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Abstract:  Workers always need to be involved in taking decision which is in part of their work since it is affecting 

indirectly or directly.  The top-level managers highly engaging in work centres will create a trustworthy and supporting 

environment, in this worker are motivate to differ from the dominating orientation and in insert the innovative movement 

in an organization to go ahead. How long the workers are ready to approve the products and services which their firm 

providing all necessary supports and they are keenly depend in their perception of traits in those goods and services. In 

this study the Information Technology section has been selected for analysing the components influencing the employee 

engagement with reference to Coimbatore region. A sample of 190 respondents from IT section selected and the factors 

like Satisfaction of Work, Support and need and Dedication analysed and raised the questions.  It is also deals with 

Perception rating, Multiple Correlation and rotated component matrix calculations were discussed. 
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I. INTRODUCTION 

 

     A company production is calculated with the profit, variety of products, and satisfied consumer along with workers 

working in the employee engagement. It is termed in which their commitment of Job fully involved and taking into the 

organizational objectives along with the interest towards their company.  They are much willing to expand them to make 

sure the objectives to be fulfilled and victory.  Lot of companies willing to enhance and implement the engagement and 

there must be win-win situation that is organization and workers. 

 

II. NEED OF THE STUDY 

 

Three basics aspects of employee engagement according to the global studies are: 

• The workers and their unique mental take and experience. 

• The workers and their talent are to enhance the interest in terms of their working conditions 

• There must be communication between all cadres. 

• Thus, it is widely an accountability to develop a suitable environment and to work as a team, so that it is 

applicable for win-win equation. 

 

According to the Gallup consulting organizations there are different types of people: 

Engaged: “Engaged” workers are promoters.  They must know the desired objective in their responsibilities and to meet 

them and to exceed them. It is so curious in their goodness and power in day-to-day work.  The innovative work drives 

to passion and enhance the firms to the higher level. 

 

Not Engaged: “Not engaged” leads to focus on task than the outcomes and expecting to reach the objectives. The 

employees want to say what can do only with the output. The workers who not willing to do their work in order to 

accomplish the objectives.  They always sense that this won’t be worked and lead to a nice relationship between the 

higher authority and the lower management. 

 

Actively Disengaged: The actively disengaged workers prehistoric humans. These workers are virtually anyone with 

more consistent.  They work and think beyond the box apart from the enjoyment in their work.  They kept the foundation 

for negative aspects in every chance.  In all the day they deviate from their employees and undermine with the committed 

workers.  The employees are depended with the products and services which is generating every day.  This leads to the 

non-achievement of organizational objectives. 
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X1: Decent handling of Employees. 

X2: Organizational Ethical Behavior 

X3: Satisfied Job 

X4: Performance Appraisal 

X5: Compensation and welfares 

X6: Communication 

X7: Co-Operation 

X8: Proud of their Value & Involvement. 

X9: Fair Chance and Equal Treatment. 

 

III. STATEMENT OF THE PROBLEM 

 

In spite of the grounds of how destructive worker blowout or detachment can be, studies from the human services field 

on the opposite condition, engagement, are limited. Apparently, small empirical research has been conducted and the with 

the educational studies combined overall, and a big part of it arrived from the business forum.  Added to those studies 

don’t distinguish the human resources from employees in other sectors. 

 

IV. OBJECTIVES 

 

1. To analyse the socio and economic aspects of the IT workers. 

2. To identify the way of handling the employees. 

3. To analyse the ethical behaviour of the employees and culture towards employee engagement. 

4. To analyse the factors influencing the employee leadership, training and welfare measures. 

 

V. REVIEW OF LITERATURE 

 

Kahn (1990) defines employee engagement as “the control and make use of organization members’ in their job roles; in 

engagement, employees are expressing themselves manually, cognitively and while in their role performances they tend 

to be emotional too.” 

 

Harter, Schmidt and Hayes (2002) describing that the employee engagement as “The employees unique involvement and 

making them satisfied along with enthusiastic at work.” 

 

Frank et al., (2004) defined it the discretional effect in all and executed by employees in their job. 

 

Robinson, Perryman and Hayday (2004) define engagement as a good perception held by the workers towards 

organizational objectives and values. 

 

Wellins and Concelman (2004) call employee engagement “the deceptive force that induce the workers to perform in 

higher level” 

 

Development Direction International (DDI) (2005) uses the definition “the people tend to joy, keeping their esteem and 

trust in what they do so” 

 

Gallup’s Human Sigma Website (2005) like employee engagement to the concept of client engagement, which has the 

attribute of assurance, of confidence, unity, superbia and a strongly passionate feeling. 

 

Macey and Schneider (2008) it underpins that the workers engagement to positive belief agreed by their firm and the 

workers job and also the enthusiastic nature of guidance and effort they put into work. 

 

Shane et al., (2008) defined employee engagement as the workers’ psychopath arousal and the style of cognitive nature 

in psychology, their ability to express talent in their works, their possessing a clear interpretation of the company’s vision 

and the unparalleled point of the objective, the commitment relied on the sources and complete their task before due. 

 

Towers Perrin’s research on employee engagement doctrines the business Transformation (2009) A survey has been 

carried on UK’s largest car fleet known that 87% of its employees are dedicated, 91% of its employees are good about 

consumer focus 81% of the workers are good in their values. 

 

https://iarjset.com/


IARJSET 

International Advanced Research Journal in Science, Engineering and Technology 

Impact Factor 7.105Vol. 9, Issue 5, May 2022 

DOI: 10.17148/IARJSET.2022.9532 

© IARJSET                  This work is licensed under a Creative Commons Attribution 4.0 International License                 188  

ISSN (O) 2393-8021, ISSN (P) 2394-1588 

Employee Engagement Drives Loyalty and Business Performance at World’s Most Admired Companies-(march 6 2010) 

In this research survey it has been carried out the level of respondents from the WMAC got their efficacious on concern 

towards the employee engagement are in larger level. The major respondents 94% believe their employee engagement an 

effort to cut down the workers turnover, and 85% trust employee engagement attempts to cut down the employee 

performance issues, added to that by 19% experience recompense freezes to a great magnitude in the recent couple years 

and 10% got layoffs to a great level when compare to the 23% at peer companies. 

 

VI. RESEARCH METHODOLOGY 

 

A. Type of Research  

This study involves descriptive research. The research determines to go with proper collecting the information i.e., data 

with various combinations. 

✓ The observation also be considered while discussing with the IT employees.  

✓ A Questionnaire has been created to collect from the respondents. 

 

B. Sampling Design  

Sampling method: Stratified Random Sampling is a sampling method in the type of Probability sampling method wherein 

the sampling has been selected from the strata group wise in Coimbatore region which is easily available and it is so good 

for analysing the data. 

✓ Primary data collection: The detailed conversation with the respondents by one-to-one interview and a set of 

questions has been framed to collect from the respondents. 

✓ Secondary data collection: It is a complied data collected from the various sources like journals, articles, and 

other existing sources. 

 

VII. STATISTICAL ANALYSIS 

 

The collected information from the respondents is examined with the help of statistical software i.e., Statistical package 

for social sciences. The charts and tables are also being used to explicit the data and the area of study covers Coimbatore 

Region with the Sample Size of 190. The population is IT sector employees varying from different age groups in 

Coimbatore Region. The statistical Analysis tools used like Factor Analysis and Rotated Component Matrix. 

 

A. Demographic Variables 

 

TABLE I 

 

Particular Frequency Percentile 

Age 

≤ 25 27 22.5 

26-30 45 37.5 

31-35 90 16.66 

36-40 19 15.83 

≥ 41 9 7.5 

Gender 
Male 130 69 

Female 60 31 

Experience 

≤ 1 27 14 

2-5 73 38 

6-9 43 23 

10-13 30 16 

>13 17 9 

Class  

Under Graduate – Engg. 63 52.5 

Under Graduate – Arts 36 30.0 

Diploma 4 3.3 

Post Graduate 12 10.0 

Others 5 4.2 
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B. Factors  

 

TABLE II 

 

S.No Factors Statements Notation Used 

 

 

 

 

1 

 

Satisfaction in 

Work 

i) I know what is needed for me at work IKWNW 

ii) My job allows me to utilize entire full use of my cognitive skills and 

abilities 

 

MJCSA 

iii) I have adequate chance for personal and career growth IPCG 

iv) My belief anticipates to consideration at work MBA 

v) I got exact appraisal or accreditation for doing a good job IAADJ 

vi) In my work environment my peers give valuable listening to my thought 

drives and finding 
IWEPDF 

vii) Working at my office brings more pleasure and great feel to do more to 

attain the organizational objectives 
WMPFOB 

2 
Support and 

need 

i) I have the intact base to do my job. IHIBMJ 

ii) My firm exalt and prompting me to do the betterment MEPB 

iii) When it comes to accomplishing my task, I’m fittingly equipped human 

resources and timely manner to meet the demand or need 
MTHRTM 

iv) Within my firm the colleagues are endowed to deed in the firms’ 

objective and interest 
WCOBI 

3 Dedication 

i) While doing on the allotted work, I can see the efficacious group work 

among us 
WAWEG 

ii) All the views /suggestions are given due respect and considered ASRC 

 

C. Perception Rating 

 

TABLE III 

 

S. No. Particulars Scores 

1. Satisfaction in Work  

a) I know what is needed for me at work 4.29 

b) My job allows me to utilize entire full use of my cognitive skills and abilities 4.44 

c) I have adequate chance for personal and career growth 4.21 

d) My belief anticipates to consideration at work 3.98 

e) I got exact appraisal or accreditation for doing a good job 3.99 

f) In my work environment my peers give valuable listening to my thought drives and 

finding 

4.04 

g) Working at my office brings more pleasure and great feel to do more to attain the 

organizational objectives 

4.03 

2. Support and need  

a) I have the intact base to do my job. 4.26 

b) My firm exalt and prompting me to do the betterment 3.97 

c) When it comes to accomplishing my task, I’m fittingly equipped human resources and 

timely manner to meet the demand or need 

3.91 

d) Within my firm the colleagues are endowed to deed in the firms’ objective and interest 3.87 

3. Dedication  

a) While working on the assigned task, I see effective team work among us 3.99 

b) All the views /suggestions are given due respect and considered. 3.89 
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D. Multiple Correlation  

Correlation is the study between two or more variables. When more than two variables are involved, the correlation is 

known as multiple correlations, and found to be moving in the same direction, these variables are said to be correlated 

positively and if they move in opposite direction they are said to be negatively correlated. 

 

Correlation Analysis between the Factors of Employee Engagement 

 

TABLE IV 

 

 X1 X2 X3 X4 X5 X6 X7 X8 X9 

X1 1 0.661* 0.491* 0.537* 0.488* 0.112 0.663* 0.678* 0.741* 

X2 0.661* 1 0.455* 0.480* 0.347* 0.072 0.694* 0.650* 0.606* 

X3 0.491* 0.455* 1 0.512* 0.321* 0.064 0.441* 0.374* 0.448* 

X4 0.537* 0.480* 0.512* 1 0.477* 0.104 0.518* 0.542* 0.470* 

X5 0.488* 0.347* 0.321* 0.477* 1 0.033 0.438* 0.486* 0.367* 

X6 0.112* 0.072604 0.064593 0.10419 0.033063 1 0.1011 0.076* 0.186** 

X7 0.663* 0.694* 0.441* 0.518* 0.438* 0.101 1 0.711* 0.666* 

X8 0.678* 0.650* 0.374* 0.542* 0.486* 0.076 0.711* 1 0.696* 

X9 0.741* 0.606* 0.448* 0.470* 0.367* 0.186** 0.666* 0.696* 1 

*1% Significance Level 

**5% Significance Level 

From the above, it can be perceived that out of nine factors, eight viz., job satisfaction, employee motivation, commitment, 

communication, leadership, employee welfare organizational behavior, organizational values had shown positive and 

significant relationship. The other variable training is found to be non-significant, but correlation with organizational 

behavior has shown positive and significant at five percent level. 

 

E. Rotated Component Matrix or Varimax rotation 

Statements of the key factors by the employees 

Factor analysis was carried out to analyze the major factors responsible for employee engagement. Varimax rotation was 

used in the factor analysis to determine the number of factors. The criteria used in the analysis were that the Eigen value 

should be more than 1. There were nine factors which had the Eigen value of more than 1 and hence the rotated 

components of these nine factors are considered. The component loadings for these nine factors are presented in Table 

4.9. 
 

TABLE V 

 

 

S. No. 

 

Notations 

Factors(Satisfaction in work) 
 

Communalities 

1 2 3 4 5 6 7 8 9  

1 IKWNW 0.242 0.266 -5.922 0.578 0.201 -6.292 0.178 -0.103 0.297 0.642 

2 
 

MJCSA 
0.324 0.467 0.109 0.200 0.459 0.106 0.166 0.108 0-.179 0.668 

3 IPCG 0.217 0.195 0.246 -5.365 0.755 0.139 0.154 0.216 -3.107 0.808 

4 MBA 0..197 0.230 0.161 0.358 0.750 0.139 0.154 0.216 -3.107 0.829 

5 IAADJ 0.131 -9.420 0.155 0.489 0.342 0.415 0,172 -2.473 0.180 0.641 

6 IWEPDF 0.415 -9.622 -3.148 0.242 0.515 0.347 0.123 -0.243 -0.125 0.716 

7 
WMPFOB 

0.363 0.360 0,293 -8.941 0.553 0.168 0.130 -1.643 -2.773 0.707 
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TABLE VI 

 

 

S. No. 

 

Notations 

Factors(Support and need)  

Communalities 

 1 2 3 4 5 6 7 8 9 

1 IHIBMJ 
0.132 0.252 0.533 0.298 0.159 0.119 0.212 -0.303 -0.126 0.645 

2 MEPB 
0.237 0.314 0.704 0.245 0.174 -4.705 -5.578 0.152 -6.769 0.770 

3 MTHRTM 
0.218 0.150 0.677 0.312 0.271 0.150 -4.802 0.224 2.01 0.775 

4 WCOBI 
0.242 0.108 0.411 0.514 0.191 0.418 -0.171 -1.358 -5.388 0.746 

 

TABLE VII 

 

 

S. No. 

 

Notations 

Factors(Dedication)  

Communalities 

 1 2 3 4 5 6 7 8 9 

1 
WAWEG 

0.138 -9.981 0.154 -8.024 0.141 0.882 0.128 0.107 -3.519 0.783 

2 
ASRC 

0.223 0.154 0.158 -4.581 -5.126 0.883 -6.775 -2.15 -1.303 0.888 

 

VIII. FINDINGS 

 

A. Demographic Profile: In this case the firm large proportion of the workers’ 37 percent were in the age group 

of 26- 30 years, followed by 23 percentiles of the sample workers in the age group below 25 years, 16 percentiles of 

respondents belonging to the age group of 31-35 years, 15 percentiles of them belonging to 36-40 years and 9 percentiles 

above 41 years.  Majority 52 percent sample workers were Under graduates in Engg. and 30 percentiles were Under 

Graduate Arts and 3.3 Percentile are Diploma and 12 percentiles are Post Graduates. Thus, it can be interpreted that most 

of the employees are well educated. About 38 percentiles of the workers had experience of 2-5 years followed by 23 

percentiles with 6-9 years of experience 16 percentile followed by 10-13 years of experience respectively.  Among the 

sample employee’s 69 percentile are male and rest 31 percentile are female workers.  

 

B. Perception Rating: The higher mean point was for Satisfaction in work questioned where the workers are 

satisfied that the company accords the workers to make use their cognitive skills and capabilities.  The statement in the 

Second line workers authorize the importance of firm’s objectives, vision and mission, esteem and ethical behavior, 

carried out by support and need in the third line, and was it is found to the key driver for job. The fourth highest point 

was for organizational behavior which alters the workers to be more approachable and accessible. These drivers are found 

to be the remarkable satisfaction by the employees.  

 

C. Multiple Correlation: Analysis: The Correlation is the study of relationship among the two variables. When 

more than two variables are demanded, the correlation is known as multiple correlations. It was found that out of 3 factors, 

satisfied in work and support and need has shown good and cordial relationship. These factors are got to be the needed 

favours for the company.  The other variable Dedication was found to be non-significant relationship, but correlation with 

organizational behavior has shown positive and significant at five percent level. 

 

IX. CONCLUSION 

 

It is apparent that giving workers’ the chance to insert their aspects and feelings metaphorically a crucial driver of 

employee engagement. In added to that, workers desire to be held ‘in the know’ about what is happening in their company. 

Employees want a feel of engagement with their management. Employers can enhance employee engagement by going 

beyond higher communication to lower communication and arriving sure that people are not just addressed as workers’; 

alternatively, they ought to be addressed as assessed individuals, as the explorative research on individual conflicts hints. 

Research has designated that there may be a association between levels of engagement and company’s execution. Human 

https://iarjset.com/


IARJSET 

International Advanced Research Journal in Science, Engineering and Technology 

Impact Factor 7.105Vol. 9, Issue 5, May 2022 

DOI: 10.17148/IARJSET.2022.9532 

© IARJSET                  This work is licensed under a Creative Commons Attribution 4.0 International License                 192  

ISSN (O) 2393-8021, ISSN (P) 2394-1588 

resource commits that have a hard focus on respondents have certified an important impact on betterments in productivity, 

satisfaction and financial performance. 
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