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ABSTRACT

Employee engagement refers to an employee's sense of duty and belonging to their company and
its values. It improves an organization's viability by increasing maintenance, usefulness, security,
and productivity. Employees that are engaged care about their company and try to make it a
success. Employee engagement is a massive construct that touches almost every human asset
across the board. Employee involvement boosts an organization's efficiency. It is a favourable
attitude that workers have toward the company and its attributes. The research focuses on how
employee engagement may be improved is influenced by their participation in the job they
perform, as well as what tactics an organisation should utilise to keep its employees. The
descriptive research approach was used in this study to analyse the factors that influence
employee commitment in the chosen organisation. Sampling random sampling is the method
employed. The sample size was 150, and | used a questionnaire as the main technique of data
collection to get employee feedback.
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I.  INTRODUCTION

Employee Engagement Definition

It's a workplace approach that encourages all workers to give their best every day, to be
committed to the organization's goals and values, and to be motivated to contribute to the
organization's success while feeling better about themselves.

Conceptual Definition

The degree that a employee has faith in the mission, reason and upsides of an association and
exhibits that responsibility through their activities as a representative in their attitude towards the
business and clients — Derek Stockley

'Research scholar, Department of Management studies, SRM Institute of Science and Technology, Kattankulathur,
Chennai. Email id: Priyankakanthan04@gmail.com

2Assistant professor, Department of Management studies, SRM Institute of Science and Technology,

Kattankulathur, Chennai Email id: shyamalb@srmist.edu.in

Kahn (1990) defined work commitment as the "bridling of authoritative persons' identities to

their work tasks.” During job displays, people use and put themselves out there in a real,
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psychological, and authentic way. The second linked construct to authoritative behaviour
commitment is Csikszentmihalyi's mind stream (1975, 1990). Stream is defined by
Csikzentmihalyi (1975) as the 'all-encompassing mood' that people experience when they behave
with complete inclusion. The condition of stream occurs when There isn't much of a difference
between oneself and the surroundings. Individuals in Flow State need less conscious control to
complete their duties.
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Explanation
The above kural discusses relationships; the finest one is friendship, and it is one that ensures
employment. (self, salaried).

Application in Business

Individuals in the field benefit most from employee involvement with the company. Employee
involvement with the company serves as a barrier to promotion.

Il. TYPES OF EMPLOYEE ENGAGEMENT
1. Actively Engaged

Actively Engaged in employees are energetic about what they do in their job and completely
dedicated to the organization mission. These are individuals who bring an uplifting outlook, that
can stream down into different divisions. They present new suggestions and inventiveness to
settling difficulties and flourish in working in collective conditions with colleagues. You'll
discover these sorts of connected employees sharing information, teaming up additional, and
surprisingly turning into your top image advocates. These employees have an inspirational
perspective about the course the organization is going later on and feel pride in pushing the
association ahead. Another segment of solid degrees of commitment is having solid bonds with
collaborators. Effectively Drew in employees have significant connections and collaborations
with their associates and feel like they are a piece of a strong and affectionate group.

2. Not Engaged

Most employees fall into the center ground for levels of commitment. They put in their effort and
satisfy their work obligations, however they are more nonpartisan about the organization. To
them, work may simply be a check, and they need to see motivation to turn out to be more
included and burn through any additional energy past the expected set of responsibilities.
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Perhaps they're not content with how business choices are being conveyed from chiefs or they
need to find out about how their work finds a way into the master plan. This gathering may
simply require motivation to be propelled and could turn out to be effectively drawn in with an
additional push from managers and leaders.

3. Actively Disengaged

While Effectively Disengaged employees are generally the anomalies, they can immensely affect
group elements. These employees are negative and resentful about the organization and are
regularly under-entertainers. They are likely not to put time in group building exercises or
advancement openings that could help them in their vocation development at the organization.
Furthermore, if these employees are vocal with their objections and antagonism, there is a danger
of withdrawal spreading across the association. They are hard showcasing their distress. They
plant seeds of cynicism at each possibility. Day by day, effectively withdrew employees
demoralize what their drew in associates accomplish.

The capacity of an organisation to adjust up representative commitment is closely linked to its
capacity to reach higher levels and more visible business achievements.

e They are more likely to succeed and are more motivated.

e Employee commitment and adequacy interact in a significant way.

e They create a visceral connection to the project. This has an effect on their attitude
toward the organization's customers, which increases customer satisfaction.

e |t creates a sense of need, accountability, and direction in relation to corporate processes
and destinations.

I11.  OBJECTIVES OF THE STUDY
e To study employee engagement practises that are currently in place.
e To identify the employee's perspective on working circumstances that improves
representative commitment
e To determine Employee commitment is influenced by possibilities provided by the
organisation.

IV. REVIEW OF LITERATURE

Employee involvement was the focus of their research (Harter, Schmidt, and Hayes, 2002),
representatives were often asked "if they receive the chance to do what they do best on a daily
basis." One out of every five workers strongly agrees with this assertion. Those work units that
score higher on the opinion scale have more complicated execution. As a result, every
organisation that seeks to retain valued personnel must take employee commitment seriously.

It has been shown by Watson Wyatt counselling organisations that there is a common link
between representative dedication, buyer unwaveringness, and usefulness. In a virtual used
society, as firms globalise and get more dependent on technology, there is a greater demand than
to unite and pull in labour forces to supply them by a hierarchical ‘character.’
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Joyner (2015) suggests when zeroing in on creating representatives that associations should have
a go at coordinating advancement into the day by day work assignments rather than a more
customary study hall approach. Improvement done this way may prompt more accomplishment
in long haul conduct change and be more successful in getting new information.

Shashi (2011) emphasised the importance of employee communications in a company's success.
She argued that, more than anything else, a corporation should recognise the significance of
labour forces as the most important provider to a company's operational position

Bijaya Kumar Sundaray (2011) focused on various variables that lead to representative
commitment. Great consideration on responsibility systems will improve the authoritative
adequacy improved usefulness, benefits, quality, customer fulfilment, representative
safeguarding and expanded adaptability.

According to Siddhanta and Roy (2012), if an organisation carries out current "Representative
Commitment” operations, which are doable, then they may supplement investigations of
previous findings by adding on to their current exploratory/overviewing operations.

"To find out what factors are predicted to foster labour force connections,” Singh and Shukla
(2012) have conducted an investigation.

One or two controls were selected for review, according to Kahn (1990). It was discovered that
the findings of Freud (1922), Goffman (1961), and Merton (1957) along with the work of two
subsequent researchers (Slater 1966 and Smith and Kular et al. (2008) confirmed that there are
five important elements to personality: How is it different to be "engaged™ or "dedicated"? How
can the commitment be controlled? Do you have any thoughts on what a company's engagement
values are? There are additional attributes in addition to employee engagement that have a role in
the overall employee personality. Employee engagement is a direct correlation to speaking out,
since workers that are engaged tend to speak out more often.

Robertson-Smith and Markwick (2009) delved into the complicated and seemingly contradictory
concepts of employee engagement and came to a number of interesting conclusions, as there is
much room for deliberation when it comes to employee engagement.

Simpson (2009) conducted a literature review to learn about the current circumstances in which
they are doing an in-depth investigation on each person. These four lines of commitment
assessment were put on display in this audit, which evaluated the many features and problems
associated with commitment at work.

Bibliography on Representative commitment, such as Susi and Jawaharrani (2011), investigated
numerous articles on the issue of representative commitment, such as the implementation of
work culture and strike a balance between serious and fun activities. To increase employee
commitment, these authors recommended organisations test these management strategies and
practises. The well-being of an employee is dependent on having both meaningful and fun tasks
to do.

The goal of the research conducted by Slam and Gantasala (2011) was to explore the causes and
implications of representation commitment in Jordanian business.
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Bhatla (2011) put a great deal of effort into explaining the conditions for such labour forces and
the possibility that their existence would benefit the company's overall success and job adequacy.
As with the management administration's efforts to raise organisational participation for the
company's long-term sustainability, the HR administrators' difficulties were also highlighted.

This focuses the challenges of similarity brought about by changes in definition. Therefore,
individuals commitment has the presence of being yet extra pattern, or what not many
individuals may call "old wine in an alternate container".

Employee commitment has also been defined as passionate and scholarly affiliation to the
organisation (Baumruk 2004, Richman 2006, and Shaw 2005) or the measure of adaptive effort
discovered by representatives in their task (Baumruk 2004, Richman 2006, and Shaw 2005).
(Honest et al 2004).

Despite the fact that everyone knows that having an extremely difficult time of trying to figure
out what a representative commitment is, as Kahn (1990) points out, Bracket et al (2006)
describe employee commitment as "encouragement for work."

V. RESEARCH METHODOLOGY
Research design:

Actual values are used in descriptive (empirical) research. During the description, it may get a
part of the evidence. The configuration of research varies depending on the area and the inquiry
being conducted.

Data collection method:

The survey technique is used to acquire primary data. A questionnaire has been created. It was
sent to all of the responders.

Sampling design: Random sampling design

It is the fundamental sampling method where we hand-picked a group of people (a sample) for
learning from a bigger group (a population). Each individual subject is chosen completely by
random, and each resident has an equal chance of being included in the sample.

Sample size:
Te sample size taken for the study is 150.

VI. FINDINGS
1. Gender Debate Vs Years Of Experience

Gender * Yrs experience Cross tabulation

Count

Yrsexperience Total
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<5 6-10 11-15 |[16-20 |[>20
Male |26 94 41 67 8 236
Gende
r Femal |20 22 35 13 9 99
e
Total 46 116 76 80 17 335
Chi-Square Tests
Value |Df Asymp. Sig.
(2-sided)
Pearson Chi-Square 31.735% |4 .000
Likelihood Ratio 31.634 |4 .000
Linear-by-Linear 118 1 731
Association
N of Valid Cases 335

a. The percentage of 0 cells (0.0%) projected to have a
count less than 5 is close to zero. It is predicted that the
anticipated count will be about 5.02.

Because the p-value is less than 0.05, it is clear that there is a substantial difference between
genders and years of experience at this organisation.

2. MODEL CONSTRUCTON

1. Symmetric Measures

Value |Asymp. Std.|Approx. |Approx.
Error? T® Sig.

Interval by . -.019 .057 -.343 732°

Pearson's R
Interval
Ordinal by Spearman -.020 .056 -.361 718°
Ordinal Correlation
N of Valid Cases 335

a. The null hypothesis is not assumed, rather, the alternative hypothesis is sought.
b. Hypothesize the null and use the asymptotic standard error as an estimate of the

population standard deviation.

c. The calculation is approximated based on the usual approximation.

No. of variables in your model:

No. of observed variables:
No. of unobserved variables:
No. of exogenous variables:
No. of endogenous variables:

6
3
3
3
3
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Weights  Covariances Variances Means Intercepts Total
Fixed 3 0 0 0 0 3
Labeled 0 0 0 0 0 0
Unlabeled 2 0 3 0 3 8
Total 5 0 3 0 3 11
No of distinct sample moments: 9
No of distinct parameters to be estimated: 8
Degrees of freedom (9 - 8): 1
Approximations (Group number 1 - Default model)
Estimates using Scalars (Group number 1 - Default model)
Estimates of Maximum Likelihood
Regression Weights: (Group number 1 - Default model)
Estimate S.E. C.R. P Label
Employee <... Organisational 999 000 110638.472 *** par 1
engagement component
Employee <--- Individual component  [1.002 000 55235.608 *** par 2
engagement
Iteratio I\!egatlve Conditi ~ Smallest Diamet NTrie .
eigenvalu : F Ratio
n e on # eigenvalue er S
0 e 1 103 9999.00 5370.13 0 9999.00
0 2 0
1 i 1 -27.028 1.372 2649'93 20 1.448
2 ¢ -402.930 ooa 2780 g 1.382
3 e 1 1118.794 oog ;0% g 963
4 e 1 55.863 006 4 s 533
5 i 1 -250.915 .051 i790'40 8 1.083
6 e 1 -53.080 .013 3700.22 6 634
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Negative

Iteratio - Conditi  Smallest Diamet NTrie .

eigenvalu . F Ratio
n e on # eigenvalue er

* 8
7 e 1 -20.791 o5 34 g 889
8 e -32.308 059 B8 g 704
9 ¢ -696.134 095 3657'“ 5 958
10 e 1 536,602 003 5502'71 10 844
11 ¢ 2440.297 o7 2 g 1.087
12 e 1 -3841.568 005 B0 g 970
13 ¢ -16588.510  .006 3672'39 5 1.098
14 ¢ 10507687 003 09 s 934
15 ¢ 2617352423 002 845052 5 1.249
16 e 3 47240940124 000  828.883 28  .700
10

17 e 1 621745988 000 828477 5 1.059
18 e 1 621745988 000 828477 6 1.008
19 e 1 621745988 000 828477 6 1.008
20 e 1 621745988 000 828477 6 1.008
21 e 1 621745988 000 828477 6 1,008

Weights for Standardized Regression: (Group number 1 - Default model)

Estimate
Employee engagement <--- Organisational component |.895
Employee engagement <--- Individual component 447

Intercepts are defined as: (Group number 1 - Default model)
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Estimate S.E. C.R. P Label

Organisational component
Individual component
Employee engagement

39.100 1.366 28.622 *** par_3
20.544 678 30.292 *** par_4
-.005 001 -8.624 *** par_5

Variations: (Group number 1 - Default model)

Estimate S.E. C.R. P Label
el 463.295 41.584 11.141 *** par_6
e2 114.648 10.270 11.164 *** par_7
e3 .000 .000 11.141 *** par_8

Multiple Squared Correlations: (Group number 1 - Default model)

Estimate

Individual component
Organisational component
Employee engagement

.000
.000
1.000

par 1 par 2 par 3 par 4 par 5 par 6 par 7 par_ 8

par_1 | 1.000
par_ 2 | .000  1.000

par 3 |.000 .000  1.000

par_4 | .000 .000 .000
par 5| -.643 -679 .000
par_ 6 | .000 .000 .000
par_7 | .000 .000 .000
par_8 | .000 .000 .000

1.000

.000  1.000

.000 .000 1.000

.000 .000 .000 1.000

000 .000 .000 .000 1.000

Model NPAR CMIN

Default model | 8 828.477

Model AIC BCC BIC CAIC
Default model | 844.477 844.671

Minimization:  .047
Miscellaneous: .123
Bootstrap: .000
Total: 170
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.

Organizationalcomponent
) \

g

Employeeengagement

Individualcomponent

Gender is a key factor in affecting employee experience in the model.

Model analysis

Employee engagement is determined by both individual and organisational factors, according to
this viewpoint. Both criteria should be given equal weight in order for a company to achieve
employee engagement.

3. REGRESSION

The dependent variable is qualification.

The knowledge of performance assessment is the independent variable.

R has a value of 0.132. As a result, the connection between is only faintly positive.

The R square value is 18%, indicating that qualification has an 18% influence on performance
assessment. These two factors have a significant influence.

Model Summary

Mode |R R Square |Adjusted R |[Std. Error of
I Square the Estimate
1 1328 018 014 282

a. Predictors: (Constant), awareness abt appraisal

ANOVA?
Model Sum of [ df Mean F Sig.
Squares Square
Regression |.352 1 352 4.428 .036"
1 Residual 19.712 248 .079
Total 20.064 249

a. Dependent Variable: Qualification
b. Predictors: (Constant), awarenessabt appraisal

Coefficients?
Model

Standardized |t
Coefficients

Unstandardized Sig.

Coefficients
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B Std. Error | Beta
(Constant) 1.142 .031 36.363 |.000
1 awarenessabt -.026 .013 -.132 -2.104 .036
appraisal

a. Dependent Variable: Qualification

4. FREIDMAN TEST
Employees' years of experience and admiration are both affected significantly.
Ranks

Mean Rank

Yrs experience | 1.89
Appreciation  |1.11

Test Statistics®

N 250
Chi-Square |194.000
Df 1
Asymp. Sig. |.000

a. Friedman Test
5. KRUSAL WALLIS TEST (H TEST)

Qualification Vs Career development

The organisation will greatly benefit from the project because of the large influence on
professional growth. One of the most crucial parts of professional advancement is a steady work
history that includes both education and experience. To develop in their jobs, people must retain
their required skill and knowledge (Competency), regardless of the degree they received from a
school.

VII.  CONCLUSION

Other terms for employee communication include "employee engagement™ and "engagement of
employees." The best thing that workers can do to have a favourable attitude regarding the
company and its qualities is to have one. Its prominence is growing swiftly, its use is increasing,
and its value in the workplace is rising and it has a wide range of consequences. Employee
commitment emphasises the importance of representative contact in a company's Success.
Employees, more than any other variable, should be seen as fantastic supporters of an
organization's serious viewpoint in this manner. As a consequence, representational commitment
should be a never-ending cycle of learning, improving, estimating, and acting. As a consequence,
we may assume that creating and sustaining employee engagement is a company's duty, and that
a successful project requires the correct mix of time, effort, responsibility, and risk.
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