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Abstract

India is the world’s largest sourcing destination for the Information Technology (IT) Industry, accounting
for approximately 67 percent of the US$ 124-130 billion market. The Industry employees about 10 million
workforces. Most of the IT projects fail not because of technology but because of people. As Human
resources are considered as key for the success of any business. It is essential to nurture them regularly.
Sound Employee experience plays a vital role in retaining employees and helps in achieving overall
development of organisation by increasing in employee productivity and employee morale. Employee
engagement determines the sustainability. This study helps in understanding employee experience
considering organisational climate, internal policies and leadership as main antecedents for employee
experience and role of employee experience in building employee engagement. This survey is conducted
considering employees perspective in IT companies in Bangalore.
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1. Introduction

“Engagement is an outcome of a healthy culture” (Denison Consultancy survey 2016). The organisation
is made up of individuals with different talents, personalities, and goals, the organisation will have a
distinct culture. Employee engagement determines the association of person with the organisation. It is
degree of how much an employee is involved, empowered, motivated, and committed towards his job and
organisation. Engaged employees are more concerned about the future of the organisation and willing to
invest more efforts for development of organisation.

Employee experience is defined as cognitive experiences of employees in organisation, measured in
relation to organisational climate, internal policies and leadership in this study.

The proposed conceptual framework for this paper is as indicated in figure 2.1.

“Engaged employees are not just committed but passionate about their work. Engaged employees are more
profitable, productive, focused, have fun and less likely to live company because they are engaged”
(Gallup organisation USA 1990).

According to IES (Institute of Employee Studies), Employees engagement is a positive attitude held by
the employee towards the organisation and its values”.
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The Organisation always looks for people who are generally enthusiastic to come to work every day and
are highly passionate about their work. To strengthen the bond with employees one must invest in the
development of their employees.

Organisation climate is regarded as the shared perceptions employees have regarding the events, practices,
and procedures of their organisation (Patterson West, Shckleton, Dawson, Lawthom, Maitlis, Roinson and
Wallance 2005). Researchers have consistentely evidenced the influence of a resource- rich organisational

climate on employee outcomes that, in turn, enhance an organisation’s productivity and competitiveness
(Kuenzi and Schminke 2009).

Engaged workers are positive about their work and feel that they are performing their job well (Bakker
and Leiter 2010). Job engagement has been found to increase individual job and organisational
performance (Bakker and chafeli 2008). The majority of research on organisational climate has examined
its direct relations with employee outcomes”.

When organisations put sound HR practice in place, they are likely to discover that employees feel
satisfied, safe and will work to their full potential.

India is the world’s largest sourcing destination for the information technology (IT) Industry, accounting
for approximately 67 percent of the US$ 124-130 billion market. The Industry employees about 10 million
workforces. Most of the IT projects fail not because of technology but because of people. The Indian IT
and IT services industry is divided into 4 segments. IT services, Business Processing Management,
Software products and engineering services and hardware.

2. Literature Review:
Organisation Climate:

Timothy C Koch (2013) examined the relationship between an integrative organisational climate and job
engagement and family focused integrative climate and job engagement. The study extends such research
by examining the mediating role of job satisfaction between climate and job engagement. The
organisations in identifying strategies to faster resource-rich climate that can contribute to enhance job
and organisational performance.

P Permarupan, at al (2013), examined the impact of organisational climate on employee work passion and
organisational commitment, considering clarity standards, responsibility, flexibility and rewards and team
commitment as dimensions for organisational climate. Organisation climate is deemed to be important for
higher productivity, greater passion for the business and a deeper engagement with customers. A positive
climate encourages employee’s productivity and decreases turnover. Organisation climate induces work
of passion and a passionate employee will be able to contribute more effectively towards the growth of
the organization. An excellent organisation will enable enhanced economic development.

Lars Putter, Delft (2010), this study revealed relationship between organisational climate, employee
engagement and organisational performance in multinational companies. The management support and
organisation unit size will have an impact on organisational climate and organisational culture has impact
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on financial performance, employee engagement and operational performance. This study highlights that
the perception of organisational climate is more positive for employees higher up in the organisation, that
is, top managements climate perception is more positive than middle managements climate perception.

HR Practices:

Jani, at al (2016), say that employee engagement is vital now days to overcome turnover and retention
issues. There are various drivers for employee engagement. Among them human resource practices is one
of the strongest. This will lead to intrinsic motivation and psychological empowerment. This research
reveals there is positive co-relation between human resources management practices and employee
engagement.

Joseph Jakisa Owor (2016) investigated the relationship between human resources practices, employee
engagement and organisational citizenship behaviours in select firms in Uganda. Five antecedent
variables demonstrated a significant role in creating relationship between organisational culture and
employee engagement. They are role clarity, collaboration, job security, compensation fairness and
development. This study reveals that employee engagement is a significant mediator between the human
resources practices and organisation citizenship behaviour.

Leadership:

Sakovska (2012), found the importance of employee engagement in business environment. Organisational
culture, leadership style, autonomy, have influence on employee engagement and this leads to employee
productivity, customer services, less turnover, organisational performance and profitability. Inter personal
relationship with colleagues and supervisors are very essential for employee engagement.

Taran (2009), studied the influence of leadership styles on employee engagement in work place.
Engagement is a challenging process and organisations should take more time for this. The study reveals
that leadership behaviours are more conducive to increasing employee engagement at workplace. Leaders
play a vital role in development of employee engagement by projecting ideals and characteristics that are
tied to engagement variables such as supportive, providing a vision to employees so they can perform
effectively. Disengaged workforce is costly to an organisation in this global market. An engaged
workforce has higher levels of commitments to the organisation, lower intentions of to turnover and higher
rates of satisfaction.

Employee Engagement:

Chandini (2016), in her study, tried to understand what employee engagement is and what the drivers of
employee engagement are. This paper highlights about engagement at macro level and micro level, at
individual level and at organisational level. And different approaches for new employees like strong
induction programmes, rigorous training and developmental programmes, certification programme and
giving them a realistic job preview. Employee engagement is key to improve organisational performance.

In this study David Vizzuso (2015), found that leaders design strategies to engage employees. Improving
employee engagement may increase the likhood of improving customer satisfaction, which directly
influences financial stability of organisations while improving manager’s ability to lead. The influence of
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leadership on employee engagement plays an important role in increasing organisational productivity,
efficiency and financial success.

Reward and Recognition:

Scott (2010), reveals encouraging employee engagement with rewards and policies and programs. The
study confirms that rewards structures, programs and policies influence employee engagement.
Organisations which encourage managers to engage employees by making it a performance criteria and
rewarding engagement through incentive programs indicate that organisations are highly engaged.

Grey Bartomiejczuk (2015), states how recognition programs impact employee engagement. Recognition
programs play a vital role in bringing positive change in the workplace. Recognition the key to achieve
employee engagement. By making the programs strategic and peer to peer recognition helps in engaging
employees.

Dr. Trent Kaufman (2013), found that reward and recognition has impact on employee engagement.
Employees receiving strong recognition are much likely to generate innovations and increased efficiency
at work. An employee states that recognition is more effective at increasing their engagement,
performance and innovation. This study helps in understanding how performance recognition fuels
employee innovation and output.

Job Demand and Resources:

Munish (2017) revealed that retention is constructing for employee engagement. The study reveals that in
this competitive global market, retaining employees is a critical challenge in any organisations. Engaged
and retained employees are motivated, highly dedicated, and ambitious, always lead by example, and align
personal goals towards organisational goals. Employee engagement is highly co-related with nature of
job, communication, leadership styles trust levels and job autonomy, levels of motivation, work
involvement, support from organisation, performance appraisal, quality of work life, level of involvement
in decision making, opportunity to grow are the strongest drivers of employee engagement.

Wilma. B Schaufeli (2004), found a relationship between job demand and job resources with employee
engagement. It covers the stability of employees, autonomy given to employees to take decisions and
retention of employees etc. This study helps in understanding how job demand and resources are linked
with employee engagement.

Quality of work Life:

Selahattin Kante( 2012), found the relationship between quality of work life with work engagement. Blue
collar and white collar employees perceived different aspects of their quality of work life and blue collar
and white collar employees have different work engagement levels. Quality of work life enhances
organisational performance and commitment. Quality of work life also helps employees to manage their
personal life.

A study by Dr. Saleh Ali Y Alquari (2016) reveals that quality of work life as a antecedent of work
engagement “development of human capabilities and social relevance” were the only key antecedent of
work engagement.
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A conceptual study by Sumrit Yipyintum (2012) helps in understanding quality of work life and employee
engagement. Health, safety needs economic needs, family needs, social needs, esteem needs, actualisation
needs, knowledge needs, aesthetic needs leads to cognitive engagement, emotional engagement and
behavioural engagement. These variables showed sound relationship between quality of work life and
employee engagement.

Figure 2.1: Proposed conceptual model based on literature review

Based on literature reviewed figure 2.1 is drawn to understand the influence of employee experience in
building employee engagement.

Organisational
Climate
Employee Engagement
e Reward and
Internal Policies Employee recognition
e | Experience L, e Job demand
and resources
e Quality of
work-life
Leadership
‘—

Source: Conceptual model of this study based on literature review
Problem Statement:

IT sector is booming after the Liberalisation, Privatization, and Globalisation (LPG) era. 10, 000 million
workforces are employed in IT sector and Human Resources is an essential tool for success and
development of business. 83% of the companies face challenges in terms of organisation culture and
employee engagement (Deloitte 2017). “Happy workers are productive workers.” Employee experience
plays a vital role in keeping employees happy and in engagement of employees (Deloitte 2017).
Organisation climate, internal policies and leadership will have huge influence in building employee
engagement. Sound Employee experience will have affect on employee performance, employee
productivity, and employee morale and involvement of employees at work. Hence it is very essential to
know how employee experience will influence employee engagement considering organisational climate,
internal policies and leadership as major influences of employee experience. This study helps in
understanding variables influencing employee engagement considering employee experience as
antecedent.

IJFMR260489833 Volume 8, Issue 4 (July-August 2026) 5



http://www.ijfmr.com/

i International Journal for Multidisciplinary Research (IJFMR)

IJFMR E-ISSN: 2582-2160 e Website: www.ijfmr.com e Email: editor@ijfmr.com

Scope of the study:

The study was confined to identification of the drivers of employee engagement taking employee
experience as major variable for employee engagement in the IT sector in Bangalore.

The three drivers of employee experience leading to employee engagement are organisational climate,
internal policies and leadership. The study is confined to the IT sector in Bangalore.

Research Questions: it specify the specific concern of the study and helps in understanding topic in detail.
1. What are the factors influencing employee experience?

2. Does employee experience have any impact on employee engagement?

Objectives of study:

1. To identify the drivers of employee experience.

2. To access and analysing the variables of employee engagement

3. To evaluate the relationship between employee experience and employee engagement
Hypothesis:

1. Hy organisation climate has significant influence on Employee engagement

Ho organisation climate has no significant influence on Employee engagement

2. Hi Internal policies has significant influence on Employee engagement

Ho Internal Policies has no significant influence on Employee engagement

3. Hy Leadership has significant influence on Employee engagement

Ho Leadership has no significant influence on Employee engagement

3. Methodology:

This study is descriptive in nature. Type of research design is exploratory in research. Both primary and
secondary data is used as sources of data. Purposive sampling technique is used to collect data through
questionnaire. It tends to describe the influence of employee experience to employee engagement among
respondents.

Data is gathered through primary data, a mail survey through questionnaire has been sent to 300 employees
of various core IT companies in Bangalore. ANOVA and Multi variance regression tool used to understand
the relations between variables and know the impact of employee experience on employee engagement.

The 39 questions of likert scale with (factors of employee experience - three variables such as
organisational climate, internal policies and leadership influencing employee engagement) are given to
respondents in Bangalore.
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200 questionnaires have been sent to facilitate influence of employee experience to employee

engagement. Received rate of responses is 126 that are 63 % received rate of responses. The Cranach’s
alpha is .868, which indicates a high level of internal consistency for our scale with this specific sample.

4. Data Analysis and Discussion: It tends to describe the influence of employee experience to employee

engagement among respondents.

Demographics of Responses: This study considered gender, age, educational qualification, marital status

and income level of responses for demographical analysis.

Figure 4.1 Table showing the Demogr*aphical Responses of respondents

study are female.

SI.No Particulars Responses | Percent
1 Male 54 42.8571
2 Female 72 57.1429
3 Other 0 0
4 Total 126 100

Source: Primary Data
From the figure 4.1 inference that 43 percent of responses are male and 57percent responses of this

Figure 4.2: Table showing Correlations between employee experience and employee

engagement
Employee |Organizational | Internal | Leadership
Engagement Climate Policies
) 1 .831™ .801™ 780"
Pearson Correlation
Employee
Engagement Sig. (2-tailed) .000 .000 .000
N 126 126 126 126
) 831" 1 764™ .650™
. Pearson Correlation
Organizational
Culture Sig. (2-tailed) .000 .000 .000
N 126 126 126 126
.801™ 764 1 .649™
Pearson Correlation
Internal Policies ) ]
Sig. (2-tailed) .000 .000 .000
N 126 126 126 126
.780™ 650" .649™ 1
) Pearson Correlation
Leadership
Qualities Sig. (2-tailed) .000 .000 .000
N 126 126 126 126
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**_Correlation is significant at the 0.01 level (2-tailed). Source : Primary data

The result from the SPSS indicates a strong interrelationship between the predictor variables
Organizational Climate, Internal Policies, and Leadership Qualities, which is the essential quality for the
data, for next level processing. Result of the figure 4.2 also indicates a difference strong correlation
between each of the predictor variables with the dependent variable Employee Engagement which is a
great sign for conduct of regression analysis provided by the fact that, the both the predictor and dependent
variables are scale variables.

Figure 4. 3: Table showing Analysis of Variance against level of Employee Engagement amongst
respondent’s opinion on Organizational Climate.

Sum of Squares Df Mean Square F Sig.
Between Groups 61.903 3 20.634 93.394 .000
Total 88.857 125

Source: Primary data

ANOVA of Variance Test was applied to test whether there is a difference in level of
employee engagement amongst the different opinion categories of Organizational Climate. As the analysis
of variance test has computed F (93.394, 3), p value less than 0.05 the variable is inferred to have a
significant difference, result of the same is presented in figure 4.3. This indicates that organisation culture
as construct for employee experience has significance influence on employee engagement. It could also
be inferred that, increase in positive inclination towards organizational climate is causes increase in
Employee Engagement.

Figure 4.4 : Table showing Analysis of Variance against level of Employee Engagement
amongst respondent’s opinion on Internal Policies

Sum of Squares Df Mean Square F Sig.
Between Groups 58.246 3 19.415 77.379 .000
Within Groups 30.611 122 251

Source: Primary data

ANOVA of Variance Test was applied to test whether there is a Difference in Level of Employee
Engagement amongst the different opinion category of Internal Policies. Tthe figure 4.4 inferences that
there is significance relation between internal policies with employee engagement. That shows that
employee experience in terms of internal polices has strong influence in building employee engagement.
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Figure 4.5 : Table showing Analysis of Variance against level of Employee Engagement
amongst respondent’s opinion on Leadership

Sum of Squares Df Mean Square F Sig.
Between Groups 54.236 4 13.559 47.389 .000
Within Groups 34.621 121 .286
Total 88.857 125

Source: Primary data

Analysis of Variance Test was applied to test whether there is a Difference in Level of
Employee Engagement amongst the different opinion category of Organizational Climate. The figure 4.5
indicates the strong influence between leadership and employee engagement. Employee experience in
relation to leadership shows relations in building employee engagement.

Multiple regression model for Employee Engagement

A multiple regression model for the analysing the level of Employee Engagement (dependant
variable) is attempted keeping the variables, Organizational Culture (OC), Internal Policies (IP), and
Leadership (L) as the independent or predictor variables.

The multiple Regression model is

EE = Bot B1 OC+ B2 IP + B3 LA

Where, EE is the Level of Employee Engagement, 0 is the constant and B1, B2 and B3 are
regression coefficients to be estimated from the analysis. Regression Model Summary generated using
SPSS is presented in figure 4.5 and results of ANOVA for Regression Analysis (Results from SPSS) is
presented in Table: 4.6

Figure 4.6 : Table showing Model Summary generated using SPSS

Model R R Square Adjusted R Square Std. Error of the
Estimate
1 .958? 918 916 .24456

a. Predictors: (Constant), Organizational Climate, Internal Policies , Leadership

Figure 4.7 : Table Showing ANOVA for Opinion of Employee Engagement Against level
of Organizational Climate

Model Sum of Squares df Mean Square F Sig.
Regression 81.560 3 27.187 454.539 .000°P
1 Residual 7.297 122 .060
Total 88.857 125
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a. Dependent Variable: Employee Engagement

a. Predictors: (Constant), Organizational Culture, Internal Policies , Leadership
The model was tested with 3 predictor variables and all the 20 variables met the entry requirement and
were included in the model. The multiple correlation coefficient R = 0.958 shows a substantial correlation
between the predictor variables and the dependant variable. The value of R?= 0. 918 indicate that about
91.8% of the variance in the dependant variable is explained by the 3 predictor variables. The values of
regression coefficients, reveals the relative influence of the independent variables on the dependant
variable level of employee engagement. ANOVA test also indicates a significant influence of employee
experience on the employee engagement, which is evident from Table no.6 which has got F (454.539, 3)
with p value 0.000, is significant at 1% significance level.

Figure 4.7: Table showing Beta Values of the employee experience

Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) .052 .095 546 586
Organizational Culture 377 .052 .363 7.184 .000
Internal Policies 329 .055 312 5.928 .000
Leadership Qualities 336 043 .353 7.836 .000

a. Dependent Variable: Employee Engagement
Source: Primary data

The values of regression coefficients reveal the relative influence of the independent variables
on the dependant variable Employee engagement. From the Table of coefficients, it is evident that the
variable organisational climate (OC) has got the highest influence on the Employee Engagement (0.363).
Next higher influencing factor on Employee Engagement is Leadership Qualities with 0.353 and Internal
Policies Influences 0.312 over dependent variable. Regression coefficients of the employee experience
have proved to be significant in this empirical model for Employee Engagement. Multiple regression
models with computed regression coefficients are presented in figure 4.7.

Therefore the Regression equation will be,
EE = 0.052 + 0.363 (OC) + 0.312 (IP) + 0.353 (L)

The above beta values of the predictor variables, indicates a very positive influence on employee
engagement, not providing the extraneous variable (Constant) the significant space to create an impact on
the dependent variable Employee Engagement. Thus holds a strong proof towards a considered hypothesis.
Hence, Hois rejected. That shows there is significance relationship between organisational climate, internal
policies and leadership variables are in building employee engagement. Thus study indicates strong
influence of employee experience in building employee engagement.
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5. Future Research, Limitation and Conclusion
Future Research:

The similar study can be undertaken by considering other organisation with more responses. The different
variables can be considered for future research which influences employee engagement.

Limitation of the study:

This study is limited to three variables such as organisational climate, internal policies and leadership
influencing employee engagement. The study is limited to IT companies in Bangalore only and therefore,
the findings of the study cannot be extended to other areas. All the findings and observation made in the
study is purely based on the respondent’s answer which may be biased.

Conclusion

This paper presented and tested relationship between employee experience with employee engagement
using statistical tool correlation, ANOVA and regression analysis. Engaged employees are physically,
cognitively, emotionally attached with their work roles. This study reveals that there is the strong
significance relation relationship between organisational climate, internal policies and leadership as
variables of employee experience in building employee engagement. As employee experience has huge
influence on employee engagement. Human resources managers can do several things to facilitate work
engagement among their employees.

References

1. Arti Chandani (2016), Employee Engagement: A Review Paper on Factors Affecting Employee
Engagementindian ~ Journal of Science and  Technology, Vol 9(15), DOI:
10.17485/ijst/2016/v9i15/92145, April 2016

2. Bakker, A.B., & Leiter, M.P. (Eds.). (2010). Work engagement: A handbook of essential theory
and research New York, NY: Psy-chology Press.

3. Dr. Saleh Ali Y(2016), Quality of Work Life as a Predictor of Work Engagement among the
Teaching Faculty at King Abdulaziz University.ISSN 2220-8488 (Print), 2221-0989 (Online)
©Center for Promoting Ideas, USA www.ijhssnet.com

4. Dr. Trent Kaufman(2013) The Effect of Performance Recognition on Employee Engagement,
file://IF:/veenalrecognition%20leads%20t0%20ee/OCT-Performance-Recognition-White-Paper-
Intl-Updated-2014-01-07.pdf

5. Engagement. In M. S. Plakhotnik, S. M. Nielsen, & D. M. Pane (Eds.), Proceedings of the Eighth
Annual College of Education & GSN Research Conference (pp. 15-20). Miami: Florida
International University. http://coeweb.fiu.edu/research_conference/

6. Gallup (2002), “The high cost of disengaged employees”, Gallup Business Journal, April 15,
available at: http://businessjournal.gallup.com/content/247/the-high-cost-of-disengaged-
employees.aspx (accessed 22 February 2014). [Google Scholar]

7. Greg Bartlomiejczuk (2013), How do Recognition Programs Impact Employee Engagement and
How have Companies with a Large Global Footprint Structured such Programs to Drive Results?

IJFMR260489833 Volume 8, Issue 4 (July-August 2026) 11



http://www.ijfmr.com/
file:///F:/veena/recognition%20leads%20to%20ee/OCT-Performance-Recognition-White-Paper-Intl-Updated-2014-01-07.pdf
file:///F:/veena/recognition%20leads%20to%20ee/OCT-Performance-Recognition-White-Paper-Intl-Updated-2014-01-07.pdf
http://businessjournal.gallup.com/content/247/the-high-cost-of-disengaged-employees.aspx
http://businessjournal.gallup.com/content/247/the-high-cost-of-disengaged-employees.aspx
http://scholar.google.com/scholar?hl=en&q=+Gallup+%282002%29%2C+%E2%80%9CThe+high+cost+of+disengaged+employees%E2%80%9D%2C+Gallup+Business+Journal%2C+April+15%2C+available+at%3A+http%3A%2F%2Fbusinessjournal.gallup.com%2Fcontent%2F247%2Fthe-high-cost-of-disengaged-employees.aspx+%28accessed+22+February+2014%29.

N

i

International Journal for Multidisciplinary Research (IJFMR)

IJFMR E-ISSN: 2582-2160 e Website: www.ijfmr.com e Email: editor@ijfmr.com
Retrieved [insert date] from Cornell University, ILR School site:

10.

11.
12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24,

25.

http://digitalcommons.ilr.cornell.edu/student/9

HetalJani (2016), Impact of Employee Perceive HR Practices on Employee Engagement, Journal
of Business Management & Social Sciences Research (JBM&SSR) ISSN No: 2319-5614 Volume
5, No.9, September 2016
http://shodhganga.inflibnet.ac.in/bitstream/10603/171001/10/10_chapter2.pdf
https://dupress.deloitte.com/dup-us-en/focus/human-capital-trends/2015/employee-engagement-
culture-human-capital-trends-2015.html
https://www.denisonconsulting.com/docs/transform/12.pdf
https://www.pwc.com/gx/en/services/people-organisation/workforce-of-the-future/workforce-of-
the-future-the-competing-forces-shaping-2030-pwc.pdf
https://yourstory.com/read/9107c94df6-from-employee-engageme

John David Vizzuso (2015), Leadership Strategies to Influence Employee Engagement in Health
Care Walden University June 2015

Joseph Jakisa Owor(2016), Human resource management practices, employee engagement and
organizational citizenship behaviours (ocb) in selected firms in Uganda, African Journal of
Business Management VVol.10(1), pp1-12,14

Kuenzi, M., & Schminke, M. (2009). Assembling fragments into a lens: A review, critique, and
proposed research agenda for the organizational work climate literature.Journal of Management,
35, 634-717.

Lars Putter (2010), Organizational Climate and Performance, ‘The relation between organizational
climate and performance and an investigation of the antecedents of organizational climate ‘Delft
University of Technology.

Laura C. Batista-Taran ((2009). The role of leadership style in employee

Munish (2017), employee engagement & retention: a review of literature, International Journal of
BRIC Business Research (IJBBR) VVolume 6, Number 1, February 2017.

Patterson(2005), Validating the organizational climate measure: links to managerial practices,
productivity and innovation Journal of Organizational Behavior. Organiz. Behav.26, 379-408
(2005)Published online in Wiley Inter Science (www.interscience.wiley.com).

Permarupan (2013), Organizational Climate on Employees’ Work Passion: A Review Canadian
Social Science Vol. 9, No. 4, 2013, pp. 63-68

Permarupan (2013),The Impact of Organizational Climate on Employee’s Work Passion and
Organizational Commitment, Procedia - Social and Behavioral Sciences 107 ( 2013 ) 88 —
95,1877-0428 © 2013 The Authors. Published by Elsevier Ltd.

Sakovska, M. 2012. Importance of employee engagement in business environment: Measuring the
level of administrative personnel in VUC Aarhus and detecting factors requiring improvement.
Aarhus University. Aarhus C, Denmark http://pure.au.dk/portal-asb-
student/files/45628761/employee-engagement.pdf (accessed 12 June 2015).

Selahattin Kanten(2012) An empirical research on relationship quality of work life and work
engagement. Prsocedia - Social and Behavioral Sciences 62 ( 2012 ) 360 — 366

Sumrit Yipyintum(2012), The conceptual framework: the quality of work life and employee
engagement in the organization that has adopted the MASCI/ISE 91000:2011.

IJFMR260489833 Volume 8, Issue 4 (July-August 2026) 12



http://www.ijfmr.com/
http://shodhganga.inflibnet.ac.in/bitstream/10603/171001/10/10_chapter2.pdf
https://dupress.deloitte.com/dup-us-en/focus/human-capital-trends/2015/employee-engagement-culture-human-capital-trends-2015.html
https://dupress.deloitte.com/dup-us-en/focus/human-capital-trends/2015/employee-engagement-culture-human-capital-trends-2015.html
https://www.pwc.com/gx/en/services/people-organisation/workforce-of-the-future/workforce-of-the-future-the-competing-forces-shaping-2030-pwc.pdf
https://www.pwc.com/gx/en/services/people-organisation/workforce-of-the-future/workforce-of-the-future-the-competing-forces-shaping-2030-pwc.pdf
https://yourstory.com/read/9107c94df6-from-employee-engageme

i International Journal for Multidisciplinary Research (IJFMR)

IJFMR E-ISSN: 2582-2160 e Website: www.ijfmr.com e Email: editor@ijfmr.com

26. T.M. Somasekharan(2017), Factors and Outcomes of Employee Engagement: A Preliminary Study
, International Journal of Research in Arts and Science, Vol. 3, Special Issue.

27. Timothy (2013), Organisational climate and its effect on job engagement: Exploring the
mediating effect of employees’ level of job satisfaction. Published by the University of Cape
Town (UCT) in terms of the non-exclusive license granted to UCT by the author.

28. Wilmar b. Schaufeli( 2004), Job demands, job resources, and their relationship with burnout and
engagement: a multi-sample study, Journal of Organizational Behavior J. Organiz. Behav. 25, 293—
315 (2004) Published online in Wiley InterScience (www.interscience.wiley.com). DOI:
10.1002/job.248

IJFMR260489833 Volume 8, Issue 4 (July-August 2026) 13



http://www.ijfmr.com/

