
1052 M. Harisha, Dr. K. Sravan Kumar

International Journal of Engineering Technology Science and Research
IJETSR

www.ijetsr.com
ISSN 2394 – 3386

Volume 4, Issue 12
December 2017

A Study on Employee Engagement of Employees Working in
Private Organizations in Warangal

M. Harisha1, Dr. K. Sravan Kumar2

1Research Scholar, Department of Management, Sri Sathya Sai University of Technology and Medical
Sciences, Madhya Pradesh – India

2Assistant Professor, Department of Management, SVS Group of Institutions, Warangal, Telangana India

ABSTRACT - The purpose of this paper is to know employee engagement in private organizations. The perception of
employee about the engagement activities in their organization is explained. It is evident that private organizations are
implementing employee engagement activities in different ways. The employees are comfortable with existing employee
process in organization. The influence of demographic variables on employee perception towards employee engagement
is analyzed.

Index Terms— emotional engagement, cognitive engagement, physical engagement, work engagement, job
engagement.

I. INTRODUCTION

The involvement of employee with enthusiasm, job
satisfaction while performing tasks at workplace
can be referred as employee engagement. The
employee commitment for better business outcomes
is also referred as employee engagement. Employee
engagement is mandatory for any organization
because unless employees are involved the
organizational cannot be met. Example if front-line
employee in a hotel does not welcome or greet the
customer or left unattended then it leads to customer
dissatisfaction. The modern organizations are
gaining competitive advantage with employee
engagement. In this study the employee engagement
is described with regard to engagement of
employees in private organizations.

The personal enthusiasm of an employee is
regarded as employee engagement in work role.
Employee engagement is a good tool to help for
every organization to strive to gain competitive
advantage over the others [2] The various factors
which influence employee engagement can be
leadership, work environment, team and co-
workers, training programs, development activities,
organizational policies, compensation packages and
workplace wellness programs.

The employee creativity is influenced by

employee engagement at workplace which must be
supported by empowering leadership and
psychological empowerment [9]. The work
engagement gets influenced by job crafting and
proactive personality and it leads to effective in-role
performance of an employee [3].   According to [7]
the direct superior behavior in creating
organizational culture influences employee
engagement at workplace. The factors like
relationship development, co-worker behavior,
work environment and opportunity for learning
influences employee engagement behavior.

A. Research Objectives

1. To know about physical engagement, emotional
engagement and cognitive engagement among
private employees.

2. To know the impact of demographic variables in
dimension of employee engagement.

II. REVIEW OF LITERATURE

Employee engagement leads to high productivity
and reduced absenteeism at workplace. [1] had
developed a research framework which considers
three major factors like individual factors, employee
engagement and work outcomes. They have
considered variables like job engagement,
organizational commitment, organizational
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engagement organizational citizenship behavior and
intention to quit while studying about employee
engagement.

[6] had considered factors like job
engagement, job involvement, job satisfaction,
intrinsic motivation as mediating variables while
task performance and organizational citizenship
behavior are dependent variables. The Kahn’s
Theory is base for studies related to employee
engagement [6]. Work engagement can be
explained with dimensions like physical, emotional
and involvement of an individual in their work. The
work engagement has an impact on task
performance and contextual performance [4].

According to [5] internal communication is
very important for attaining employee engagement.
Internal communications is about social
communication between management and
stakeholders of the business. The internal
communications are very important for
sustainability of the organization. Employee
engagement is the degree to which an individual use
their full physical, emotional and cognitive
capabilities to complete their job. The leadership
style has an impact on effective implementation of
employee engagement at workplace. The support
team is the key determinant of employee
engagement in organizations [8]. According to [2]
the work environments, team and co-worker
relationship determines employee engagement and
it subsequently leads to employee performance.

III. RESEARCH METHODOLOGY

The sample size for the study is 120 and they are
selected using multistage sampling. Initially the
respondent should be an employee working in any
private organization. In second stage they need give
responses for the structured closed questionnaire.
The objective of the research is explained to
employees. There are three demographic variables
which are age group, gender and experience. The
three factors in the measurement scale are physical
engagement (PE), emotional engagement (EE) and
cognitive engagement (CE).

The items for each factor are procured from
previous published scales. The list of items under
each factor and their sources are shown in Table 1.
The nine items in the scale are measured using
Likert-type 5 point scale where ‘5’ means strongly
agree and ‘1’ means strongly disagree. The

secondary data is collected from books, journals,
internet sources. The data collected through
structured questionnaire are analyzed through
statistical package for social sciences (SPSS)
version 20.0. The statistical tools like descriptive
statistics and analysis of variance (ANOVA) are
implemented. The hypotheses were tested using
ANOVA and the results are explained.

TABLE 1: MEASUREMENT SCALE OF THIS
STUDY

Factor Items Source

1. Physical
engagement
(PE)

1.  I work with full
intensity on my job

2. I devote a lot of energy
to my job

3. I strive as hard as I can
to complete my job.

[6]

2. Emotional
engagement
(EE)

4. I feel energetic at my
job.

5. I am proud of my job.

6. I am excited about my
job.

[6]

3. Cognitive

Engagement
(CE)

7. At work my mind is
focused on my job.

8. At work, I concentrate
on my job.

9. At work, I devote a lot
of attention to my job.

[6]

(Source: Developed by the researcher)

IV. DATA ANALYSIS

Out of total 120 respondents 59 percent are male
and 41 percent are female employees. 26.7 percent
of the respondents belong to ‘below 28 years’ age
group, 39.2 percent belongs to ‘29 to 35 years’ age
group, 20.0 percent belongs to ‘36 to 45 years’ age
group and 14.2 percent belong to ‘above 45 years’
age group. Among the respondents 39.2 percent of
respondents have experience less than 2 years, 22
percent of them have experience between 2 to 5
years, 27 percent of employees have experience
between 6 to 8 years and 12 percent have more than
8 years of experience.
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TABLE 2: DESCRIPTIVE STATISTICS

N Min. Max. Mean Std.
Dev.

PE 120 3.33 5.00 4.15 0.43

EE 120 3.33 5.00 4.10 0.48

CE 120 4.00 5.00 4.23 0.28

Valid N 120

(Source: Output from SPSS)
According to values in Table 2 the employees’
personal engagement (PE), emotional engagement
(CE) and cognitive engagement (EE) mean values
are 4.15, 4.10 and 4.23 respectively shows evidence
of employee engagement in private organizations.
The standard deviations for PE, EE and CE are
0.43, 0.48 and 0.28 shows that cognitive
engagement (CE) is high among the three
dimensions of employee engagement.

H1: The age group of employees has an impact on
their physical engagement at workplace.

TABLE 3: ONE WAY ANOVA (AGE GROUP
AND PHYSICAL ENGAGEMENT)

Sum of
Square
s

df Mean
Square

F Sig.

Between
Groups

1.413 3 0.471 2.57 0.058

Within
Groups

21.239 116 0.183

Total 22.652 119

(Source: Output from SPSS)

Result: According to Table 3 H1 is rejected because
‘p’ value is more than 0.05. Hence employee age
does not influence employee engagement at
workplace.

H2: The experience of employees has an impact on
their emotional engagement at workplace.

TABLE 4: ONE WAY ANOVA (EXPERIENCE
AND EMOTIONAL ENGAGEMENT)

Sum of
Squares

df Mean
Square

F Sig.

Between
Groups

5.502 3 1.834 9.27 0.000

Within
Groups

22.939 116 0.198

Total 28.441 119

(Source: Output from SPSS)

Result: According to H2 is accepted because the
value of p’ is less than bench mark value 0.05.
There is an association between experience and
emotional engagement among the employee.

V. CONCLUSION

The employees in private organization are engaged
with sufficient work and it is one of the causes for
their job satisfaction. The age of employees does
not influence physical engagement. The employees
in private sector has same rate of emotional
engagement irrespective of their experience. The
means values for all the three factors are above 4
from Table 4 shows that employees in private sector
are happy towards their job and their organizations.

VI. LIMITATIONS OF THE STUDY

The research is not conducted in a specific company
because many organizations in Warangal are
medium and small therefore it had been difficult to
get data more respondents. Even though employees
from various organizations are considered the
results cannot be generalized. There might be some
other dimension for employee engagement which is
not considered in this study.

VII. FUTURE RESEARCH

The research on employee engagement must be
conducted from the perspective of personal factor
and social factors. The relationship between job
satisfaction and employee engagement should be
analyzed by future researchers. The impact of
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organizational policies on employee engagement
activities should be studied by future researchers.
The employee engagement in public sector
organization should be researched in future.
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