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I. INTRODUCTION 

Employee engagement is the extent to which employees feel passionate about their jobs are 

committed to the organisation and put discretionary effort into their work. “Employee engagement is the 

emotional commitment the employee has to the organization and its goals”. In the recent years, there has 

been a great deal of interest in Employee engagement. Engaged employees are those who are willing to go 

the extra mile, work with passion and feel a profound connection to their company. These are the people 

who will drive innovation and move the business forward.  Getting people to turn up for work is the easy 

bit. Getting them to go extra mile requires effort and imagination. The organisation should be looking to 

generate passion and enthusiasm, and to make work a happier experience for all their employees. This can 

be achieved by meeting their expectations which results in employee engagement. In the new people 

economy, organizations cannot survive unless they have the right kind of knowledge. It is people who 

drive organizations to success or failure. People as a resource have gained a paramount importance. If 

employees truly are of company‟s assets then the company should care for their priorities. The engaged 

employees promote continuous innovation, originality of service, leveraging all organizational capabilities. 

It is engaged employees who convert knowledge into powerful activities. If you want your company to be 

successful understand the value of people for their operations. The organizations should respect and 

manage the employee‟s expectations.   

II. OBJECTIVES OF THE STUDY 

1. To study the concept of employee engagement.  

2. To study the significant difference between demographic variables and factors of employee 

engagement. 

1.1 Understanding Employee Engagement 

Employees are increasingly recognised as the key business drivers. The ability of the business 

depends on the employees. The organization has to get the most out of this resource. In order to do these 

employers, have to know what employee expect from their work. The psychological contract offers a 

framework for monitoring employee attitudes, priorities, need, expectations which will have influence 

over employee engagement. Employee engagement is the extent to which employees feel passionate 
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about their jobs and committed to the organization and put discretionary effort in their work. There is a 

difference between employee engagement and satisfaction; satisfied employee might not go the extra mile. 

If these expectations are met it automatically makes an employee engaged in their work. “Employee 

engagement is the emotional commitment the employee has to the organization and its goals” 

This emotional commitment means engaged employees actually care about their work and their company. 

They do not work just for a pay check or next promotion but work on behalf of the organisations goals. 

When employees care, it means they are engaged and they put discretionary effort. For example, a 

computer programmer works overtime when needed without being asked or the engaged retail clerk picks 

up a trash on the store floor even if the boss is not watching. In today‟s workforce employees are not 

satisfied with pay check, holidays, promotion, career development etc, but there are certain expectations 

which are hard to define in formal contract. They are as follows: 

1.2 Work To Be Meaningful 

“Engage employees with meaningful work or watch them walk out the door”. In today‟s 

workforce, many have been seeking new employment because they believe their job does not make good 

use of their skills and abilities. Lack of career progress and challenge in their jobs. It‟s impossible to be 

engaged at work if you feel like the work you‟re doing is not engaging. Situations like these create strong 

feelings of unhappiness, inadequacy and frustration.  

1.3 Effective Communication 

In order to have a high-quality employer-employee relationship it is helpful to have more explicit 

discussions about worker-manager / employer-employee expectations, and to have these discussions 

regularly.  The process of clarifying and discussing expectations reduces turnover and increases 

productivity and job satisfaction.  One of the most powerful motivators in organizations is managerial 

attention. Discussing expectations clearly helps employees believe someone in the organization cares 

about them as individuals. 

1.4 Relationship with Co-Workers 

Research shows that employee‟s relationship with co-workers & supervisors will increase the 

fullness & employee engagement in the workplace. Positive relationships with co-workers can create a 

sense of loyalty and moral support and engagement among the staff. These bonds may boost overall 

results and productivity as employees are more likely to want to avoid disappointing their teammates and 

to remain a cohesive team especially when faced with adversity. This creates a sense of belonging, 

appreciation and motivation will make an employee to give his best. 

1.5 Trust 

When there is high level of trust in their management the employees tend to stay with the 

organisation. When will an employee have trust in the organization when they feel the organization is 

 Fulfilling its perceived obligations above & beyond formal written contract. 

 Considering their visions, ideas & values. 

 When their work is recognised, appreciated and rewarded. 

“As organizations become more transparent they will also become more trusted”. 

Research evidence shows that, where employees believe that management have broken promises or failed 

to deliver on commitments, this has a negative effect on job satisfaction and commitment, engagement. 

This is particularly the case where managers themselves are responsible for breaches, for instance where 

employees do not receive promised training, or performance reviews are badly handled.  

1.6 Valuing Employee Contributions 

Employees are engaged when they feel their contributions are valued & efforts are recognised. 

Employees like to be appreciated for what they do and they like to feel they are part of a team & family. 

Recognising the contributions of employees make an organisation helps to solidify relationship, foster 

employee engagement & loyalty to the organisation. 
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Ways to recognise employees: 

 Appreciation in staff meeting 

 Annual employee dinner 

 Organising newsletter 

 Poster in the lobby 

 Spot in company website 

 Awards in general meetings 

III. REVIEW OF LITERATURE 

Saks (2016) argues that one way for individuals to repay their organisation is through their level 

of engagement. In other words, employees will choose to engage themselves to varying degrees and in 

response to the resources they receive from their organisation. Bringing oneself more fully into one‟s 

work roles and devoting greater amounts of cognitive, emotional, and physical resources is a very 

profound way for individuals to respond to an organisation‟s actions, as suggested earlier by the work of 

Kahn (1990). Thus, employees are more likely to exchange their engagement for resources and benefits 

provided by their organisation.  

According to Towers Perrin (2013), building engagement is a process that never ends and it 

rests on the foundation of a meaningful and emotionally enriching work experience. Furthermore, it is 

not about making people happy, or even paying them more money. As important as pay and benefits are 

in attracting and retaining people, it was found they play a less important role in engaging people in their 

work. The elements found to be fundamental for engagement were strong leadership, accountability, 

autonomy, a sense of control over one‟s environment and opportunities for development; there are no 

substitutes for these fundamentals. Personal relationships have also been found to impact work 

engagement. Recent research has found that family stress and work-related stress may be interlinked 

(Moore, 2004; Crabtree, 2005). A Gallup survey asked employees whether they had three or more days 

in the past month when work stress caused them to behave poorly with their family or friends. The 

findings indicated 51 per cent of actively disengaged employees say yes, compared to 35 per cent of not-

engaged employees and 18 per cent of engaged employees. Relationships in the workplace have also been 

found to have an impact on „meaningfulness‟, which as we saw earlier, relates to engagement (May et al 

2004).Locke and Taylor recognised the relatedness needs individuals possess, arguing individuals who 

have rewarding interpersonal interactions with their co-workers also should experience greater meaning in 

their work. Kahn also suggested that client relations for some individuals (eg camp counsellors) may play 

a role in providing a meaningful work experience. 

According to Robinson (2006), employee engagement can be achieved through the creation of 

an organisational environment where positive emotions such as involvement and pride are encouraged, 

resulting in improved organisational performance, lower employee turnover and better health. West 

(2015) argues that when individuals feel positive emotions, they are able to think in a more flexible, open-

minded way and are also likely to feel greater self-control, cope more effectively and be less defensive in 

the workplace. As noted by Schaufeli and Bakker (2014), engaged employees are likely to have a greater 

attachment to their organisation and a lower tendency to quit. The findings from Truss et al (2006) 

confirm this. They found that, overall, engaged employees are less likely to leave their employer. 

However, the longer employees stay with an organisation the less engaged they appear to become 

(Ferguson 2007). The findings of the 2006 CIPD survey on engagement confirm this also (Truss et al 

2006). Such findings emphasise the importance of continually advancing the understanding of 

engagement in the workplace.  
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2.1 Hypothesis 

 H1: there is no significant difference between the age and the factors of employee engagement. 

 H1:  there is no significant difference between the male and female respondents and the factors 

of employee engagement. 

IV. RESEARCH METHODOLOGY 

Research methodology is a way to systematically solve the research problems. It may be understood as a 

science of studying how research is done scientifically. The scope of research methodology is wider than 

that of research methods. 

3.1 Statistical Techniques Used 

 Percentage Analysis 

 Reliability Test 

 Anova 

 T-test  

3.2 Limitations of  the Study 

 The sample size is limited to 90 respondents. 

 Data was collected within short period of time. 

 Validity and reliability of the data obtained depends on the responses from the respondents 

DATA ANALYSIS AND INTERPRETATION 

4.1 Demographic Profile of the Respondents 

 Frequency Percent 

Gender 

Male 54 60 

Female 36 40 

Total 90 100.0 

Age Group 

Below 30 Years 25 27.8 

31 Year - 40 Years 50 55.6 

41 Years - 50 Years 14 15.6 

51 Years - 60 Years 1 1.1 

Total 90 100.0 

Educational Level 

Bachelors Degree 18 20 

Master Degree 67 74.4 

Others 5 5.6 

Total 90 100.0 

Company 

Tata consultancy 45 50 

Cognizant 39 43.3 

Others 6 6.7 

Total 90 100.0 

Working Experience 

Below 6 Months 1 1.1 

6 Months - 12 Months 7 7.8 

More than 1 Year 82 91.1 

Total 90 100.0 

4.2 Interpretation 

From the above table, out of 90 respondents 60% are male and 40% are female. The above table 

also reveals that 27.8% fall under the age category of below 30 years of age and 55.6% fall under 30-40 

years of age. The respondents holding a UG degree were 20% and Masters degree were 74.4% and 

respondents pursuing other courses are 5.6%.The study recorded that 6.7% respondents were working in 

others IT sectors and 50% are in Tata Consultancy & 43.3% in cognizant. The respondents having an 
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experience of 6-12 months are 7.8% and also below 6 months are 1.1% and more than 1 year is recorded 

as 91.1%. 

4.3 Reliability Test 

To test the internal consistency and reliability of the instrument developed for measuring 

employee engagement, Cronbach‟s Alpha was calculated by using SPSS 20. The value of Cronbach‟s 

Alpha is summarized below in table: 

Cronbach‟s Alpha N of Items 

.980 37 

INFERENCE 

It can be observed that the instrument for employee engagement has attained Cronbach‟s Alpha 

value of 0.980. For the purpose of basic research, the Cronbach‟s Alpha values should be higher than 0.7. 

The Cronbach‟s Alpha value is 0.980 hence it can be proved that there is consistency in responses. 

Therefore 98% data are reliable in the study. 

HYPOTHESIS 1 

ANOVA for Significant Difference among Age Group 

with Respect to Factors of Employee Engagement 

Factors of employee engagement Below 30 31-40 41-50 51-60 F- value P- value 

Work place satisfaction 
30.92 

(5.330) 
28.70 

(5.956) 
31.43 

(4.327) 
27.00 

 
1.467 .229 

Feeling appreciated & valued 
16.76 

(3.609) 
14.28 

(4.010) 
15.93 

(3.222) 
12.00 

 
2.803 .045* 

Employee retention 
13.80 

(2.708) 
12.72 

(2.821) 
14.64 

(2.678) 
11.00 2.331 .080 

Organizational culture 
13.56 

(3.216) 
11.72 

(3.104) 
13.71 

(3.338) 
10.00 2.829 .043* 

Work 
19.68 

(4.161) 
18.06 

(3.689) 
20.36 

(3.249) 
17.00 1.966 .125 

Supervisor 
9.60 

(2.141) 
8.84 

(2.262) 
9.21 

(2.007) 
9.00 .681 .566 

Organizational policies 
20.12 

(4.675) 
16.04 

(3.747) 
18.93 

(3.990) 
17.00 6.168 .001** 

     Note: The value within bracket refers to SD.** Denotes significant at 1%. 

     * Denotes significant at 5%. 

INFERENCE 

** With DMRT – Since P value is than 0.01 the null hypothesis is rejected at 1% with regard to 

organisational policies. Hence, there is significant difference among age groups with respect to 

organizational policies. * With DMRT since P value is less than 0.05 the null hypothesis is rejected at 5% 

with regard to feeling appreciated and organizational culture. Hence, there is significant difference among 

age groups with respect to feeling appreciated and organizational culture. Since the p values is greater 

than 0.05 the null hypothesis is accepted at 5% level with respect to work place satisfaction, employee 

retention, work and supervisor.  
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T- TEST 

Hypothesis 2 

Independent t-test between gender and factors of employee engagement 

Factors  of employee 
engagement 

Male(Mean) SD Female(Mean) SD t- value p- value 

Work place satisfaction 29.15 6.293 30.58 4.332 0.236 0.047* 

Feeling appreciated & valued 15.20 4.474 15.19 2.906 0.991 0.004** 

Employee retention 12.96 3.239 13.81 2.012 0.168 0.011* 

Organizational culture 12.39 3.616 12.72 2.700 0.638 0.096 

Work 18.63 4.397 19.19 2.786 0.458 0.007** 

Supervisor 9.04 2.355 9.22 1.914 0.695 0.192 

Organizational policies 17.17 4.816 18.33 3.649 0.195 0.243 

Note: ** Denotes significant at 1%.* Denotes significant at 5%. 

INFERENCE 

**Since P value is less than 0.01 the null hypothesis is rejected at 1% level with regard to feeling 

appreciated and valued and work of employees hence there is significant between male and female with 

respect to feeling appreciated & valued and work of employees. Based on the mean score female 

employees have better opinion on work place satisfaction than male employees. *Since P value is less 

than0.05 the null hypothesis is rejected at 5% level with regard to work place satisfaction and employee 

retention, hence there is significant difference between male and female with respect to work place 

satisfaction and employee retention. Based on the mean score female employees have better opinion than 

male employees on work place satisfaction and work. 

VI. FINDINGS & CONCLUSION 

The study has made to understand the concept of employee engagement. The research was also 

able to bring forth the following major findings with the data collected: 

 60% are male and 40% are female respondents. The respondents holding UG degrees were 20% 

and Masters Degree were 74.4% and respondents pursuing other courses are 5.6%. 

 It is inferred that is significance between age and feeling appreciated & valued and organizational 

culture and organizational culture. 

 It is also inferred that there is significance between gender and work place satisfaction, work and 

feeling appreciated & valued. 

 When a company is fulfilling its obligations and expectations of the employees above & beyond 

formal written contract. This will lead to employee engagement. When a employee does 

meaningful job, recognised, satisfied and valued they become more attached to the job & the 

organization. When the expectations of the employees are fulfilled they become more engaged. 

 Select those projects which keep employees engaged. 

 Value the employee‟s ideas and visions. 

 Recognise their contribution. 

 Celebrate their achievements. 

When all these expectations are met, it makes an employee more engaged with the organisation. 
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