees should also be 

provided with certain benefits and compensations. 

TRAINING AND MOVING EMPLOYEES TO A HIGHER 

LEVEL OF ENGAGEMENT 

Employees are your biggest investment and should bring the greatest reward. Yet even today, 

in too many organizations, employees are viewed as an asset to be managed rather than as 

individuals who can create the next innovation for success. Long-term engagement starts with 

good communication between employer and employees as well as among co-workers, 

fostering a positive working environment. 

 

 

 

 

 

 

 

 

 

 

 

 

By working with employees to create a clear career path and set goals with a potential for 

growth, a manager can create positive esteem within each team member. By showing them 

that they are valued and have responsibility, and then to recognize and reward them for a job 

well done, a manager can create an “involved employee.” It is then much easier to turn that 

sense of involvement into enthusiasm and a sense of pride in ownership that creates the 

highest levels of engagement with employees. 

“You must capture the heart of a supremely able man before his brain can do its best.” 

— Andrew Carnegie 
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An Overview of what Employee Engagement can bring to your organization 

 Increased innovation.  

 Increased levels of attendance.  

 Productivity and performance gains.  

 Higher levels of motivation.  

 Lower levels of staff turnover.  

Engaged employees understand why it is important to do their job well. They see 

the benefits of innovation and feel valued in their contribution to the success of the 

business. In turn, employers and managers are vital in encouraging and sustaining a 

successfully engaged workforce. 

Effective Employee Engagement includes communicating attitudes and values and 

often increasing levels of corporate integrity whilst establishing a vision and building 

a framework around which employees can contribute to that vision. 

Organizations can see great benefit from an increased understanding of the 

underlying motivations of their workforce, developing teamwork, increasing 

communications throughout the organization and ensuring that all supervisors and 

managers have the right tools with which to engage their teams. 

CONCLUSION 

Today, employee engagement and loyalty are more vital than ever before to an 

organization’s success and competitive advantage. Gone are the days when a young 

person starting out in his or her career joined a company and stayed until retirement – 

in today’s business environment there are no guarantees. Experts predict the current 

turnover rate may rise to 65%. With recruiting costs running approximately 1.5 times 

annual salary, the ability to engage and retain valuable employees has a significant 

impact on an organization’s bottom line. The question for management is how to 

ensure that the supervisors interact with individuals to generate an engaged 

workforce. 

There is no generally accepted definition for employee engagement. However, 

there is growing consensus among the authors that the construct is distinguishable 

from related concepts in management such as employee commitment, organizational 

citizenship behaviour and job satisfaction in such a manner that employee 

engagement clearly reflects the two-way exchange of effort between employees and 

employers, and it has stretched meaning beyond the aforementioned constructs. 

Research on engagement is still on its infancy, attempting to come up with more 

clear-cut and acceptable definition. 

Ultimately, you must keep in mind that employees are a company's greatest assets. 

Their collective ideas, feedback and enthusiasm for what they do can help your 

business grows and succeeds. Some people are naturally wired to give their all and do 

their best no matter where they work. But the majority of people require the guidance 

of skilled managers who welcome their ideas, ask for feedback and generate 

enthusiasm in order to have a sense of purpose and energy about what they do. 
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