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ABSTRACT

Employee engagement is a key factor influencing an organization's success. Engaged
employees are more productive, innovative, and engaged in their work. This white paper reviews the
literature on employee engagement and highlights key factors for engagement, including:Leadership,
Communication, Recognition, Work-Life Balance. We also discuss the benefits of engagement for your
organization and employees, and the costs of losing engagement. The paper concludes with
recommendations for organizations to improve employee engagement, including fostering a positive
work culture, providing opportunities for growth and development, and implementing effective
communication strategies. Overall, this document highlights the importance of employee engagement
to organizational success and provides actionable insights for managers and HR professionals seeking

to improve engagement in their organization.

Key Words:Employee Engagement, Employee Commitment, Employee Satisfaction.

INTRODUCTION

Most organizations today recognize that the "happy" employees are not necessarily the "best"
employees in terms of loyalty and productivity. Engagement means motivating employees to do their
best. Dedicated employees work with passion and feel a deep connection to the company. They drive
innovation and move the organization forward. Unengaged employees are essentially “checked out,”
spending their days sleepwalking and wasting their time but not putting any energy or passion into
their work. Employee engagement can be defined as how passionate employees are about their work
and their organization. Employees need to ensure high productivity. Employees are considered
engaged when they demonstrate a positive attitude toward the organization and commit to staying with
it. This survey helps determine employee satisfaction and improve productivity within an organization.
The current study therefore aims to identify the relationship between the most important aspects of
employee engagement and job satisfaction in the context of the textile company Colorant. The purpose
of this article is to clarify what employee engagement means and why it matters. Data is collected by a

survey for research, a pilot survey of 21 respondents and the sample size taken for this study is 104.
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REVIEW OF LITERATURE
Robinson(2004)

Employee engagement refers to a favorable outlook maintained by the employeestowards
their organization and the principles it stands for. A committed employee isreceptive to the
business environment and collaborates with co-workers to enhancejob performance to benefit
the organization. Establishing and stimulating employeeengagement necessitates a mutually
beneficial association between the employer andemployee,which requires concertedefforts

frombothparties.

Mahendru(2006)

This research paper highlights the concept of Employee engagement and defines
theemployee engagement as how much your employees enjoy what they do, believe inwhat
they do, and feel valued for what they do. It is the level of engagement
anindividualmakeswiththehubandhowlongtheindividualstayswiththeorganizationasaresultofth

eengagement.

Robinson,(2006)
Hesuggeststhatemployeeengagementcanbeachievedbycreatingaworkenvironment that
promotes positive emotions, such as feelings of involvement andpride. This can lead to

improved organizational performance and fewer employeesleavingtheirjobs.

GemmaRobertson-Smith,CarlMarkwick(2009)

The purpose of this study is to explore the employee engagement in the
practitioner,consultancy and academic literature. The research has focused on the key drivers
oftheemployeeengagementandthebarrierstotheemployeeengagementandthepaperhasexplored

wheretheengagementmayoverlapwithotherorganizationalconcepts.
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Mr.S.Kasinathan,Mrs. M.Rajee(2011)

Thisessay'sgoalistodemonstratethesignificanceandimpactofemployeeengagement in the
manufacturing industry. The study was conducted in a businessclose to Chennai. The
research enables us to determine the employees'
satisfactionlevels. Thepersonnelthatarecommittedtotheexpansionofthefirmcanalsobenefitfro

mthis study.

BijayaKumarSundaray,(2011)

This research centers around different elements that influence employee engagementand
what steps companies can take to foster engagement. Focusing on engagementstrategies is
crucial  to  improving  organizational performance in  the form  of
higherproductivity,profits,quality,customersatisfaction,employeeretention,andimprovedadap
tability.

Johnson(2011)

Thegivenresearchpaperdiscussestheeffectiveuseofengagementdataasanefficientwarningsys
teminorganizations. Thestudyrevealsanegativecorrelationbetweenthedegreeofworkplacedevi
ationsandlevelsofEE,indicatingthatengagementdatacanbeused as anearlywarningsystem to

mitigate negativeoutcomes.

Dr.SusanAbraham(2012)
Inadditiontostudyingtheelementsthataffectemployeesatisfactionamongorganizationperson
nel,thestudy'sobjectivesincludedevelopinganemployeeengagement  programmed for the
company. This study, which was conducted at theUAE Exchange and Financial Services
Ltd. in Cochin, used job satisfaction as aprimarycomponent.

ManiamKaliannan,Samuel NarhAdjovu (2014)

This study explores the strengths and weakness of the employee and
engagementstrategiesimplementedbyatelecommunicationsorganizationinGhana. Theoutco
meofthisresearchinvestigatesandexplicitoverviewoftheemployeeengagementtrendatMTNG
hana.Thisstudyalsohelpstoexaminetheemployeeengagementstrategiesinrelation to

organizational success.
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VipulSaxena&RachanaSrivastava,(2015)

This study demonstrates that employee commitment is the level of an
employee’s involvement and commitment to his or her organization and
values. It measures of an employee’s positive or negative attitude toward their
work, colleagues and organization that affects their willingness. Employee
engagement directly impacts their productivity, loyalty, engagement and

decreased attrition.

OBJECTIVES OF THE STUDY
» Toidentifyandstudythe factorsoftheemployee engagement

» Toexaminetheemployeeengagementamongthe employeesinorganization
STATEMENT OF THE PROBLEM

Thedifficultythatorganizationsexperienceincreatingaworkenvironmentthatinspirespeo
pleto be dedicated, effective, and loyal is referred to as the "problem of employee
engagement."Low employee engagement can result in high employee turnover rates,
decreased
productivity,andultimatelylowerorganizationprofitability. Employersfaceadifficultyinfoste
ringaworkenvironment where employees feel a sense of purpose, belonging, and
happiness while alsoidentifying and resolving the issues that lead to disengagement. A
comprehensive strategy isneededtoaddresstheissueoflowemployeeengagement.
Thisstrategy
shouldincludedeterminingtherequirementsandpreferencesoftheworkforce,enhancingcom
municationandtransparency,offeringchancesforprofessionaldevelopment,andpromotingap

leasantworkplace culture.
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FRAMEWORK OF THE STUDY
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RESEARCH METHODOLOGY

Research methodology is a way of describing how the researcher intends to conduct
his research. It is a rational, methodical approach to a research question. Methodology
explains how a researcher conducts a study to obtain accurate and legitimate data that fulfils
his goals and objectives. It includes the data they collect, where they get it, how they collect it

and how they analyse it.
RESEARCH DESIGN

The research design chosen for this study is a descriptive approach. research design
Arrangements for collecting and analysing data in a particular way. actually, A study design is
the conceptual structure in which the study is conducted and the study is organized. A

blueprint for collecting, measuring, and analysing data.

SAMPLESIZE

The sample size taken from the employees of the Colorant textile
company which covers aspecific technical sector in Namakkal. The total sample
size for the main study is 104.

Thevaluableresponsesarefromthe104employeesthroughthequestionnaires.
STATISTICAL TOOLS

The tools used in this study are percentage analysis, chi-square and Correlation.

QUESTIONNAIREDESIGN

A structured questionnaire was used to collect information from the
respondents working in
acoloranttextilecompany,namakkal, Likertscaleandclosedendedquestionswerecolle
cted.
RELIABILITYOFTHEQUESTIONNAIRE

Areliabilitycheckwasconductedtocheckthereliabilityofthequestionnaire. TheCronbach's
alphavalue is 0.814, whichmeans that thequestionnaireis reliable.ASample of 21wastaken to
testthereliabilityofthe questionnaire.
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ReliabilityStatistics

Cronbach’salpha | Nofltems

0.814

20

DATA ANALYSIS AND INTERPRETATION

Data are analysed using statistical tools. We used simple percent analysis, chi-square

test and correlation test. Below we discuss how to find significant relationships between
dependent and independent variables and how to cross tabulate them.

Gender
SI. No Factors | Frequency | Percent
1 Male 70 67.3
2 Female 34 32.7
Total 104 100.0

GENDER

0

MALE

FEMALE

The above table shows that 32.7% of the respondents are
Female and 67.3% of therespondentsareMale.
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Awareness about the Employee Engagement

Sl. No | Factors | Frequency | Percent

1 Yes 76 73.1
2 No 28 26.9
Total 104 100.0

DO YOU KNOW ABOUT EMPLOYEE ENGAGEMENT?

DO YOU KNOW ABOUT EMPLOYEE ENGAGEMENT?
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Fromthetable,itisclearlystatesthat73.1%respondentsknowabouttheem
ployeeengagement, 26.9%respondentsaredo notknowabout

employeeengagement.

Nominate company as “best place to work”

SI. No |Factors| Frequency | Percent

1 Yes 69 66.3
2 No 35 33.7
Total 104 100.0

WILL YOU NOMINATE YOUR COMPANY AS " BEST PLACE TO WORK"?

YES NO

WILL YOU NOMINATE YOUR COMPANY AS " BEST PLACE TO WORK"?
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From the above table, it is inferred that 66.3% of respondents chosen yes
and 33.7% of
therespondentschosennoforthestatementtheyfeelthattheirworkplaceispositivea

ndmotivating.

Manager Cares as a person

SI. No Factors Frequency | Percent
1 Strongly Disagree 1 1.0
2 Disagree 3 2.9
3 Neutral 7 6.7
4 Agree 62 59.6
5 StronglyAgree 31 29.8
Total 104 100.0
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MY MANAGER VALUES MY OPINIONS

STRONGLY DISGAREE NEUTRAL AGREE STRONGLY
DISAGREE AGREE

MY MANAGER VALUES MY OPINIONS

From the table, it is inferred that 63.5% of respondents agree, 4.8% of
respondents disagree,26.9% of respondents strongly agree and 1.0% of
respondents strongly disagree with
thestatementthattheemployeesfelttheirskillsandcapabilitiesarebeingusedintheo

rganization.
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CHI-SQUARE
HYPOTHESISI

NULLHYPOTHESIS(HO0): ThereisnoSignificantrelationshipbetweenExperienceandCommit
ment

ALTERNATIVEHYPOTHESIS(H1): ThereissignificantrelationshipbetweenExper
ienceand Commitment.

AreYouFeeling ExcitedAboutComingtoWork
1.00 2.00 3.00 4.00 5.00
Total
Experience 1.00 1 5 9 19 20 54
2.00 1 1 4 5 19 30
3.00 1 6 1 5 5 18
4.00 0 0 0 2 0 2
Total 3 12 14 31 44 104
Chi-SquareTests
AsymptoticSig
nificance(2-
Value D sided)
f
PearsonChi-Square 22.702° 12 .030
LikelihoodRatio 21.185 12 .048
Linear-by- 1.088 1 297
LinearAssociatio
n
NofValidCases 104

a.12cells(60.0%)have expectedcountlessthan5. Theminimumexpectedcount is.06.
Interpretation

Fromthetable
4.2.1,itisinferredthatthecalculatedvalueis22.702isgreaterthanthe
tablevalueis21.026.Hence, Hy is rejected and H1is accepted.

Inference

ThereisasignificantrelationshipbetweenExperienceCommitment and Experience.
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HYPOTHESISII

NULLHYPOTHESIS(Ho): Thereisnosignificantrelationshipbetweenlinc
omeandEmpowerment.

ALTERNATIVEHYPOTHESIS(H1): Thereisasignificantrelationshipbetwe
enlncomeandEmpowerment.

DoYouFeelEmpoweredatWork
?
1.00 2.00
Total
Income (Inr) | 1.00 9 12 21
2.00 37 23 60
3.00 0 11 11
4.00 5 7 12
Total 51 53 104
Chi-SquareTests
Asymptotic
Significance
Value df (2-sided)
PearsonChi-Square 14.9962 3 .002
LikelihoodRatio 19.273 3 <.001
Linear-by- 1.745 1 .186
LinearAssociatio
n
NofValidCases 104

a. 0 cells (0.0%) have expected count less than
5. The minimumexpectedcount is5.39.

Interpretation

From the table 4.2.2, it is inferred that the
calculated value is 14.996 isgreaterthan the table
valueis7.815. Hence, Hy is rejected and H1isaccepted.

Inference

Thereisasignificantrelationshipbetweenlncome andEmpowerment.
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NULL HYPOTHESIS(Ho): There is no significant relationship
between EmployeeEngagementand Recognition.

ALTERNATIVEHYPOTHESIS(H1): Thereisasignificantrelationshipbetween
EmployeeEngagementand Recognition.

Correlations

Do |
YouKnowAbo | FeelRecognize
utEmployeeEn d for
gagement? HardWork
andSuccessAt
Work
DoYouKnowAboutEmplo PearsonCorrelation 1 147
ee . -
y Sig.(2-tailed) .013
Engagement?
N 104 104
IFeelRecognized PearsonCorrelation 147 1
ForHardWorkandSuccessa Sig.(2-tailed) 013
tWork
N 104 104

Interpretation

It is inferred that significance value 0.013 is less than critical value
Hence
Hoisrejected. Thisshowsthatthereisasignificantrelationshipbetweenemploy

0.05.

eeengagementandrecognition.

Inference

ThereisasignificantrelationshipbetweenEmployeeEngagementand Recognition.
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NULL HYPOTHESIS (Ho): There is no significant relationship
between employeeengagementand Job satisfaction.

ALTERNATIVEHYPOTHESIS(H1): Thereisasignificantrelationshipbetween
employeeengagementand Job satisfaction.

Correlations

Do | Enjoy
YouKnowAbo MyWork
utEmployeeEn | andUltimatelyS
gagement? atisfiedwithTh
e
Job,IDo
DoYouKnowAbout PearsonCorrelation 1 104
EmployeeEngage Sig.(2-tailed) 026
ment?
N 104 104
IEnjoyMyWorkandUItimatel| PearsonCorrelation 104 1
Satisfied ; -
y Sig.(2-tailed) 026
WithTheJobIDo
N 104 104

Interpretation

It is inferred that significance value 0.026 is less than critical value 0.05.

Hence

Hoisrejected. Thisshowsthatthereisasignificancerelationshipbetweenemploye
e engagementandJob satisfaction.

Inference

ThereisasignificantrelationshipbetweenEmployeeEngagementandJobsatisfaction.
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Findings from the study
Findings from percentage analysis
» Majority67.3%of therespondents areMale.
» Majority73.1%of therespondentsknow about theEmployeeEngagement.

» Majority64.4%oftherespondentsrecommendtheircompanyas‘“bestplacetowork.”

» Majority59.6%o0f therespondents agreethattheirmanager values their opinion.

Findings from chi square test
» ThereisasignificantrelationshipbetweenexperienceandCommitment.

» Thereisasignificantrelationshipbetweenincome andempowerment.

Findings from correlation analysis
» ThereissignificantrelationshipbetweenEmployeeEngagementandrecognition.

» ThereisasignificantrelationshipbetweenEmployeeEngagementandjobsatisfaction.

SUGGESTIONS

» Since there is a significant relationship between experience and commitment,
organizations can consider offering more opportunities for employees to gain
experience in their roles. This could be through on-the-job training,
mentoring programs, or job shadowing. Additionally, organizations can work
to enhance employee engagement and satisfaction to increase commitment.
This could be through regular feedback, recognition, and rewards programs.

» As there is a significant relationship between income and empowerment,
organizations can consider offering competitive compensation packages to
employees. Additionally, providing opportunities for skill development and
career advancement can help empower employees in their roles. This could
include offering leadership training, career counseling, and coaching.
Providing employees with autonomy and decision-making power can also

help increase empowerment. This could be through delegation of tasks and
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responsibilities, as well as involvement in decision-making processes.

» Based on these findings, it is recommended that organizations focus on
creating a culture of recognition and appreciation for their employees. This
can be achieved through various initiatives such as employee recognition
programs, regular feedback and communication, and opportunities for
professional development and growth.

» Additionally, it is important for organizations to prioritize job satisfaction by
providing a positive work environment, fair compensation and benefits, and
opportunities for work-life balance.

» Overall, by prioritizing recognition and job satisfaction, organizations can
improve employee engagement, leading to increased productivity, better

retention rates, and a more positive work culture.
CONCLUSION

Any organization must engage its workforce successfully to succeed.
Employees that areengaged in their work are more dedicated to it, more productive,
and more likely to stickin the business for a long time. Companies must foster a
supportive work environment,offer chances for advancement and development,
acknowledge and reward employeeachievements, and communicate clearly with
staff if they want to achieve high levels ofemployee engagement. Businesses may
increase  employee  productivity and motivation  byinvestinginemployee

engagement,whichwillresultin amoresuccessfulstaff.

© 2023, IRJEdT Volume: 05 Issue: 06 | June -2023 37-54



w,
lﬁﬂﬂ International Research Journal of Education and Technology

IRJEAT Peer Reviewed Journal
ISSN 2581-7795

REFERENCE
1. Robinson, D., Perryman, S. and Hayday, S. (2004), The Drivers of Employee

Engagement Report in International Journal of Communications, Network and
System Sciences, Vol.9 No.9.

2. Mahendru Et. Al, (2006), Employee Engagement: A Literature Review in
International Journal of Research and Analytical Reviews (IJRAR), Volume 06,
Issue 1, E-ISSN 2348-1269, P- ISSN 2349-5138

3. Daniel Nkansah, Raymond Gyimah, Daniel Agyemfour-Agyemang
Sarpong, James Kwasi Annan, The Effect of Employee Engagement on
Employee Performance in Ghana’s MSMEs Sector during COVID-19: The
Moderating Role of Job Resources in Open Journal of Business and
Management > Vol.11 No.1, January 2023.

4. Gemma Robertson-Smith, Carl Markwick (2009),Employee Engagement: A
review of current thinking in Institute for Employment Studies, ISBN 978 1 85184
4210.

5. Mr. S. Kasinathan, Mrs. M. Rajee (2011),A Study on Employee Engagement in
Knowledge Economy Journal of Social Sciences, Vol. 1, Issue. 2.

6. Bijaya Kumar Sundaray, (2011), Employee Engagement: Emerging Scenario in
International Knowledge Sharing Platform, Volume 3, No.8.

7. Johnson (2011), A Model to Measure Employee Engagement in Problems and
Perspective in Management, Volume 12, issue 4.

8. Dr. Susan Abraham (2012), Development of Employee Engagement Programme
on the basis of Employee Satisfaction, Journal of Economic Development,
Management, IT, Finance and Marketing, 4(1), 27-37, March 2012.

9. ManiamKaliannan, Samuel NarhAdjovu (2014),Effective = Employee
Engagement and Organization Success: a case Study in Peer-review under
responsibility of GLTR International Sdn. Berhad,Procedia - Social and Behavioral
Sciences 172 (2015) 161 — 168.

10. Vipul Saxena & Rachana Srivastava, (2015),Study of Employee Engagement —
Case of Manufacturing Sectors, International Journal of Human Resource
Management and Research (IJHRMR) ISSN(P): 2249-6874; ISSN(E): 2249-7986
Vol. 5, Issue 2.

© 2023, IRJEdT Volume: 05 Issue: 06 | June -2023 37-54


https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/journal/home.aspx?journalid=4
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/journal/home.aspx?journalid=4
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/journal/home.aspx?journalid=4
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/journal/home.aspx?issueid=8533
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/journal/articles.aspx?searchcode=Daniel++Nkansah&searchfield=authors&page=1
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/journal/articles.aspx?searchcode=Raymond++Gyimah&searchfield=authors&page=1
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/journal/articles.aspx?searchcode=Daniel+Agyemfour-Agyemang++Sarpong&searchfield=authors&page=1
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/journal/articles.aspx?searchcode=Daniel+Agyemfour-Agyemang++Sarpong&searchfield=authors&page=1
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/journal/articles.aspx?searchcode=James+Kwasi++Annan&searchfield=authors&page=1
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/journal/journalarticles.aspx?journalid=2447
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/journal/journalarticles.aspx?journalid=2447
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/journal/journalarticles.aspx?journalid=2447
https://www.scirp.org/(S(351jmbntvnsjt1aadkposzje))/journal/home.aspx?issueid=17421#122416

